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Executive Summary 

Key findings:

This study, prepared by the World Bank at the request of the Ministry for Development of Communities and Territories 
(MDCT) of Ukraine, provides an assessment of Ukraine’s transport workforce and skills landscape during a period of 
profound change. As maritime and air routes remain suspended, road freight, road passenger, and urban public transport 
have become the backbone of domestic and international mobility, and therefore the focus of this report. It examines 
critical labor shortages and skills gaps in these transport subsectors, drawing on secondary sources such as current liter-
ature and available statistics, as well as primary sources, including stakeholder interviews, an online industry survey, job 
advertisement analysis, and labor demand forecasting for transport jobs. The focus is on drivers, maintenance personnel, 
and several other key roles essential for the sector to function properly, all of which are experiencing severe shortages. 
The study identifies the structural factors behind these gaps to inform actions that align workforce development with the 
sector’s reconstruction and modernization needs.

•	 Ukraine’s transport sector faces severe and persistent skills shortages that pose significant operational 
constraints and will continue to do so unless structural measures are taken. The Russia’s invasion of Ukraine 
in 2022 has worsened pre-existing labor market pressures. Mobilization has shrunk the male workforce, while 
displacement and migration have further depleted the pool of working-age individuals. Employers across freight, 
passenger, and urban transport report critical shortages of drivers and maintenance personnel, with recruitment 
pipelines unable to keep pace with demand. Drivers, driving instructors, repair and maintenance workers, and 
logistics professionals are among the most in-demand jobs and are often referred to in this report as “critical 
occupations.” 

•	 An analysis of 240, 831 advertisements for these critical occupations on the Work.ua online job portal, 
undertaken for this study, reveals a high number of vacancies for several roles—such as truck drivers and repair 
specialists—and shows that median advertised salaries for these positions increased by 20–33 percent over 
the past year. These findings align with national statistics and employer survey results. Almost all of the 37 logistics 
and transport companies (representing public and private companies alike) surveyed in this study identified 
drivers as the hardest role to recruit for, followed by maintenance and repair specialists, and logistics and supply 
chain staff. These shortages are already hampering operations in freight and passenger transport, affecting both 
domestic connectivity and international transport.  

•	 Demographic decline, an ageing workforce, and the limited appeal of transport jobs are the key drivers of 
these structural shortages. Ukraine’s population has been shrinking and ageing for decades, and young people 
are entering the labor market in lower numbers. Transport occupations, especially driving, are characterized by 
long hours, physically demanding work, modest wages, and limited flexibility—among the factors that make them 
less appealing to younger workers and women. Many prefer to seek opportunities abroad or in other sectors that 
promise better prospects. At the same time, the driver and maintenance workforce is approaching retirement age, 
and there are insufficient entrants to replace them. These trends mirror global patterns but are more acute in 
Ukraine due to the mobilization, migration dynamics, and reconstruction needs.

•	 Skills gaps and mismatches exacerbate workforce shortages, with employers often reporting that new 
entrants lack up-to-date skills, especially digital competencies and practical experience. Education and training 
systems do not produce enough graduates with the skills needed in the transport sector, and vocational education 
remains unpopular among youth. Despite the ongoing reforms, such as the recently adopted Law on Vocational 
Education, vocational and pre-higher education curricula require modernization, and practical, work-based learning 
opportunities seem limited. Many training centers use outdated equipment, leaving graduates unprepared for 
current transport operations. Collaboration between industry and training institutions is weak, with few structured 
partnerships or incentives for internships. Without significant improvements in training quality and alignment with 
labor market needs, skill gaps will persist, particularly as the sector adopts new technologies like electrification, 
telematics, and intelligent transport systems (ITS).

•	 Women remain a major untapped source of labor supply in the transport sector. They are underrepresented 
both in transport occupations and in the education and training programs that lead to these roles. Deep-rooted 
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Summary of key recommendations

In sum, Ukraine’s transport sector is at a critical juncture. The current workforce shortages reflect both temporary 
disruptions and long-standing structural weaknesses. Unless decisive action is taken to modernize training systems, attract 
a more diverse workforce, and adapt to technological change, these shortages will continue to constrain the sector’s ability 
to support economic recovery, connectivity, and integration with European transport networks. The reconstruction offers 
an opportunity to implement reforms that will enable the sector to build a workforce that is not only large enough but also 
equipped with the skills required for a modern, sustainable, and inclusive transport system.

Below is a summary of the recommendations, organized around three key pillars: (i) attracting and retaining a diverse 
workforce, (ii) aligning education and training with skills needs, and (iii) strengthening partnerships and governance. These 
high-level recommendations are expanded—both in number and in detail—in Chapter 5. 

gender norms, financial barriers to obtaining driving licenses, inadequate infrastructure, and the disproportionate 
burden of unpaid care work all contribute to low female participation in driving and maintenance jobs. Some 
employers—particularly municipal companies—have recently launched training initiatives targeting women. Although 
reliable labor market statistics have been unavailable since 2022, available evidence suggests that these efforts 
remain limited in scale and that women continue to make up only a small share of trainees and workers in these 
occupations. Targeted measures to make training more accessible, workplaces more inclusive, and transport jobs 
more attractive to women will be essential for expanding the available labor pool.

•	 As of July 2025, 1.56 million individuals were officially registered as war veterans in Ukraine, but the actual 
number is thought to be much higher. Most are men, and many live with disabilities—far higher than official figures 
suggest. Veterans face greater employment challenges than the general population, with lower employment levels. 
Barriers include health and psycho-emotional issues, lack of civilian work experience, and limited awareness 
of support programs. While employers show willingness to hire veterans—especially in sectors like transport, 
construction, and security—many struggle to assess transferable military skills. Creating pathways that recognize 
veterans’ military transport and logistics experience and translate it into civilian qualifications, along with supporting 
them in establishing and expanding transport and logistics enterprises, will not only promote their economic 
reintegration but also help ease critical labor shortages in these key occupations.

•	 Looking ahead, labor and skills shortages are likely to persist and even intensify during Ukraine’s recovery 
and integration into the European Union (EU). Demand for drivers and maintenance workers is expected to grow 
as reconstruction accelerates, and trade expands. This study projects that jobs in road and public urban transport 
could increase by at least 30 percent by 2035, from around 400,000 workers in 2023 to nearly 594,000 in the 
baseline scenario, and up to 660,000 under higher-growth assumptions. Even under conservative estimates, the 
sector will need to recruit over 100,000 new workers, including around 50,000 new drivers, in the coming decade. 
At the same time, the sector will need to adapt to technological changes and regulatory alignment with the EU, 
which will require workers with more advanced skills. Demobilization and return migration may temporarily ease 
shortages, but ageing, out-migration, and competition from other sectors will continue to exert downward pressure 
on labor supply. 

•	 Addressing these challenges requires a comprehensive, long-term approach that goes beyond current 
emergency measures. This involves: aligning vocational and higher education systems with evolving labor market 
requirements; scaling up practical, work-based learning; systematically engaging employers in curriculum design 
and training delivery; and modernizing training infrastructure. It also requires addressing the root causes of 
occupational unattractiveness—including working conditions, career progression, and public perception—to bring in 
younger and female workers. Gender and youth inclusion strategies must move from existing pilots to systemwide 
measures and proactive outreach to women and girls.
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Pillar Recommendation

1.	 Attract and 
Retain a Diverse 
Workforce

2.	 Align Education 
and Training with 
Skills Needs

3.	 Strengthen 
Partnerships and 
Governance

•	 Promote transport careers: Launch a national campaign to modernize the image of 
transport professions and promote them across schools, universities, and inclusive 
recruitment channels. Prioritize outreach to underrepresented and vulnerable groups—
including women, youth, and veterans.

•	 Lower entry barriers and expand pathways into transport: Remove unnecessary 
requirements for entering essential roles (e.g., upper-secondary diploma for drivers) 
and recognize veterans’ military skills. 

•	 Improve retention through better workplace conditions: Strengthen enforcement 
of rest-time regulations, redesign work schedules for better quality of life, and 
upgrade vehicles, depots, rest stops, and sanitation facilities through public–private 
partnerships.

•	 Strengthen professional growth and early-career support: Introduce mentorship 
for novice drivers and mechanics and publish clear career pathways to enhance 
professionalism, confidence, and long-term retention.

•	 Modernize educational standards, curricula, and teaching capacity: Update 
occupational/educational standards for key roles and develop modern teaching 
materials while upskilling instructors in new technologies.

•	 Expand practical, flexible, and lifelong learning opportunities: Scale work-based 
learning for students; provide micro-certifications for existing workers, and upgrade 
training facilities with industry-relevant equipment.

•	 Create a National Transport Workforce and Skills Development Hub (or Sector Skills 
Council, SSC): Establish a Hub/SSC - ideally within the Skills Alliance - to coordinate 
ministries, employers, training institutions, and donors; align investments; and drive 
system-wide reforms. 

•	 Improve system coordination, data sharing, and accountability: Institutionalize 
structured dialogue between industry and training institutions, strengthen coordination 
on standards and curriculum updates, and implement a shared monitoring and 
evaluation framework.
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The Russia’s invasion of Ukraine has accelerated long-standing demographic pressures and reshaped labor markets across 
the economy. Population decline and ageing, already visible for decades, have intensified through displacement, migration, and 
mobilization, and these shocks have been particularly consequential for certain sectors like transport. As Ukraine advances 
toward recovery and integration with the European Union (EU), planning for a resilient, modern, and inclusive transport system 
depends on a clear understanding of workforce trends, skills gaps, and the capacity of education and training systems to 
respond. Road freight, road passenger, and urban public transport sectors—which have replaced closed air and maritime 
routes—now form the backbone of Ukraine’s domestic and international mobility, and are the focus of this report. Their 
performance depends heavily on the availability of skilled workers to ensure safe, efficient, and sustainable operations.

Conducted between April and November 2025, this assessment analyzes the labor and skills landscape across these 
three subsectors of transport, examining the workforce size and composition, recent shifts in employment, and the 
dynamics between labor demand, supply, and training systems. Special attention is given to drivers, vehicle maintenance 
and repair personnel, and logistics roles—highlighted as “critical occupations” by stakeholders in the country and 
repeatedly validated by the study—due to their essential role in sector performance and the acute shortages.  The report 
reviews Ukraine’s skills development architecture—vocational education and training and pre-higher education, and the 
standards and licensing environment and assesses recruitment practices and opportunities to broaden participation 
among underrepresented groups such as veterans and women. Where data permitted, the analysis also includes age-
disaggregated information, with a focus on youth. 

The assessment drew on both primary and secondary data collection and analysis. Secondary data included a review of 
Ukraine-specific and international sources. This was complemented by the four streams of primary data collection and 
analysis: (i) semi-structured stakeholder interviews with representatives from government, the transport industry, and 
educational institutions; (ii) an online survey of transport and logistics companies; (iii) analysis of job advertisement trends 
from Ukraine’s leading job portal; and (iv) labor demand forecasting for transport occupations. 

More specifically: the 17 semi-structured interviews focused on exploring workforce challenges and opportunities to attract 
and retain workers; the results served to validate critical occupational needs within the sector. The online industry survey—
distributed via the Association of International Road Carriers of Ukraine, European Business Association of Ukraine, the 
American Chamber of Commerce of Ukraine, and CIVINET Ukraine to their members—collected information on company 
profiles, workforce composition, recruitment challenges, and skill needs across freight, passenger, urban transport, 
and logistics subsectors. It also examined partnerships with educational institutions and potential support measures to 
strengthen workforce development. The survey received responses from 37 companies, ranging from municipal transport 
enterprises in Ivano-Frankivsk, Kryvyi Rih and Dnipro, to key logistics players, such as Trans Logistics, Avtologistika, and 
CEMARK. 

Importantly, the team analyzed 240,831 job advertisements for transport and logistics positions, including 228,653 
critical occupations such as drivers, maintenance and logisticians, and 12,178 associated roles, such as freight 
forwarders and driver-loaders, posted on the online portal www.Work.ua between 2020 and 2025. The analysis covered 
several aspects, including the volume and skills requirements of job openings, the use of gender-inclusive language to 
encourage women’s employment, the geographic distribution of advertisements, and the inclusion of training or upskilling 
opportunities. Lastly, employment forecasts for Ukraine’s road and public urban transport subsectors were developed 
using sector-specific employment elasticity of GDP growth estimates, applied under low-, moderate- and high-growth 
scenarios. The analysis modeled workforce demand through 2035, drawing on 2023 employment data. These primary 
sources added depth to the secondary data and enriched the report. Further details— including the list of interviewed 
stakeholders, the labor demand forecasting methodology, and the Work.ua job advertisement analysis—are provided in 
Annexes A, B, and C, respectively. 

The report would like to offer two disclaimers: (i) where relevant and available, the report draws on international data and 
evidence, with an emphasis on data from Europe, given Ukraine’s geographic proximity and deepening economic and 
regulatory ties to the European Union. However, it is not intended as a comparative study between Ukraine and Europe; (ii) 
since 2021, Labor Force Surveys have not been conducted in Ukraine. To address this data gap, the report incorporates 
information from alternative sources provided by various state and donor agencies. However, due to differences in 
methodology and sample size, it is not possible to construct trends that are comparable to the 2021 baseline. Therefore, 

Introduction 
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the figures presented should be interpreted with caution, serving primarily to diagnose current challenges rather than to 
facilitate direct comparison with the pre-2022 situation.

The report is structured as follows: 

Chapter 1 explores labor and skills needs in the transport sector in Ukraine, with a focus on identified critical occupations, 
and forecasts future demands under various scenarios. 

Chapter 2 analyzes the education and training opportunities that prepare individuals for critical transport sector jobs, 
reviewing their accessibility, quality and relevance. 

Chapter 3 examines practices and challenges related to the recruitment and retention of workers in critical transport roles, high-
lighting both the barriers and opportunities in engaging underrepresented groups such as women and veterans.

Chapter 4 presents selected initiatives identified during the research aimed at addressing workforce and skills shortages 
in transport. 

Chapter 5 offers several actionable recommendations.



Back to content

Chapter 1:

Labor and skills needs in the transport sector in 
Ukraine 

©World Bank
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1Ukraine State Statistics Service (SSS). 2021. Labor Force Survey. 
2Ibid. SSS. Data for “transport, storage, and postal and courier services”. 
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postal, or courier activities. This can result in over- or underestimation, and in most cases tends to overestimate the actual share of women employed in 
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manufacturing or trade activities including the sale and repair of motor vehicles and motorcycles. Therefore, these figures should be treated with caution 
and used only as a proxy.
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This chapter examines the labor and skills needs in Ukraine’s transport sector in the context of the current disruptions 
and long-term trends. It describes the overall labor market context, including a shrinking workforce and gender disparities. 
It then turns to the road transport sector, describing the various subsectors and focusing on current and future labor and 
skills needs and gaps in road freight, road transport and urban public transport. Importantly, the chapter presents some 
of the key findings from primary research, such as industry interviews and an online industry survey, and the findings of a 
quantitative model forecasting labor demand for the road transport sector.

Ukraine’s labor market was already performing weakly before February 2022, and was characterized by high inactivity 
and unemployment, and gender segregation. In 2021, nearly 40 percent of the working age population were outside of 
the labor force, and unemployment among the active population exceeded 10 percent. Women accounted for a majority of 
those outside of the labor market and had lower employment rates: 50.4 percent of women were employed compared to 
61.6 percent for men in 2021.1 In the period 2018–2021, women made up roughly a quarter of the workforce in transport, 
storage, postal and courier activities.2,3  Although the share of women in transport and storage exceeds the global average 
of 12 percent,4 that statistic tends to obscure huge disparities within specific male-dominated occupations in the sector. 
For example, most respondents to the industry survey conducted for this study highlighted that the vast majority of their 
drivers and vehicle maintenance staff are male – a picture that individual company data also confirms.

Ukraine’s working-age population has contracted sharply since 2022 due to out-migration, with women comprising 
a significant share of those leaving the country. While labor force surveys have been suspended since 2021, unofficial 
estimates suggest a 15 percent decline of the in-country population of 15–70 year-olds between 2021 and 2023.5 Even in 
an optimistic scenario where Ukraine recovers quickly and becomes a net receiving country of migrants in the future, long-
term projections point to a smaller and older workforce, continuing a trend that has been ongoing since 1990s.6

Mobilization and displacement have further strained labor supply. By late 2024, more than three-fifths of the 660 firms 
polled in 21 regions of Ukraine identified labor shortages as their principal constraint, surpassing even concerns over 
security, infrastructure and rising costs.7 Mobilization has caused significant workforce shortages and disrupted business 
activity, particularly in male-dominated sectors such as construction, logistics, and transport. It appears that women and 
older workers have not filled many of these gaps although the interviews held for this study show transport employers are 
increasingly open to engaging women. Notably, according to the International Organization for Migration’s 2024 report, 
women job seekers in Ukraine identified services (23 percent) and trade (21 percent) as their favored sectors, while only 
three percent of women expressed interest in transport jobs, compared to 10 percent for men.8 Some of the commonly 
cited barriers to employment for women—regardless of sector—included household responsibilities and lack of childcare. 

Young Ukrainians are pessimistic about their employment prospects, leading many to leave— or plan to leave—the 
country. Approximately 40 percent of recently surveyed youth expressed skepticism about finding decent work in their 
local communities or in Ukraine more broadly, and about 22 percent considered relocation abroad.9 In another survey, the 
most frequently cited reason for wanting to leave was a lack of future prospects in Ukraine (38 percent of 16–35 year-olds 
considering permanent emigration); 16 percent of those wanting to leave expected better career opportunities elsewhere, 
and a similar share expected better financial opportunities abroad.10

1.1. Labor market context 

https://documents.worldbank.org/en/publication/documents-reports/documentdetail/099010925132542721/p506086186091904719bd91942a8efc6448
https://knowledge.unicef.org/resource/socio-economic-status-households-ukraine#:~:text=This%20document%20presents%20the%20results%20of%20a%20nationwide,data%20representativeness%20at%20the%20national%20and%20regional%20levels.
https://publications.jrc.ec.europa.eu/repository/handle/JRC132458
https://publications.jrc.ec.europa.eu/repository/handle/JRC132458
https://bank.gov.ua/en/news/all/inflyatsiyniy-zvit-sichen-2025-roku
https://bank.gov.ua/admin_uploads/article/BOS_2024-Q4_eng.pdf?v=14
https://crisisresponse.iom.int/sites/g/files/tmzbdl1481/files/appeal/documents/Ukraine%20-%20Employment%2C%20Mobility%20and%20Labour%20Market%20Dynamics%20-%20Nov%202024.pdf
https://texty.org.ua/fragments/116003/chy-hochut-pidlitky-zalyshatysya-zhyty-v-ukrayini-i-yak-ocinyuyut-yiyi-majbutnye-doslidzhennya/
https://mriemotadiemorazom.org/ukrainian-youth-today
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11 National Academies of Sciences, Engineering, and Medicine 2023.  Bus Operator Workforce Management: Practitioner’s Guide Washington DC: The 
National Academies Press. 
12 Cedefop 2024. Drivers and vehicle operators: skills opportunities and challenges (2023 update)
13 ISCO 08 skill levels are defined by the International Labour Organization (ILO) as part of the International Standard Classification of Occupations 2008 
(ISCO 08). They provide a framework to classify occupations according to the skills required to perform the associated tasks and duties. Some medi-
um-level transport roles include bus drivers, truck drivers, tram and train operators, vehicle mechanics, bus and rail technicians, route planners, and 
warehouse supervisors.
14 International Transport Forum (ITF). 2023. Adapting (to) Automation: Transport Workforce in Transition | ITF. International Transport Forum Policy 
Papers, No. 122, OECD Publishing, Paris. 
15World Bank and IRU 2025. Road Transport Services Reform: Guiding Principles for Practitioners and Policy Makers.
16Ibid. World Bank and IRU 2025. 
17 Ukraine State Statistics Service. Labor force surveys 2019-2021. 
18State Employment Service (SES). Employer Survey, 2024.  The survey included 55 thousand employers, in which employers from the transport sector 
accounted for more than 4 thousand (about 8%). 

Drivers represent the largest group of workers in the targeted transport subsectors worldwide. Jobs in freight, pas-
senger, and urban transport generally fall into three broad occupational groups: vehicle drivers and operators; technical 
maintenance and repair staff; and management, back-office and dispatching personnel. Additional roles such as ware-
house workers, fare inspectors, and station staff further support the transport system’s operations. Globally, drivers are 
expected to make up the largest part of the workforce in passenger transport: for example, in the United States in 2019, 
drivers accounted for 63 percent of the public transit workforce11, while in the European Union, they made up 42 percent 
of all workers in the transport and storage sector in 202112.  

Most transport sector jobs require medium-level skills13 : about 70 percent of the global transport workforce is engaged 
in such tasks as driving vehicles, the maintenance and repair of electric and mechanical equipment, and transport servic-
es provision.14 These global patterns are likely mirrored in Ukraine although country-wide data on transport occupations 
and workforce size are not available.

Skills needs vary across and within transport subsectors, shaped by vehicle types, service models, regulations, and 
technological changes, all of which continually evolve. Nowadays, a professional road transport driver – which is con-
sidered a mid-skilled role - is expected to do far more than simply get a relevant license and operate a vehicle. The role 
has evolved into a multidimensional, skilled occupation that requires technical expertise, regulatory compliance, digital 
literacy, and real-time decision-making.15 In addition to holding the necessary licenses and certifications, drivers are often 
expected to understand legal and environmental requirements, operate digital tools, coordinate logistics, and interact with 
customers. Recognizing the complexity of this role is essential to understanding the skills drivers need, and to effectively 
addressing the ongoing driver shortages. 

While drivers and mechanics share a core technical foundation - both require a basic understanding of a vehicle sys-
tem - each role demands subsector-specific skills. For example, passenger transport requires strong communication and 
customer service abilities, while international freight drivers need knowledge of customs procedures, foreign road safety 
rules, digital tachograph operation, and foreign-language skills. They may also need certifications such as ADR (for trans-
porting hazardous goods) or ATP (for transporting perishable food).16  Meanwhile, rapid digitization and the growing shift 
toward vehicle electrification are transforming the skills required for maintenance and repair roles. Mechanics increasingly 
need expertise in diagnosing and servicing advanced electronic and battery systems, ensuring high-voltage safety, and 
working with digital diagnostic tools. These developments are elevating the technical complexity of maintenance work and 
increasing demand for continuous upskilling to keep pace with evolving transport technologies

In 2021, around 1.1 million persons were employed in transport, storage and postal and courier activities in Ukraine, of 
whom around a quarter were women. While the total number of employees in these sectors remained stable since 2018, 
their share of total national employment increased from 6.6 percent in 2018 to 7.2 percent in 2021. The proportion of 
women in the sector workforce also showed a slight rise, from 24.3 percent in 2018 to 24.6 percent in 2020.17 According to 
the 2024 employer survey undertaken by the State Employment Service (SES),18 85 percent of transport employees were be-
tween the ages of 25 and 60; 10 percent were over 60; and five percent under 25 years. Over five percent of employees were 
people with disabilities, about four percent were veterans, and under two percent were internally displaced persons (IDPs). A 
more detailed age breakdown was unavailable, limiting the ability to assess the extent of workforce ageing within the sec-
tor. However, stakeholder discussions consistently highlighted concerns about an ageing workforce and the limited interest 
among young people in pursuing careers in these critical fields.

1.2. Jobs and skills needs across transport subsectors

https://www.nationalacademies.org/publications/26842
https://www.cedefop.europa.eu/en/data-insights/drivers-and-vehicle-operators-skills-opportunities-and-challenges-2023-update
https://www.itf-oecd.org/adapting-automation-transport-workforce-transition
https://www.iru.org/resources/iru-library/road-transport-services-reform-guiding-principles-practitioners-and-policy-makers
https://www.iru.org/resources/iru-library/road-transport-services-reform-guiding-principles-practitioners-and-policy-makers
https://www.iru.org/resources/iru-library/road-transport-services-reform-guiding-principles-practitioners-and-policy-makers
https://www.iru.org/resources/iru-library/road-transport-services-reform-guiding-principles-practitioners-and-policy-makers
https://www.iru.org/resources/iru-library/road-transport-services-reform-guiding-principles-practitioners-and-policy-makers
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1.3. Skills gaps and mismatches in the transport sector 

Figure 1.1: Transport Jobs in Highest Demand

Drivers Vehicle mechanics/ 
maintenance staff

Which roles in transportation are most challenging to hire for and retain?

Source: Online Industry Survey. 37 responses from logistics and transport companies
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In Ukraine, one-third of transport sector employers reported difficulties in recruiting personnel in 2024, and this share 
appears to have risen in 2025. According to the 2024 employer survey by the State Employment Service (SES), one third 
of over 4,000 surveyed transport firms experienced recruitment problems. Preliminary findings from a similar survey - 
ongoing at the time of data collection in September 2025 - show that 45 percent of the 2,000 transport firms surveyed 
up to that point were experiencing recruitment problems, while expecting average staff growth of four percent19. Across 
the two SES surveys conducted in 2024 and 2025, some of the occupations most frequently reported to be in greatest 
demand include drivers, mechanics, and managers.  Interestingly, in 2025, ten percent of the transport firms surveyed 
by the SES expressed willingness to hire women for traditionally male-dominated positions, 15 percent were open to 
employing young people without work experience, and another 15 percent were ready to recruit individuals over 60 years 
old.

Shortages of drivers are a particular concern, along with gaps in vehicle maintenance staff and logistics personnel. 
Several studies, stakeholder discussions and media reports suggest that Ukraine’s transport sector is facing acute labor 
shortages. For example, up to 30 percent of the country’s approximately 130,000 trucks may be idle for lack of drivers.20  

In public transport, major municipal employers reportedly face significant staffing gaps—some amounting to 15 to 25 
percent of their workforce.21 Although figures vary and comprehensive research is limited, consistent accounts point to 
widespread difficulties in recruiting and retaining personnel across the sector. 

Interviews and the online industry survey conducted for this study confirm that transport sector employers face 
significant challenges in recruiting and retaining drivers, maintenance and logistics and supply chain staff. Of the 
37 employers who responded to the online survey, 34 reported difficulties in recruiting the drivers (figure 1.1). Vehicle 
maintenance and repair roles are also difficult to fill, compounded by an ageing workforce. While interviewed employers 
noted that logistics specialists are easier to recruit than drivers and mechanics, finding experienced candidates remains a 
challenge, especially those with necessary language skills and familiarity with digital logistics tools.

It must be highlighted that an acute shortage of drivers and maintenance staff is not unique to Ukraine. Although the country 
has been under heightened pressure due to recent circumstances, similar recruitment and skills challenges are reported 
across many countries globally (Box 1.1).

19State Employment Service (SES). Employer Surveys, 2024 and 2025. The Empoyer Survey 2024 accessed on SES website in October 2025. Some 
preliminary findings of the at that time ongoing 2025 survey were provided to the research team directly. 
20Deputy Minister of the Ministry of Development of Communities and Territories, Serhiy Derkach, quoted in Ukrinform.Net. 
21The National Public Broadcasting Company of Ukraine Suspilne. 

https://www.dcz.gov.ua/stat/statsurvey
https://www.ukrinform.net/rubric-economy/4015638-ukraines-freight-transportation-market-lacks-about-40000-drivers-derkach.html
https://suspilne.media/kyiv/781567-deficit-kadriv-ne-lise-v-metro-u-komunalnih-pidpriemstvah-kieva-e-ponad-65-tisac-vakansij/
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According to an analysis conducted in 2025, vacancies in the transport sector made up nine percent of all registered 
job openings in Ukraine, of which around half were for drivers. As of October 3, 2025, the Unified Vacancy Portal under 
the State Employment Service (SES) - which combined information from leading job search sites such as Work.ua (the data 
of which were also analyzed for this activity), robota.ua and others - registered 242,000 job openings, of which 21,000 were 
in the field of transport and logistics, including 11,000 for drivers. Other positions with relatively high numbers of vacancies 
included logisticians (1,000 vacancies), forklift drivers (1,000), electro-mechanics (500) and vehicle repair technicians (400). 
Most vacancies were in Kyiv (5,000), followed by Lviv and Dnipro (roughly 2,000). Clearly, some of these vacancies could 
potentially be filled by job seekers with relevant experience, given that among registered job seekers, over 5,000 people 
previously worked in the transport sector, including around 2,000 as drivers (Table 1.1).22

22 State Employment Service. Data for transport received October 2025. The exercise captured active job advertisements at a specific point in time,
rather than all postings over a certain period. Numbers are rounded. 

Box 1.1. International shortages of drivers and maintenance staff in the transport sector

Driver shortages are a persistent global challenge in the transportation sector. Millions of truck driving 
positions remain unfilled worldwide.a This is a long-standing issue, albeit worsened by the COVID-19 
pandemic, which prompted many drivers to retire early or change careers. In Europe, 82 percent of road 
passenger companies and 70 percent of trucking firms report severe recruitment difficulties. More than 
100,000 bus driver positions remain vacant—around 10 percent of the total—forcing operators to limit 
services or close routes.

The sector struggles to attract young and female drivers. Globally, drivers under 25 make up only 6.5 percent 
of the trucking workforce;b in Europe, fewer than three percent of bus drivers are under 25, despite youth 
unemployment of 14 percent. In Germany, only 2.6 percent of truck drivers are young, and retirements 
outpace new trainees by 2.5 to one. Women represent less than six percent of truck drivers globally and just 
16 percent of bus drivers in Europe, even though they account for 45 percent of the labor force.

The industry also faces a shortage of technicians and an urgent need to upskill existing staff in new 
technologies. In the U.S., over 250,000 new automotive technicians were needed in 2021, yet only 48,000 
people graduated with relevant qualifications, many choosing other sectors instead.c Across the EU, 16 of 21 
surveyed countries report shortages of vehicle mechanics. Beyond recruitment, employers must train existing 
staff to adapt to rapid technological changes, such as advanced electronic systems and electric vehicles.

a In a study of 36 countries representing 70% of global GDP, 3.6 million truck drivers’ positions were 
estimated to remain unfilled (International Road Transport Union, IRU, 2023).
b Weighted average of 35 countries.
c Data on shortages of technicians in the automotive industry are considered relevant for the transport 
sector, since both industries seek to recruit technicians with similar qualifications.

Sources:
•	 AutoMPS. Under the hood of a growing problem: Mechanic scarcity – AutoMPS (no date). Accessed October 2025.

•	 European Labour Authority. EURES-Report on labour shortages and surpluses 2024.

•	 IRU. 2023. Driver Shortage Report 2023 Passenger – Europe Executive Summary.

•	 IRU. 2024. Global Truck Driver Shortage Report 2024.

•	 IRU. 2024.  Women Driving Change .

•	 Kurshitashvili, N. et al. 2025. Addressing Barriers to Women’s Participation in Transport: Global, ECA, and MENA Perspectives.

•	 Meenz. Where have all the technicians gone. Accessed October 2025.

•	 The Adecco Group. 2022. 3 Takeaways from the ‘Future of Talent in the Logistics & Supply Chain Industry.

https://automps.eu/under-the-hood-of-a-growing-problem-mechanic-scarcity/
https://www.ela.europa.eu/sites/default/files/2025-06/EURES_Report_on_labour_shortages_and_surpluses_2024.pdf
https://www.iru.org/intelligence/road-transport-intelligence/driver-shortage-report-2023-passenger-europe-executive-summary
https://www.iru.org/intelligence/road-transport-intelligence/global-truck-driver-shortage-report-2024
https://www.iru.org/resources/iru-library/women-driving-change
https://documents.worldbank.org/en/publication/documents-reports/documentdetail/099010925132542721/p506086186091904719bd91942a8efc6448
https://meenz.co.uk/blog/where-have-all-the-technicians-gone-the-2025-skills-gap-shortage-occupations-and-employer-challenges/
https://www.adecco.com/en-us/employers/resources/article/future-of-talent-in-logistics-and-supply-chain-industry
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Table 1.1. Examples of Job openings and job seekers for critical jobs in the transport sector (October 2025)

Table 1.2. Examples of Job openings and job seekers for jobs in the construction sector (November 2025)

Position Job openings in key occupations Job seekers with relevant experience

Driver 11,000 2000

Logistician 1000 90

Forklift driver 1000 100

Electro-mechanic 500 100

Vehicle repair technician 400 200

Logistics manager 200 100

Position Job openings in key occupations Job seekers with relevant experience

Forklift driver 730 100

Excavator driver 500 40

Concrete worker 200 50

Bricklayer 200 120

Sources: Unified Vacancy Portal (October 2025); State Employment Service jobseeker data

Sources: Unified Vacancy Portal (November 2025); State Employment Service jobseeker data

The share of vacancies in the transport sector far exceeds that in the construction sector. The construction sector 
shares some similarities with the transport sector as it also employs a predominantly male workforce, and in 2021, 
accounted for 7.2 percent of total employment - similar to the transport sector. However, as of November 17, 2025, the 
Unified Vacancy Portal registered only about 6,000 vacancies in construction, representing around 2.5 percent of all 
vacancies and just 30 percent of the number of vacancies in the transport sector. This suggests that skills shortages 
are more significant in transport than in constructoin. It is also noteworthy that some notable trends in construction are 
also relevant to the transport sector (Table 1.2)23: for example, demand for forklift and excavator drivers is high, with the 
number of job openings in these roles far exceeding the number of job seekers. It is important to note that some of these 
occupations—such as forklift drivers—appear under both the transport and logistics sector and the construction sector 
because they are not sector-specific but rather cross-cutting roles used across multiple industries. This highlights that 
driving-related occupations, common to many industries, continue to be in high demand regardless of the sector.

23State Employment Service. Data for construction received November 2025. The exercise captured active job advertisements at a specific point in time, 
rather than all postings over a certain period. Numbers are rounded.
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1.4.	Future skill demand and supply: drivers and 
maintenance workers
Globally, the demand for and supply of labor and skills for the transport sector are shaped by two major trends: ageing 
workforces and technological developments. In addition, persistently low female representation, though less dynamic, 
continues to constrain the sector’s labor potential. Large numbers of workers are expected to retire, requiring a substantial 
inflow of new workers, even if the total number of jobs does not increase. At the same time, the adoption of new technologies 
is likely to result in higher demand for some jobs, while reducing it for others. Although it remains uncertain how these 
developments will influence the number of drivers and maintenance workers specifically, it is clear that the nature of most 
jobs will change.24 

High retirement rates among drivers will significantly increase global demand for new entrants, even if the total 
number of jobs remains stable. Truck drivers are relatively old. In countries that the International Road Transport Union 
(IRU) surveyed in 2024, nearly one in three truck drivers is 55 years of age or older. In Australia, Italy and Spain, the share of 
truck drivers over 55 years of age was as high as 45–50 percent. The IRU projects that, between 2025 and 2029, the share 
of truck drivers who will retire is 17 percent in Europe, 18 percent in China, and 21 percent in Australia.25 In the European 
Union, while the number of jobs for drivers is expected to fall slightly between 2022 and 2035 (by 140,000), an estimated 
5.2 million new drivers still needs to be recruited over the same period to replace those retiring and leaving the sector for 
other reasons.26  Similar challenges are expected in relation to bus and coach drivers. For example, the IRU expects that there 
could be more than 275,000 unfilled bus and coach driver positions by 2028 in Europe, unless recruitment and retention 
improves.27

Drivers and maintenance workers will need to adopt new technologies aimed at improving efficiency and 
competitiveness. Automation, including the potential use of self-driving vehicles, may alleviate some labor shortages by 
reducing the need for drivers. At the same time, it could create the demand for new roles, such as self-driving fleet operation 
technicians and software engineers for automated vehicles.28 It is of note though that some technological changes are long-
term, while Ukraine needs to address its driver shortages now. For example, although full truck automation could eventually 
reduce driver demand, its widespread deployment is unlikely in the near term given the current pace of technological 
progress and the country’s regulatory and infrastructure readiness. 

Nevertheless, while Ukraine is not yet ready for large-scale automation or semi-automation in the transport sector, 
ongoing innovation and digitalization efforts could lay a strong foundation for future adoption. Current and planned 
initiatives —such as the expansion of digital logistics platforms, investments in smart transport management and fleet 
tracking systems, the rollout of intelligent traffic management solutions, and improvements in broadband and data 
connectivity—are helping to modernize operations, increase efficiency, and enhance safety. Over time, these efforts can 
serve as important stepping stones, preparing the regulatory environment, workforce, and infrastructure for the gradual 
introduction of automation technologies in logistics and transport.

Existing occupations - when remained - will also evolve. Drivers will need broader capabilities, ranging from digital 
competence to customer services and operating recharging facilities.29 Maintenance workers will need to keep pace with 
technologies used in increasingly automated vehicles that run on alternative energy sources. Similarly, automation will shift 
skill requirements for roles such as dispatchers, travel agents, and ticket clerks.30 Workers with low to medium education 
levels may be especially vulnerable to displacement and will need targeted support to reskill.31 Meanwhile, technology can 
also help make transport jobs more attractive: automation can improve safety by reducing physical strain, injury risks, and 
repetitive tasks.32 It may also enable remote or flexible work in some roles.33

https://www.cedefop.europa.eu/en/data-insights/drivers-and-vehicle-operators-skills-opportunities-and-challenges-2023-update
https://www.iru.org/intelligence/road-transport-intelligence/global-truck-driver-shortage-report-2024
https://www.iru.org/intelligence/road-transport-intelligence/driver-shortage-report-2023-passenger-europe-executive-summary
https://www.itf-oecd.org/adapting-automation-transport-workforce-transition
https://www.sciencedirect.com/science/article/pii/S2950298524000072
https://www.itf-oecd.org/adapting-automation-transport-workforce-transition
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34World Economic Forum (WEF). 2025. The Future of Jobs Report 2025

In Ukraine, by 2035 the number of jobs in road and public urban transport is projected to increase substantially, by 
at least 30 percent. The future demand for drivers and maintenance workers across Ukraine’s transport subsectors will 
be shaped by several factors, with the evolving security situation and expected reconstruction efforts playing a central 
role. Although forecasting is particularly challenging given Ukraine’s current situation, estimates of the transport sector’s 
employment elasticity of GDP growth undertaken for this study suggest that the transport workforce for the selected 
subsectors, starting from around 400,000 in 2023, could reach nearly 594,000 by 2035 under a baseline scenario of 
moderate GDP growth. Under alternative scenarios with lower and higher GDP growth, the projected road transport workforce 
varies between 519,000 and 660,000 by 2035, implying an increase between 30–65 percent compared to 2023. Even a 
conservative estimate, assuming a cautious growth scenario and modest retirement rates, suggests a recruitment need of 
at least 100,000 workers in the coming years. Assuming that half of the transport sector workers are vehicle operators, this 
implies a need to recruit at least 50,000 new drivers. These scenarios do not account for major shocks such as automation 
or infrastructure disruptions (See Annex B for more information about the applied methodology).

It is difficult to predict whether the supply of drivers and maintenance workers in the transport sector will increase or 
decline. Labor supply in the sector will be influenced by multiple factors, and their combined impact remains uncertain. 
Some developments are likely to increase overall labor supply, such as demobilization, the return of refugees and IDPs, 
and an overall ‘normalization’ of working conditions that will draw people back into the labor market. It is also possible that 
demobilized persons will have gained experience of particular relevance for drivers and technicians, thereby increasing the 
pool of workers for those occupations. However, other trends are creating downward pressure on labor supply, notably an 
ageing population that is expected to further contract the workforce.  

As Ukraine advances on its path to EU integration, transport markets could reshape domestic labor supply and demand 
for transport jobs in multiple ways. Increased competition from EU-based trucking companies may put pressure on domestic 
wages and reduce some local employment opportunities, while at the same time expanding prospects for Ukrainians to work 
in EU countries. Cross-border labor mobility could help fill driver shortages abroad, potentially easing domestic unemployment 
pressures but also risking skill gaps at home. At the same time, reconstruction may further drive demand for transport 
workers, particularly in logistics and infrastructure, though the scale and timing remain uncertain. At the same time, the 
transport sector may need to face increasing competition for workers from other sectors when economic activities resume, 
and reconstruction boosts labor demand. Overall, these dynamics suggest both risks and opportunities, with outcomes 
dependent on policy choices, market conditions, technology and reconstruction progress.

Beyond quantitative changes in labor demand, substantial changes are also expected in the skills requirements for 
drivers and maintenance workers in the transport sector. As in other countries, technological development—and the 
extent to which the various transport subsectors absorb and respond to it—will be a crucial determinant of changes in skills 
requirements. Workers in maintenance and repair in all targeted subsectors will need to be skilled in advanced vehicle 
systems and alternative fuels.34 Drivers will need to be able to work with digital systems and, increasingly, semi-automated 
vehicles. In freight transport, dispatchers and other logistics staff will face evolving opportunities for digital fleet management 
and cargo tracking. In passenger transport, transitioning to electrified buses, trolleybuses and other vehicles will place new 
demands on the skills and qualifications of maintenance staff. ITS deployment will require enhanced digital skills of planners 
and dispatchers. 
 
Overall, Ukraine’s transport sector is very likely to face rising demand for drivers and maintenance workers and rapidly 
evolving skills requirements, whereas the evolution of the labor supply is uncertain. Persistent labor shortages may be 
expected, with technology offering partial relief but also resulting in changing skills needs. This highlights the urgent need to 
attract and retain workers in key roles and to align training and education systems with future skill demands to ensure the 
sector can adapt and thrive. 

https://www.weforum.org/publications/the-future-of-jobs-report-2025/
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This chapter examines skills supply for critical jobs in the road transport sector, focusing on the country’s skills development 
system. It outlines education and training, including vocational education and training (VET) pathways, professional pre-higher 
education (PPHE), and higher education (HE), noting recent reforms, enrollment trends, and gaps in quality and relevance. 
The chapter details educational and other criteria for critical occupations in the transport sector, and evaluates how well 
current training meets labor market needs. 

Post-basic formal education in Ukraine includes VET, PPHE and Higher Education. After completing basic education 
in grade 9, students can follow a fully academic track or opt for VET or PPHE tracks that blend academic and vocational 
learning. Completion of all three tracks allows graduates to enter higher education, albeit at different levels (figure 2.1).

2.1. An overview of Ukraine’s skills development system
System structure

Figure 2.1. Overview of Ukraine’s formal education system

Source: Ministry of Education and Science of Ukraine, “Education System in Ukraine”. 
https://emergency.mon.gov.ua/educationalsystem/#tab-2. Figure redesigned for clarity.

https://emergency.mon.gov.ua/educationalsystem/#tab-2. Figure redesigned for clarity.
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Students who enroll in VET after the 9th grade combine training in two or three occupations with an upper-secondary 
academic curriculum. Completion results in an upper-secondary education qualification and vocational certificates. 
Graduates can then enter the labor market or progress to higher education. Students who have already completed 
the academic upper-secondary track (grade 11) can also enroll in VET and then focus solely on obtaining vocational 
certificates, generally within 1–1.5 years.

Many young people consider VET as a second choice compared to university. In a 2024 youth survey, 55 percent 
of respondents ages of 13–15 agreed with the statement that “VET schools provide more in-demand skills for the 
reconstruction of Ukraine than higher education facilities.” However, a majority of respondents also believed that VET 
graduates are less attractive to employees, earn less than university graduates; and that VET schools are for those who 
cannot afford or are not accepted in higher education. When asked about their desired profession or field of work, only 
three percent of respondents mentioned ‘working with machines’.35

A new Law on Vocational Education, adopted in August 2025, aims to reform VET governance and structure, and 
better align training with labor market needs and the European VET framework. It introduces flexible, standardized 
programs preparing graduates for multiple qualifications, performance indicators for directors, external assessments, and 
stronger employer oversight.  These changes are expected to modernize management, improve training, and strengthen 
workforce readiness.36  See Box 2.1. for more information about the law.

PPHE prepares graduates to perform specialized tasks and limited management functions. Like VET, students can 
enroll after lower secondary (three to four years including upper-secondary academics) or after grade 11 (two to three 
years). Compared to VET, PPHE emphasizes more complex tasks and functions. Upon completion, PPHE graduates obtain 
a professional junior bachelor’s degree, which counts toward obtaining a full bachelor’s degree.37,38 In recent years, the 
number of PPHE institutions has increased, while the number of VET institutions declined, partly because VET institutions 
changed into PPHE providers offering professional junior bachelor’s programs.39

Box 2.1. A Law on Vocational Education

In August 2025, Ukraine adopted a new Law on Vocational Education, introducing a comprehensive reform 
of the country’s VET system. The law aims to modernize governance, strengthen alignment with labor 
market needs, and bring vocational training closer to European standards. One key feature is the flexibility of 
educational programs, which now allow students to acquire multiple professional qualifications, reflecting a 
strategic shift toward broader, competence-based training.

The law also emphasizes quality and accountability through external graduate assessments and the 
introduction of key performance indicators for college directors. Stronger employer involvement is 
institutionalized via supervisory boards and regional councils, ensuring that training programs respond to 
actual labor market demands. Colleges gain greater autonomy, including financial independence, the ability 
to implement dual education models, and the capacity to innovate in program design.

Additionally, the law supports lifelong learning and adult retraining, providing opportunities for workers 
to upskill in line with evolving industry needs. By fostering collaboration between education providers, 
employers, and local authorities, the reform aims to create a more adaptable, efficient, and future-ready VET 
system. These changes are expected to enhance the relevance of vocational education, improve graduate 
employability, and strengthen Ukraine’s workforce competitiveness in both domestic and international labor 
markets.

Source:  Закон України «Про професійну освіту» — Rada.gov.ua

Source: State Statistics Service of Ukraine.

https://mriemotadiemorazom.org/ukrainian-youth-today
https://mon.gov.ua/news/verkhovna-rada-ukrainy-ukhvalyla-v-druhomu-chytanni-zakon-ukrainy-pro-profesiinu-osvitu
https://emergency.mon.gov.ua/educationalsystem/#tab-2
https://eurydice.eacea.ec.europa.eu/eurypedia/ukraine/national-qualifications-framework
https://stat.gov.ua/uk/publications/merezha-ta-diyalnist-zakladiv-osvity
https://www.rada.gov.ua/
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University graduates significantly outnumber graduates from VET or PPHE institutions. Over the past five years, 
288,000 students graduated from universities each year, on average, compared to 185,000 from VET and PPHE 
combined.43 The number of PPHE graduates has been steadily increasing in recent years, from 47,000 in 2020/21 to over 
80,000 in 2023/24 and 2024/25, while the number of graduates from VET institutions remained fairly stable at around 
111,000 (figure 2.2).44 

While there is near gender parity among higher education graduates, only one in three VET graduates was female 
in 2024. In universities, women made up nearly half of graduates in 2024. Women accounted for 46 percent of PPHE 
graduates, but only 34 percent of VET graduates in the same year.45

Despite notable resilience of the post-basic education and training system, persistent shortcomings cause an 
imbalance between the skills demanded and those available. Despite disruptions and damaged facilities, 85 percent 
of VET facilities were reported to have resumed teaching by September 2024, including through remote and blended 
formats.46 The country has also made progress in incorporating foundational competencies as well as digital and green 
skills in VET curricula.47 In higher education, there are some strong universities with close industry linkages48. Still, overall 

System performance

Figure 2.2. Number of graduates from VET, PPHE and HE institutions (x 1,000) 2020/21–2024/25

2020/21

Tertiary education institutions

Professional pre-tertiary education institutions

Professional (vocational and technical) institutions

2020/22 2020/23 2020/24 2020/25
0

100

200

300

400

Source: State Statistics Service of Ukraine.

Higher education ranges from bachelor’s to doctoral degrees. Higher education follows the Bologna process, offering 
bachelor’s, master’s, and doctoral degrees.40 As of 2024, Ukraine operated 314 higher education institutions (HEI), 
including universities, academies, institutes, and colleges.41

Drivers’ licenses can be obtained as part of a formal VET education, and through driving schools. Driving schools may 
or may not be accredited as VET institutions. All institutions preparing individuals for obtaining driving permits have to 
follow a national standardized process, including theoretical and practical training and exams. Learners take their theory 
exam at a Service Center of the Ministry of Internal Affairs (MIA), which oversees the issuing of drivers’ licenses and 
also sets licensing standards and accredits driving schools. Candidates who passed the theoretical exam then undergo 
practical training and need to pass both an internally administered practical test and the final practical exam (again, at the 
MIA Service Center). The procedure is standardized across all permit categories, with differences only in the length and 
content of training depending on the vehicle type.42

https://www.ukrstat.gov.ua/
https://hsc.gov.ua/index/poslugi/vidacha-posvidchennya-vodiya/vidacha-posvidchennya-vodiya-na-pravo-keruvannya-transportnimi-zasobami/
https://www.etf.europa.eu/en/document-attachments/key-policy-developments-education-training-and-employment-ukraine-2024
https://www.etf.europa.eu/sites/default/files/2025-02/UKR%202024%20TRP_L1_Monitoring_report_EN%20%281%29.pdf
https://openknowledge.worldbank.org/server/api/core/bitstreams/55f9390c-9c8b-555e-9a2f-d200039eec2a/content
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In addition to occupational standards, the MoES has started developing competence-based educational standards, 
which are guided by occupational standards to the extent that these exist and are up to date. In collaboration with 
industry, MoES currently develops roughly 20–30 of these standards per year for VET.52 This is a promising yet slow start, 
given the large number of standards that need to be developed (and subsequently regularly updated). There are also 
educational standards for PPHE. 

In VET and PPHE, even where new standards exist, the quality of education is weakened by a shortage of equipment, 
work-based learning opportunities, and teacher capacity.53,54 Insufficient internship placements make it particularly 
difficult for students to acquire the necessary practical skills. Elements of dual education programs that combine extensive 
practical enterprise experience with in-school training are gradually introduced in increasing numbers of VET institutions 
since 2019. Still, barriers remain to increase the number of placements and improve the quality of dual education. On the 
side of employers, the issue of tax benefits and preparation of in-company mentors remains to be resolved; and small and 
medium-sized companies require support to make up for the lacking financial and human resources that are needed to 
offer quality placements. VET providers need to further strengthen their capacity to organize and align training programs 
when learners spend large amounts of their time at different companies.55 Moreover, since 2022 many existing internship 
arrangements have been disrupted as businesses in hard hit regions closed or downsized. Schools themselves, especially 
outside major cities, often lack the resources or equipment needed to teach modern hands-on skills.56

VET instructors may also be underprepared to teach modern and practical skills. There are no clear regulations on the 
qualifications of vocational teachers.57 Instructors tend to lack professional development opportunities58 such as through 
industry placements: as emerged in the interviews with training institutions conducted for this study. Meanwhile, various 
initiatives have started addressing key constraints, such as through teacher upskilling and modernizing equipment, albeit 
not yet on the necessary scale.59,60

Also in higher education, limitations in the alignment of program content with industry needs, together with little 
focus on applied experience, undermine graduates’ work-readiness. Although some are strong and collaborate 
closely with industry, universities and colleges have been slow to update their curricula, so that teaching is often based 
on outdated content that is not aligned with new trends, research or technology.61 In addition, slow modernization of 
pedagogy and governance, as well as weak links with industry, are reported to limit the demand-responsiveness of higher 
education.62

post-basic education performance is undermined by weaknesses that limit the demand-responsiveness and quality of 
provision, resulting in graduates with skills that are misaligned with those that employers seek. These weaknesses include 
limited industry links and outdated program content; insufficient opportunities for students to practical skills, especially in 
VET; and pressure on quality in universities due to a combination of massification of higher education, inefficiencies and 
other governance issues.49,50,51

Education providers frequently teach to standards that are not aligned with modern industries’ needs. Occupational 
standards are captured in the ‘Handbook of Occupational Qualification Characteristics, which links each occupation 
to job descriptions, tasks, required skills and knowledge, qualification criteria (education, training, experience), as 
well as pathways to greater responsibility and career advancement. The Ministry of Economy periodically updates 
these standards, but gaps remain. For example, for some new occupations, such as technician-mechanics requiring 
mechatronics skills, task profiles and qualification requirements have not yet been approved. In other cases, profiles exist 
but have not been revised for decades.

https://www.etf.europa.eu/en/publications-and-resources/publications/trp-assessment-reports/ukraine-2023
https://www.etf.europa.eu/sites/default/files/2024-12/Country%20Fiche_Ukraine_2024_EN_web_0.pdf
https://www.etf.europa.eu/en/publications-and-resources/publications/trp-assessment-reports/ukraine-2023
https://www.etf.europa.eu/sites/default/files/2020-10/wbl_factsheet_ukraine_2020.pdf
https://mon.gov.ua/en/news/eu-programme-eu4skills-supports-ukraine-in-reforming-system-of-vocational-education-and-training
https://www.etf.europa.eu/sites/default/files/2024-12/Country%20Fiche_Ukraine_2024_EN_web_0.pdf
https://mon.gov.ua/en/news/eu-programme-eu4skills-supports-ukraine-in-reforming-system-of-vocational-education-and-training
https://openknowledge.worldbank.org/entities/publication/ff363f8d-6f97-5f77-b9ee-8af3b98ee5c8/full
https://www.semanticscholar.org/paper/Integration-of-Ukrainian-Institutions-of-Higher-the-Kuchynska-Kichuk/00012cd0481a2ec2d3212a270ad2d552eafa0ca5
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Some permits for truck, bus and trolley drivers require prior driving experience, and all permits have minimum age 
requirements. Drivers of trucks, buses, trams and trolley buses require driving licenses of the appropriate category 
(Box 2.2), which can be obtained either at driving schools or as part of certain VET programs. Some permits have age 
requirements; for example, bus drivers must be at least 21. Beyond legal requirements, employers regularly require 
several years of accident-free driving, strong communication skills, diligence—and the absence of bad habits, primarily 
implying sobriety and reliability (Table 2.2).63 For context, it is worth bearing in mind that following the provisional 
agreement reached between the European Parliament and the Council on the European Commission’s initiative to 
modernise EU driving licence rules within the EU, from March 2025, to mitigate the shortage of drivers, EU member states 
may lower the minimum age of the truck drivers from 21 to 18 and from 24 to 21 for bus drivers, and may also allow 17 
year old drivers to drive certain trucks or vans within their territory if accompanied by an experienced driver.64 Importantly, 
the EU has set a probationary period of at least two years for novice drivers, during which they will be subject to stricter 
rules and sanctions in the whole EU.65  

Drivers who transport passengers or freight to the EU must obtain additional certifications. Since 2020, such drivers 
need to have a Certificate of Professional Competence/Code 95 card that confirms their professional competence. To obtain 
the card, a driver must complete theoretical and practical training at an accredited center, of which there are 24 across 
the country. The training usually lasts one week for experienced drivers and four to eight weeks for drivers who obtained 
their driver's license after 2021. Most of the training takes place online. The certification is valid for five years. Drivers who 
transport dangerous goods by road must have an ADR license66 and relevant vehicle-specific and company-mandated 
certificated training (such as on eco-driving and defensive driving), and carry required items such as digital tachograph cards, 
load securing equipment and basic first aid kits (table 2.2). 

Box 2.2. Different categories of drivers’ permits

C1	 Motor vehicles designed to carry goods up to 3.5–7.5 tons
C	 Motor vehicles designed to carry goods over 7.5 tons
C1E	 C1-vehicle with trailer
D1	 Vehicles for up to 16 passengers
D	 Vehicles for more than 16 passengers
D1E	 D1-vehicle with trailer.
T	 Trams and trolleybuses (urban electric transport).

Source: Ministry of Internal Affairs (MIA). Issuance of a driver's license for the right to drive vehicles. https://hsc.gov.ua/index/poslugi/

vidacha-posvidchennya-vodiya/vidacha-posvidchennya-vodiya-na-pravo-keruvannya-transportnimi-zasobami/

Heavy vehicle operators must have completed upper-secondary education (grade 12) and hold the relevant driving 
permits in Ukraine. An in-depth review of the legislation in all EU Member States was beyond the scope of this study, 
but an initial review did not find minimum general eductaion requirements for drivers in any of the EU’s member state: 
EU directives and regulations do not require a uniform upper-secondary school diploma as a prerequisite for obtaining 
truck and bus driver licenses. However, individual Member States may impose such a requirement through their national 
legislation. The requirement for truck and bus drivers in Ukraine to hold an upper-secondary diploma may be an additional 
barrier, further limiting the already slow inflow of younger workers into the profession. 

2.2. Educational and other requirements for critical occupations
in transport

https://transport.ec.europa.eu/news-events/news/commission-welcomes-provisional-agreement-modernised-driving-licences-rules-2025-03-25_en?utm_source=chatgpt.com
https://www.europarl.europa.eu/news/en/press-room/20250324IPR27462/road-safety-deal-for-modern-eu-driving-licence-rules?utm_source=chatgpt.com
https://hsc.gov.ua/index/poslugi/vidacha-posvidchennya-vodiya/vidacha-posvidchennya-vodiya-na-pravo-keruvannya-transportnimi-zasobami/
https://hsc.gov.ua/index/poslugi/vidacha-posvidchennya-vodiya/vidacha-posvidchennya-vodiya-na-pravo-keruvannya-transportnimi-zasobami/


24

Back to content

67Authors’ analysis of Work.ua data (Annex C).

Chapter 2: Education and training for critical occupations in the transport sector

For vehicle maintenance and repair staff, educational and other requirements depend on jobs and job levels. 
Persons can be hired for entry-level positions as vehicle repair technicians and auto electricians with an upper-secondary 
education diploma without VET certificates, while higher level positions would require VET certificates and work 
experience. More specialized roles such as vehicle maintenance mechanics require PPHE or HE degrees, while vehicle 
diagnostics engineers and mechatronics technicians require at least a bachelor’s degree. Beyond legal requirements, 
job advertisements also regularly require behavioral skills from maintenance staff, such as diligence, and strong 
communication skills (see table 2.3).67

Table 2.2. Classifier titles and occupational requirements for key driver license holders and driving
 instructors in Ukraine

Sources: Classifier of Professions; Handbook of Occupational Qualification Characteristics; work.ua data; consultations.

Job Title Formal education Driving permit Legal 
requirements

Other common 
industry criteria

Truck Driver Completed upper-sec-
ondary education 
(general or VET track)

Category C Minimum age 18 Several years of acci-
dent-free driving;

Communication skills; 

Diligence;

No bad habits;

Clean criminal record 

Bus Driver Completed upper-sec-
ondary education 
(general or VET track)

Category D Minimum age: 21

3 years of driving ex-
perience with permit 
B or C 

Drivers of buses or 
trucks with trailers

Completed upper-sec-
ondary education 
(general or VET track)

Categories C1E, D1E, 
CE, DE

Minimum age: 
 19 years (C1E)
 21 years (D1E)

1 year driving experi-
ence for C1E, DE

3 years driving experi-
ence for D1E

Tram and trolley
bus driver

Completed upper-sec-
ondary education 
(general or VET track

Category T Minimum age: 21

Driving permit (any)

Driving Instructor VET Depends on grade, 3 
years minimum

5 years of driving 
experience

Diligence
Communication skills
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Table 2.3. Classifier titles and occupational requirements for maintenance staff

Sources: Classifier of Professions; Handbook of Occupational Qualification Characteristics; work.ua data.

*Educational standards at VET-level were developed for this profession in 2022: “Master in diagnostics and troubleshooting of electronic equipment and motor 

vehicles (7241)”. Achievement of these standards is expected to prepare graduates to work as electronic diagnostics specialists at grade level 5. 

Job Title68 Official title Minimum formal 
education 

Experience 
(legally required)

Other common 
industry 
requirements

Vehicle Repair
 Technician 

Wheeled Vehicle Re-
pair Fitter 
(ISCO69  7231) 

Depends on job 
grade: from upper 
general secondary 
(entry level) to VET for 
higher job grades

Depends on grade. No 
experience required at 
entry level. 

Diligence;
Communication skills;
No bad habits. 

Auto Electrician Electrician-Fitter for 
Repair of Electrical 
Equipment (ISCO 
7241), specialization: 
Wheeled Vehicle 
Electrical Equipment 
Repair Fitter-Electri-
cian 

Depends on job 
grade: from upper 
general secondary 
(entry level) to VET for 
higher job grades

Depends on grade. No 
experience required at 
entry level. 

Vehicle Condition 
Inspector 

Technical Condition 
Controller for Wheeled 
Vehicles (ISCO 8321) 

VET or PPHE 3 years 

Electromechanic 
(Vehicles) 

Electromechanic 
(ISCO 3113), speciali-
zation: Wheeled Vehi-
cle Electromechanic 

PPHE or HE 
(professional junior 
bachelor’s or
 bachelor’s)

Depends on grade. No 
experience required at 
entry level.

Vehicle Maintenance 
Mechanic

Mechanic (ISCO 
3115), specialization: 
Wheeled Vehicle 
Maintenance Me-
chanic

PPHE or HE 
professional junior 
bachelor’s or bache-
lor’s)

Depends on grade. 
Minimum 1 year for 
bachelor’s and profes-
sional junior bache-
lor’s; not required for 
masters

Electronic Diagnos-
tics Specialist

Not included in Classi-
fier of Professions*

n/a n/a

Vehicle Diagnostics 
Engineer

Engineer for Opera-
tion of Machine and 
Tractor Fleet (ISCO 
2145.2), speciali-
zation: Automotive 
Transport Fleet Opera-
tion Engineer

HE 
(bachelor’s)

Depends on grade. No 
experience required at 
entry level

Mechatronics Tech-
nician (Vehicles) 

Mechatronics Techni-
cian (ISCO 2149.2), 
specialization: Techni-
cal Maintenance and 
Repair of Wheeled 
Vehicles 

HE
(bachelor’s)

Depends on grade. No 
experience required at 
entry level
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70 Authors’ analysis of Work.ua data (Annex C).
71Database provided by MDCT based on official data request to MoES (2024).

Table 2.4. Classifier titles and occupational requirements for priority logistics and management staff

Sources: Classifier of Professions; Handbook of Occupational Qualification Characteristics; work.ua data.

Job Title Official title Formal education Experience Other common
 industry 
requirements

Logistician 
(Dispatcher) 

Road Transport Dis-
patcher (ISCO 3119) 

PPHE 
(professional junior 
bachelor’s) 

Not required at
 entry level  

Foreign language 
skills;
Communication skills

Manager of Freight 
Forwarding  

Head of Department 
(Transport) (ISCO 
1226.2), specializa-
tion: Head of Trans-
port Forwarding Oper-
ations Department 

HE 
(bachelor’s) 

2 years  

Logistics Specialist Transport Manager 
(ISCO 1443), spe-
cialization: Road 
Transport Operations 
Manager 

HE
(bachelor’s) 

5 years 

Priority occupations in logistics and management are more likely to require higher education, work experience and 
foreign language skills. For example, logistics specialists and freight forwarding managers require a relevant bachelor’s 
degree for entry-level positions, plus two or five years of work experience, respectively (see table 2.4). An analysis of over 
240,000 vacancies for critical transport sector jobs posted on the Work.ua online job portal in the period 2020-2025, 
undertaken by this study, found that advertisements for dispatchers, logistics specialists and freight forwarding managers 
also frequently listed soft skills and language requirements: of all job advertisements for dispatchers, 31 percent required 
foreign language skills and 28 percent listed communication skills. For freight forwarding managers and logistics specialists, 
these proportions are slightly lower, but still notable: 24 percent of advertisements required foreign language skills, and 13 
percent communication skills.70

Student numbers in transport-related education programs indicate the potential pipeline of workers for the sector. 
The number of students enrolled in post-basic education programs specializing in the transport sector was estimated to 
be around 107,000 in 2024. The majority were in vocational education and training (VET) institutions, with over 57,000 
students, followed by around 30,000 in professional pre-higher education (PPHE) institutions, and roughly 20,000 at 
universities. Some of the largest providers include the Kharkiv Vocational College and Cherkasy Vocational Road Lyceum 
at the VET level; Rivne and Kyiv Transport Colleges at the PPHE level; and the National Transport University in Kyiv and Lviv 
Polytechnic among universities.71

A majority of VET providers in Ukraine offer training in transport-related specialties. As of 2024, 415 out of 653 VET 
institutions (64 percent) provided such programs (Box 2.3). However, available data do not allow for a clear mapping 
between program enrollment and the specific priority occupations identified in this study, thus limiting the precision of 
labor supply estimates. Lastly, it is important to note that not all students in these programs, or those obtaining driving 
permits, will enter the transport sector. Some may not complete their studies, others may continue into higher education, 
switch to different sectors such as manufacturing or agriculture, seek work abroad, or remain out of the labor market 
altogether.

2.3. Education and Training for Critical Occupations: 
Providers and Students
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Providers and Students
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Box 2.3. Transport-related VET programs

Box 2.4. Transport-related programs provided at pre-higher education institutions

•	 Automobile mechanic
•	 Body repairman
•	 Driver of motor vehicles
•	 Driver of motorcycles
•	 Electric gas welder
•	 Electric welder on automatic and semi-automatic 

machines
•	 Electrical installer
•	 Electrician for repair and maintenance of electrical 

equipment
•	 Electrician of contact network
•	 Electrician-mechanic for repair of electrical 

equipment
•	 Electromechanic (mechanic) on duty and for 

equipment repair
•	 Excavator operator (single-bucket)
•	 Forklift driver
•	 Fuel station operator.

•	 Automobiles and Automotive Management
•	 •Automobile Transport
•	 Maintenance and Repair of Automobiles and Engines
•	 Organization of Road Freight Transport
•	 International Road Transport Management
•	 Automobile Transport Organization and Management
•	 Transport Organization and Management 
•	 Organization and Regulation of Road Traffic
•	 Repair of Automotive Electrical Equipment and 

Computer Diagnostics
•	 Accident Investigation and Expertise
•	 Technical Maintenance of Fuel and Lubricant 

•	 Gas welder
•	 Maintenance mechanic
•	 Manual electric welder
•	 Master of diagnostics and adjustment of automotive 

electronic equipment
•	 Mechanic-assembler
•	 Mechanic for assembling metal structures
•	 Mechanic for repair of road construction machines 

and tractors
•	 Mechanic for repair of rolling stock
•	 Mechanic for repair of track machines and 

mechanisms
•	 Mechanic for repair of wheeled vehicles
•	 Tire fitter
•	 Toolmaker
•	 Trolleybus driver
•	 Turner (lathe operator)

The following programs are provided in pre-higher education institution as part of the specialties ‘Automobile 
Transport’ and ‘Transport Technologies’:

Source: Database provided by MDCT based on official data request to MoES (2024).

Source: Database provided by the MDCT based on official data request to MoES (2024).

Interview findings indicate that, unlike universities, VET institutions have not experienced a significant decline in 
enrollment since 2022. However, persistent deterrents remain: the direct and indirect costs of training and licensing, 
limited modern equipment and facilities in many regions, and perceptions that university degrees offer better long-term 
prospects.

There are 89 PPHE institutions that offer transport-related specialties, including programs that prepare graduates 
for critical jobs in vehicle repair and maintenance, and logistics. Out of a total of 320 PPHE institutions in 2024/2572, 
89 offered programs in ‘Automobile Transport’ and ‘Transport Technologies’ specialties at the professional junior bachelor 
and bachelor's level. Various of these programs would prepare graduates for jobs in vehicle maintenance and repair, as 
well as management and logistics (Box 2.4).73 

72 State Statistics Service of Ukraine. Network and activities of educational institutions. Accessed October 2025.
73 Database provided by MDCT based on official data request to MoES (2024).

Storage, Transportation, and Refueling Equipment
•	 Technical Maintenance of Mechanization and 

Automation Equipment of Motor Enterprises and 
Airports

•	 Technical Maintenance and Repair of Automobile 
Transport

•	 Transport Technologies
•	 Automobile Transport Technologies and 

Management.

https://stat.gov.ua/uk/datasets/merezha-ta-diyalnist-zakladiv-osvity
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74 Data received from the Main Service Center of the Ministry of Internal Affairs, October 2025. The requested dataset was not sex-disaggregated, which 
prevented the team from identifying the share of license holders by sex in total and by different license categories. 
75 Ministry for Development of Communities and Territories (MDCT). 2024.“Eurointegration in the transport sector: all drivers performing international 
transportation will be certified according to European standards from August 2025”.  Accessed November 2025.
76State Statistics Service of Ukraine. Higher and professional pre-higher education in Ukraine  Accessed September 2025.
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Box 2.5. Transport-related programs at universities

•	 Automobile Transport and Automotive Management
•	 Transport Technologies and Management in Road 

Transport
•	 Intelligent Traffic Management Systems
•	 Customs Operations in the Transport Sector
•	 International Transport Management
•	 Urban Transport Logistics
•	 Road Freight Transport and Logistics Systems 
•	 Smart Transport and Urban Logistics
•	 Crisis and Risk Management in Transport Services
•	 Organization and Regulation of Road Traffic
•	 Transport Organization and Management
•	 Smart Urban Transport and Logistics
•	 Transport and Logistics Management

The following specialties are classified as ‘Automobile Transport’ or ‘Transport Technologies’: 

Source: Database provided by MDCT based on official data request to MoES (2024).

Universities offer transport-related programs at the bachelor’s and master’s levels that prepare graduates for higher-
level jobs in logistics and management. In 2024, there were 47 universities that offered programs in the ‘Automobile 
Transport’ and ‘Transport Technologies’ specialties at bachelor’s and master’s levels (Box 2.5). As mentioned above, 
around 20,000 students were enrolled in transport-related university programs in 2024, representing 6.3 percent of 
university students overall. Of these, roughly a quarter were master’s students (the remainder at bachelor’s level). 
These programs prepare graduates for higher-level roles in logistics and management, with many focusing on transport 
management and logistics, including urban transport, road freight, and international transportation. Additionally, several 
programs emphasize automobile and transport system technologies.

A total of 436,383 driving permits for trucks, buses or trams/trolleys were issued between 2020 and 2023. As of 
2024, there were more than 150 MIA Service Centers that conducted exams and issued permits. The MIA also runs 
specialized schools in several regions to provide adapted training for veterans and persons with disabilities, including 
cars modified with assistive or hand controls. The vast majority of these permits issued for trucks, buses and trams/
trolleys were for truck drivers (about 82 percent), with the remainder for bus drivers (about 18 percent) and tram/trolley 
drivers (below one percent)74. It is unclear how many were re-issued upon expiry of previous permits, and which share of 
individuals received their training in VET institutions or independent driving schools. The number of Code 95 cardholders 
in Ukraine has increased substantially: by October 2025, there were 52,800 drivers with Code 95 cards registered online, 
up from 13,000 a year earlier.75

Lastly, women are significantly underrepresented in education and training programs that prepare learners for critical 
jobs in the transport sector. The share of female students in fields directly linked to driving and vehicle maintenance—
such as ‘operation and repair of motor vehicles’ or ‘electromechanics’ is low. In the academic year 2024/25, the share 
of female students in transport specialties was less than 10 percent in PPHE and 18 percent in HE institutions.76Some 
representatives of the VET providers consulted for this study noted that in recent years more women have been entering 
vehicle maintenance programs, but their participation still remains below 10 percent. One of the VET institutions reported 
that fewer than six percent of students (20 out of 344) enrolled in its truck driver training program between 2022 and 
2025 were women.

•	 Transport Management and Logistics in Auto 
Service Systems

•	 Transport and Logistics Systems for Road Transport
•	 Smart Transport and City Logistics
•	 Organization of Road Traffic Safety
•	 Transport Systems and Logistics
•	 Automobile Transport Engineering
•	 Urban Transport Technologies 
•	 Transport Technologies
•	 Technical Operation and Servicing of Automobiles
•	 Strategic Logistics in Road Transport.

https://mindev.gov.ua/news/35961-jevrointegraciia-u-sferi-transportu-vsi-vodiyi-iaki-vikonuiut-miznarodni-perevezennia-budut-sertifikovani-za-jevropeiskimi-standartami-z-serpnia-2025-roku
https://mindev.gov.ua/news/35961-jevrointegraciia-u-sferi-transportu-vsi-vodiyi-iaki-vikonuiut-miznarodni-perevezennia-budut-sertifikovani-za-jevropeiskimi-standartami-z-serpnia-2025-roku
https://www.ukrstat.gov.ua/
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77N. Reznik & Shakal, D. (2022). Requirements of Ukrainian employers to the professional and personal competences of logistics managers 
78 https://unn.ua/en/news/driving-licenses-issued-without-training-police-shut-down-70-driving-schools?utm_source=chatgpt.com National Police of 
Ukraine. The National Police and the Main Service Center of the Ministry of Internal Affairs have suspended the activities of more than 70 non-compliant 
driving schools. Accessed November 2025.
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Structural weaknesses in VET, PPHE and higher education provision also affect the preparedness of graduates to 
work in critical positions in the transport sector. Despite some innovative initiatives, systemic challenges with program 
content, practical learning, employer engagement, equipment and teachers’ capacity mean that graduates are rarely 
optimally prepared for jobs in transport. As a result, some employers in Ukraine’s logistics sector report that they value 
practical skills and experience over formal diplomas, because many graduates require further training on the job.77 

The lack of practical training for prospective drivers and maintenance workers is a concern. A strong practical 
component is essential for transport occupations like heavy vehicle drivers (categories C and D) and vehicle maintenance 
technicians, yet the current training system provides relatively little real-world experience, and students do not always 
gain hands-on experience of actual fleet operations, modern trucks or buses, or up-to-date maintenance practices, 
as consultations with industries confirmed. Moreover, employers may distrust overly lenient certification practices in 
accredited driving centers, causing them to prefer upskilling their own staff or interns. Instances of driving schools 
falsely recording that trainees completed required theoretical or practical instruction—or passed internal exams—may be 
widespread. According to the Ukrainian police, more than 70 driving schools have been suspended for such practices 
since the start of 2025.78

Educational standards for various critical occupations are relatively recent, but it remains unclear to what extent 
training providers are aligning their instruction with these standards. Since 2020, VET standards have been developed 
for trolleybus/ tram drivers, electromechanics, electronic diagnostics specialists, and vehicle repair technicians, while 
the development of a standard for vehicle maintenance mechanics is planned for 2025. In PPHE, standards for various 
maintenance and logistics positions have been incorporated into the broader standards for “Automobile Transport” 
and “Transport Technologies,” respectively, which were introduced in 2023. At the higher education level, several 
standards were developed between 2018 and 2024 (see table 2.5). However, the extent to which education providers are 
implementing these standards remains uncertain. Industry representatives surveyed for this report highlighted outdated 
curricula, suggesting that aligning learning outcomes with immediate labor market needs continues to be a key challenge 
for occupations in the transport sector. 

2.4. Education and training for critical occupations:
access, quality and relevance

https://www.researchgate.net/publication/371340837_REQUIREMENTS_OF_UKRAINIAN_EMPLOYERS_TO_THE_PROFESSIONAL_AND_PERSONAL_COMPETENCES_OF_LOGISTICS_MANAGERS
https://unn.ua/en/news/driving-licenses-issued-without-training-police-shut-down-70-driving-schools?utm_source=chatgpt.com
https://npu.gov.ua/news/natspolitsiia-ta-holovnyi-servisnyi-tsentr-mvs-prypynyly-diialnist-bilshe-70-avtoshkil-porushnykiv
https://npu.gov.ua/news/natspolitsiia-ta-holovnyi-servisnyi-tsentr-mvs-prypynyly-diialnist-bilshe-70-avtoshkil-porushnykiv
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79Not Found.
80Kyiv School of Economics (KSE).and the Ministry of Education and Science (MoES), 2025. Dual Vocational Education in Ukraine.  

Sources:
[1]	 https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2020/11/24/Vodiy%20tramvaya.doc
[2]	 https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2020/11/24/Vodiy%20troleybusa.doc
[3]	 https://mon.gov.ua/npa/pro-orhanizatsiini-zakhody-shchodo-rozroblennia-ta-zatverdzhennia-derzhavnykh-osvitnikh-standartiv-u-2025-rotsi
[4]	 https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2023/04/24/Slyusar.z.remontu.kolisnykh.transportnykh.zaso biv-469-    
                  24.04.2023.pdf
[5]	 https://mon.gov.ua/npa/pro-zatverdzhennya-standartu-profesijnoyi-profesijno-tehnichnoyi-osviti-3-profesiyi-slyusar-z-kontrolno-
                  vimiryuvalnih-priladiv-ta-avtomatiki-elektromehanika
[6]	 https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2022/11/22/Standart-profosv.Mayster.z.diahn.ta.nalahodzh.
                  elektroustatkuv.avtozasobiv.1015-11.11.2022.pdf.

In addition to the outdated curriculum, industry representatives surveyed for this report highlighted lacking practical 
skills as a particular challenge. Employers highlighted that training frequently emphasizes theoretical knowledge over 
practical skills, while representatives of education and training providers noted the challenge of attracting suitable 
instructors, because those with relevant experience can earn more in industry. 

Collaboration between industry and training providers is valued but remains limited in scope and consistency. 
Employers can be reluctant to take on trainees for extended placements due to liability concerns, associated costs, and 
the lack of structured partnership mechanisms. According to a recent study, employers’ main constraints to offering 
placements for dual education are poaching concerns, high administrative costs, and reluctance to take on responsibilities 
for juveniles.80 The industry survey administered by this study found that half of the 37 surveyed firms reported 
collaborating with educational institutions to source skilled staff, while over a quarter expressed interest in collaboration 
but had not yet established any partnerships. Among the firms that responded “No—not interested in collaboration,” 
most were enterprises with less than 50 employees, possibly because they would find collaboration particularly resource-
intensive and challenging. 

Table 2.5. Educational standards for critical transport occupations, latest year of development

VETs PPHE HE

Trolleybus/Tram drivers 2020[1][2]

Automobile transport (274)
2023 2020 (bachelor)

Vehicle Maintenance
 Mechanic 2025 (planned)[3]

Vehicle Repair 
Technician/Fitter 2023[4]

Auto Electrician NF79

Electromechanic (Vehicles) 2021[5]

Vehicle Condition Inspector NF

Vehicle Diagnostics 
Engineer NF

Mechatronics Technician 
(Vehicles) NF

Electronic Diagnostics
 Specialist 2022[6]

Driving Instructor 2013

Logistician/Dispatch NF Transport Technologies 
(275)
2023

2018 (bachelor)
 2020 (master)

 2024 (PhD)
Manager of Freight 

Forwarding NF

Logistics Specialist NF

https://kse.ua/wp-content/uploads/2025/09/Zvit.-Dualna-profesiyno-tehnichna-osvita.pdf
https://mon.gov.ua/npa/pro-orhanizatsiini-zakhody-shchodo-rozroblennia-ta-zatverdzhennia-derzhavnykh-osvitnikh-standartiv-u-2025-rotsi
https://mon.gov.ua/npa/pro-orhanizatsiini-zakhody-shchodo-rozroblennia-ta-zatverdzhennia-derzhavnykh-osvitnikh-standartiv-u-2025-rotsi
https://mon.gov.ua/npa/pro-orhanizatsiini-zakhody-shchodo-rozroblennia-ta-zatverdzhennia-derzhavnykh-osvitnikh-standartiv-u-2025-rotsi
https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2023/04/24/Slyusar.z.remontu.kolisnykh.transportnykh.zasobiv-469-24.04.2023.pdf
https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2023/04/24/Slyusar.z.remontu.kolisnykh.transportnykh.zasobiv-469-24.04.2023.pdf
https://mon.gov.ua/npa/pro-zatverdzhennya-standartu-profesijnoyi-profesijno-tehnichnoyi-osviti-3-profesiyi-slyusar-z-kontrolno-vimiryuvalnih-priladiv-ta-avtomatiki-elektromehanika
https://mon.gov.ua/npa/pro-zatverdzhennya-standartu-profesijnoyi-profesijno-tehnichnoyi-osviti-3-profesiyi-slyusar-z-kontrolno-vimiryuvalnih-priladiv-ta-avtomatiki-elektromehanika
https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2022/11/22/Standart-profosv.Mayster.z.diahn.ta.nalahodzh.elektroustatkuv.avtozasobiv.1015-11.11.2022.pdf
https://mon.gov.ua/static-objects/mon/sites/1/pto/standarty/2022/11/22/Standart-profosv.Mayster.z.diahn.ta.nalahodzh.elektroustatkuv.avtozasobiv.1015-11.11.2022.pdf
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Outside of Ukraine, lifelong learning initiatives aim to keep the skills of drivers and maintenance staff up to date. 
In many countries, however, formal education struggles to prepare drivers and maintenance staff effectively for real 
job demands. Gaps between education and workplace skill needs are widespread across the European Union. For 
example, training programs for truck drivers are often found to be outdated and do not cover aspects such as eco-
driving or technological advancements in automation81 One way to address these challenges is to invest in skill-building 
and education throughout an employee’s career. Across the EU, drivers are obliged to periodically undergo training to 
keep their Certificate of Professional Competence (CPC).82 Upskilling opportunities may also be increasingly available to 
maintenance and other staff, for example, offered through their employer, and possibly online and as microcredentials 
to improve uptake and permeability.83 Older workers, however, may be reluctant to learn new technologies, at the risk of 
falling even further behind new skill demands.84

81European Labour Authority (2025). EURES-Report on labour shortages and surpluses 2024.
82CEDEFOP. 2024. Drivers and vehicle operators: skills opportunities and challenges. 
83Ibid. CEDEFOP.  
84Ibid. European Labour Authority.

https://www.ela.europa.eu/sites/default/files/2025-06/EURES_Report_on_labour_shortages_and_surpluses_2024.pdf
https://www.cedefop.europa.eu/en/data-insights/drivers-and-vehicle-operators-skills-opportunities-and-challenges-2023-update
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85Conscription requirements include criteria related to age, gender, health, and capacity.
86Across all subsectors, employers are two to four times more likely to identify mobilization as a recruitment issue than to report difficulties related to 
qualifications or wage expectations. State Employment Service (SES). Employer Survey 2024. https://www.dcz.gov.ua/stat/statsurvey. Accessd Novem-
ber 2025. 
87Stakeholder consultations 
88Novalska, N; Kyrylenko, O; Klymenko, V.; Razumova, K., and Kediulich, V (2024). “Regulation of Work and Rest Pattern for Personnel of Transport Com-
panies in Ukraine: Peacetime and Specifics of Wartime”. Studia Iuridica Lublinensia. 33. 353-374. 10.17951/sil.2024.33.2.353-374.  
89She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine; stakeholder inter-
views.
90Kyiv School of Economics (KSE), Work.ua and Promprylad. 2025. Labor Market During the War: Why Can't Supply and Demand Meet?

This chapter explores recruitment and retention challenges and practices in the transport sector, with a specific focus 
on women and veterans. These groups are highlighted for two key reasons: they represent potentially significant sources 
of labor to help address current skills shortages in the sector, and there is sufficient available information on their 
participation and barriers in the sector. Military mobilization has reduced the labor pool, while employers face challenges 
such as skills and experience gaps, high wage expectations, and high retirement rates. Individuals are discouraged by high 
entry costs, inadequate working conditions and safety concerns. Women are underrepresented due to gender norms and 
various workplace barriers, though some employers are stepping up efforts to hire women in these traditionally male-
dominated roles. Veterans are seen as a promising workforce, but face challenges in terms of wage expectations, health, 
and skills transfer, prompting new support initiatives focused on training and placement in high-demand roles like driving 
and logistics.

The invasion has drastically reduced the labor pool for transport and logistics sector jobs, including through 
mobilization of male workers into the army. Mobilization particularly affects the supply of workers in traditionally male-
dominated occupations, such as drivers and maintenance workers. Firms in key sectors, which include the transport 
sector, are permitted to defer the mobilization of up to 50 percent of workers who meet conscription requirements.85 This 
has to some extent enabled the retention of labor for critical roles, but still means that firms must fill the gaps left by those 
who are mobilized. Moreover, the 50-percent exemption is hard to apply to the self-employed or micro-enterprises, and 
obtaining deferrals is administratively complex even for larger-size firms. 

Pre-existing insufficient qualifications, high salary expectations, and a lack of experience are important recruitment 
challenges, some of which particularly constrain recruiting young workers. In each of the three targeted transport 
subsectors, surveyed employers report insufficient qualifications of applicants and excessive salary expectations as important 
challenges, although mobilization clearly overshadows these concerns.86 Requirements related to age and experience prevent 
employers from recruiting younger workers: most drivers’ licenses over category B require one or more years of previous 
driving experience, and cannot be obtained until a person is at least 19 or 21 years old, depending on the license category. 
Younger applicants, including for maintenance jobs, often lack work experience, obliging employers to provide on-the-job 
training for entry-level positions.87

For prospective drivers, some of the barriers include the costs of training and licensing, inadequate working 
conditions, and safety concerns. Obtaining heavy-vehicle licences and professional qualifications involves significant 
direct costs and time commitments, which place a heavy strain on younger entrants and women, who on average tend 
to earn less compared to men. Licensing costs can be high relative to wages, and some current drivers mention the 
costs and administrative burden of maintaining licences and qualifications as one reason for leaving their job. Working 
conditions present further barriers, such as long hours, irregular schedules, night and weekend work88, and time away 
from home, especially for long-haul drivers, with insufficient facilities and insecure rest stops as a principal constraint. 
Other cited barriers include inadequate on-site facilities, limited employer support for family-care obligations, and a lack 
of options for career progression.89,90 Box 3.1 highlights some of the key challenges in recruiting and retaining drivers 
reported in international literature.

3.1 Recruitment and retention challenges and practices 
Recruitment and retention challenges 

https://www.dcz.gov.ua/stat/statsurvey
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Box 3.1. International evidence on recruitment and retention challenges

Minimum age requirements and high entry costs are some of the barriers to becoming drivers commonly seen 
across the world. For example, to mitigate the shortage of drivers, from March 2025, the EU member states are 
permitted to lower the minimum age of truck drivers from 21 to 18, that of bus drivers from 24 to 21, and may also 
allow 17 year old drivers to drive certain trucks or vans within their territory if accompanied by an experienced driver.a 
Importantly, for novice drivers the EU has set a probationary period of at least two years, during which they will be 
subject to stricter rules and sanctions in the whole EU.b 

The costs of training and obtaining the qualifications required of drivers can also be prohibitive. In Germany, 
for example, the average costs in 2023 amounted to roughly €9,000, over four times the monthly minimum wage. 
Furthermore, an employer might be reluctant to recruit younger workers because their insurance costs are higher.

Drivers cite several factors that decrease their job satisfaction, notably the lack of well-equipped rest areas. The 
need to address the lack of secure and well-equipped rest zones was identified as an important issue by 91 percent 
of truck drivers surveyed globally in 2024. Across Europe, large shares of drivers also pointed to poor treatment at 
delivery sites (85 percent) and the poor image of the profession (82 percent) as important challenges, followed by 
aspects such as being away from home for long periods of time; high training and qualification costs; low wages; and 
complex bureaucracy (all 73–79 percent). Over 60 percent emphasized issues with obsolete or redundant training 
and qualifications.

In some countries, foreign labor has been used as one approach to alleviating transport-sector skill shortages. When 
accompanied by clear work permits, licensing pathways and targeted training, migrant workers can help maintain 
essential transport services. At the same time, effective strategies typically pair this with domestic workforce 
development - recruiting under-represented groups, reskilling workers from other sectors, and improving job 
attractiveness. Interestingly, preliminary findings from the 2025 employer survey by the SES, which was still ongoing at 
the time of data collection in September 2025, show that 14 percent of the 2,000 transport firms surveyed in Ukraine 
up to that point were considering hiring foreign labor to address staff shortages. 

Key barriers to accessibility and attractiveness of work as a truck driver in Europe 
(percentage of drivers who ‘strongly agree’ or ‘agree’)

Lack of equipped and secure rest ares

Poor treatment at delivery sites

Poor  image of the professions

Long periods alone and away from home

Low wages

High training and qualification costs

Complex regulations and procedures

Poor treatment during readside checks

Obsolete and redundant training and qualifications

Minimum age restrictions

Future of the profession not promising

Long waiting time at borders

0 10 20 30 40 50 60 70 80 90 100

Source: IRU, Intelligence Briefing. Global Truck Driver Shortage Report 2024 (2025)

a European Parliament, Road safety: deal for modern EU driving license rules, European Parliament 
b European Commission, The Commission welcomes provisional agreement on modernised driving licences rules - Mobility and Transport

Sources:
•	 Eures 2024.  Report on labour shortages and surpluses 2024
•	 IRU, Intelligence Briefing. Driver shortage report 2023. Passengers – Europe. Executive Summary   
•	 IRU, Intelligence Briefing. Global Truck Driver Shortage Report 2024
•	 Owen, R.; Pullerits, M.; Link, S.; Vanson, T.; and Davies, M., HGV (Heavy Goods Vehicle) Driver Recruitment and Rapid Evidence Assessment. National Centre for Social 

Research (2023). 
•	 State Employment Service (SES). Employer Survey 2025. Ongoing survey at the time of data collection; selected data provided directly to the research team.

https://www.europarl.europa.eu/news/en/press-room/20250324IPR27462/road-safety-deal-for-modern-eu-driving-licence-rules?utm_source=chatgpt.com
https://transport.ec.europa.eu/news-events/news/commission-welcomes-provisional-agreement-modernised-driving-licences-rules-2025-03-25_en?utm_source=chatgpt.com
https://www.ela.europa.eu/sites/default/files/2025-06/EURES_Report_on_labour_shortages_and_surpluses_2024.pdf
https://www.iru.org/intelligence/road-transport-intelligence/driver-shortage-report-2023-passenger-europe-executive-summary
https://www.iru.org/intelligence/road-transport-intelligence/global-truck-driver-shortage-report-2024


35

Back to contentChapter 3: Recruitment and retention of workers for critical jobs in transport

The ageing workforce poses a significant challenge not only among drivers but also — and perhaps even more so — 
among technicians and mechanics91. Many are retiring, and too few younger workers are entering the field to replace 
them. Those who remain require ongoing training to keep pace with rapidly evolving technologies such as electrification 
and advanced electronics. However, some workers reportedly leave the sector due to the high costs of maintaining 
professional licences or meeting certification requirements, while others seek employment in better-resourced companies 
or abroad, where advanced training opportunities and competitive pay are available.92,93

Transport sector employers are taking several steps to address critical skills shortages, including increasing pay, 
attracting a more diverse workforce, and expanding training opportunities. Pay rises and bonuses have been a 
widespread retention tool. This not only attracts more workers but also allows more of them to defer mobilization, since only 
employees earning at least the minimum salary are eligible for deferral. Average salaries for vehicle repair staff advertised 
on the Work.ua portal over a 12-month period (September 2024 to August 2025), were 33 percent higher than the average 
in the preceding 12 months. For truck drivers and bus drivers, advertised salaries increased by 29 percent and 24 percent, 
respectively, in the same period.94 Notably, private freight and logistics companies are reported to have raised compensation 
to attract scarce drivers. The wage growth trends identified through Work.ua data analysis and stakeholder consultations 
are supported by national statistics. Transportation, warehousing, postal, and courier activities are among the sectors with 
the highest salary increases, showing an approximate 58% growth between 2021 and 202495. Public entities may be more 
sensitive to wage regulations and labor agreements. Given that some employers have greater capacity to raise wages than 
others, this practice may have led to a reallocation of labor within the sector, favoring larger private and foreign companies 
over public and smaller firms.96,97,98

Firms are increasingly targeting recruitment and training efforts at a more diverse workforce. In response to 
persistent skills shortages, individual firms and broader initiatives are increasingly targeting women, veterans and youth for 
recruitment.99 These efforts include training, such as direct training-to-hire programs, apprenticeships, and partnerships 
with educational institutions to identify and train suitable candidates. The government has streamlined retraining programs: 
state vocational centers now offer subsidized courses for taxi, truck, and bus drivers to upgrade their skills, targeting women, 
veterans, and youth as priority groups.100 Some transport employers report partnering with government agencies, vocational 
schools, or international NGOs to retrain or certify existing workers, including drivers and vehicle repair staff. Municipal 
operators manage to address at least some skills shortages through in-house training.101 A few pioneering municipal 
companies have modified workplaces to improve retention of female staff. Such workplace adaptations are exceptions rather 
than the norm, but they demonstrate retention-focused innovation at the local level (Box 3.2).102

Recruitment and retention practices

91She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine;. Stakeholder inter-
views. 
92State Employment Service (SES). Employer Survey, 2024. , stakeholder interviews. 
93Radkevych V., et al. 2025. Employment of Graduates of Vocational (professional-technical) Education Institutions
94Authors’ calculation from Work.ua data.
95 State Statistics Service (SSS).
96She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine. Stakeholder inter-
views. 
97Radkevych V., et al. 2025. Employment of Graduates of Vocational (professional-technical) Education Institutions.
98KSE Institute and the MoES 2025. Dual Vocational-Technical Education in Ukraine.
99NV. 2024. Ukraine launches pilot program to train women as municipal bus drivers.
100Reuters 2024.  Ukraine businesses hire more women and teens amid labour shortages. 
101National Institute of Strategic studies 2024. Recovery of the labor market in Ukraine under wartime conditions: regional aspects  
102She Drives (ibid); KSE et al 2025 (ibid). 

https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://www.dcz.gov.ua/stat/statsurvey
https://zenodo.org/records/15043733
https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://zenodo.org/records/15043733
https://kse.ua/wp-content/uploads/2025/09/Zvit.-Dualna-profesiyno-tehnichna-osvita.pdf
https://english.nv.ua/business/personnel-shortage-women-will-start-preparing-for-city-bus-drivers-in-ukraine-50437233.html
https://www.reuters.com/world/europe/ukraine-businesses-hire-more-women-teens-labour-shortages-bite-2024-09-12/
https://niss.gov.ua/doslidzhennya/sotsialna-polityka/vidnovlennya-rynku-pratsi-v-ukrayini-v-umovakh-viyny-rehionalni
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103Kyiv School of Economics (KSE), Work.ua and Promprylad. 2025. Labor Market During the War: Why Can't Supply and Demand Meet?
104She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine
105Ibid. She Drives et al.
106National Institute of Strategic studies 2024. Recovery of the labor market in Ukraine under wartime conditions: regional aspects
107State Statistics Service. Labor Force Surveys.
108She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine
109IRU. 2024. Intelligence Briefing. Global Truck Driver Shortage Report 2024; Data from ILOSTAT and EUROSTAT.
110European Labour Force Survey special data extracts. In European Labour Authority (2025), EURES Report on labour shortages and surpluses 2024: 
Sector analysis on land transport – Road and railway, Publications Office of the European Union, Luxembourg.
 

Evidence on the impact of these measures is scant but moderately positive. Wage increases have been the most widely reported 
and most immediately effective instrument: employer reports attribute part of the observed inflows of candidates and reductions in 
vacancy durations to these market responses, even though part of their effect is to move workers from lower paying to higher paying 
employers103. How actively transport employers pursue a more diverse workforce, and whether these efforts succeed, is unclear. 
Where targeted recruitment and retraining programs have been implemented, they increased the supply of new drivers. The 
municipal case studies.104  highlight that operators with training-to-hire schemes—or that worked with local employment services—
succeeded in replacing mobilized staff relatively quickly, and programs that explicitly targeted women and veterans contributed to 
visible changes in workforce composition. 

Still, the scale of such programs seems modest compared to demand. Consultations held for the study highlighted that 
some firms recruit mostly through informal networks, not known to be an effective approach for inclusive hiring. Moreover, 
available analyses caution that the short nature of these programs may deliver entrants with a relative narrow set of 
competencies, and that their sustainability depends on continued funding, the capacity of training providers, and employers’ 
readiness to provide on-the-job mentoring. Without sustained investment in formal qualifications, these programs are 
less effective at skilling workers for more specialized jobs such as certified international drivers or operators of complex 
vehicles.105 In the same vein, short (re)training programs can fill gaps for lower-skilled jobs, but those in medium- and high-
skilled technician roles need extended training.106

Although few statistics are available on female drivers and maintenance staff, their overall share in the transport sector 
remains low. In the period 2018–2021, women made up around 25 percent of all workers in the transport and storage 
sectors,107 but there is no data on the share of female drivers and maintenance staff in the sector. In municipal public 
transport, which tends to employ more women than in freight transport, women are reported to make up around 20 percent 
of drivers in a sample of analyzed firms, but with significant variation between firms: one municipal firm found that less than 
six percent of its 826 staff were women, and that almost all were in administrative jobs, with no women working as drivers.108 

International data show a clear underrepresentation of women among truck drivers. A review by the IRU of selected countries 
across the world, found that the share of female drivers in trucking companies was at most seven percent (in the United 
States) and below two percent in countries such as Mexico, Turkiye and Uzbekistan. In the EU, the share of women among 
truck drivers and motor vehicle mechanics and repairers was around three percent (2024).109,110

Box 3.2. Initiatives to attract and train workers as drivers and maintenance workers

•	 The communal transit company in Ivano-Frankivsk offers free certified courses for future trolleybus drivers. The 
training takes 3 months and comes with a job guarantee for a salary of more than Hrv20,000.

•	 The urban transit company Mykolayivelectrotrans partners with vocational schools and the municipal 
employment service to recruit and train specialists for roles such as train operators or electromechanical 
technicians.

•	 In Mykolayiv, the communal transit company also runs its own training program for drivers. Since 2022, 90 
drivers have graduated from this program. 

•	 Kyiv Metro has intensified outreach to vocational institutes and offers on-the-job training, to address its 
significant shortage of electricians and fitters (over 200 vacancies).

Sources:

•	 Firtka news (Ivano-Frankivsk), announcement on drivers' courses, 2025

•	 Stakeholder interviews (summer 2025).

3.2. Women’s recruitment and retention in critical 
occupations in transport 

https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://niss.gov.ua/doslidzhennya/sotsialna-polityka/vidnovlennya-rynku-pratsi-v-ukrayini-v-umovakh-viyny-rehionalni
https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
http://Employment of Graduates of Vocational (professional-technical) Education Institutions 
http://Employment of Graduates of Vocational (professional-technical) Education Institutions 
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112Ibid. She Drives et al.
113Stakeholder consultations; She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in 
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Deeply rooted gender norms and stereotypes continue to influence women’s educational and career paths, often 
steering them away from male-dominated sectors like transport in Ukraine. Many women remain hesitant to pursue 
training in roles historically considered "unsuitable" for them, and in some cases, subtle forms of discouragement or 
exclusion occur within training institutions themselves. Several available sources as well as the stakeholder interviews 
held for this study describe perceptions that women are unsuited to heavy vehicle operation or technical repair tasks. Such 
biases could manifest in differential treatment during training, discriminatory interview practices, or informal rejections. As 
one analysis states, the traditional view of a transport driver as male “significantly limits women’s career opportunities.”111  

Results of the first stage of the She Drives program, which is discussed in detail in chapter 4, show that not all women who 
complete professional truck driver training go on to enter employment. Employers interviewed for this report suggested 
that this reluctance is caused by broader societal perceptions of gender roles in the labor market.

“Several years ago, a young girl applied, showing strong motivation inspired by her father, who worked in vehicle 
maintenance. She's now a successful electromechanical technician but faces discrimination—many car service 

stations let her go because drivers don't want a woman working on their cars, despite her high qualifications” – one 
of the VET schools interviewed for this study in Ukraine.

“There is a critical lack of rest and sanitation infrastructure along the roads. Even the largest gasoline networks 
struggle to provide basic indoor toilets” – industry representatives.

Barriers related to the physical environment, cost, care responsibilities and safety also play a critical role. When 
training institutions, work places or rest stops lack gender-sensitive infrastructure, such as separate sanitation facilities 
or changing areas, this can contribute to feelings of exclusion and discomfort. For example, the earlier quoted study 
conducted for the municipal transport sector in Ukraine identified poor infrastructure and sanitary facilities for female 
staff as important constraints.112 There are also cost constraints; training for heavy vehicle licenses, for example, requires 
significant financial investment—a barrier that can be particularly difficult for women to overcome. On average, women in 
Ukraine earn less than men and are more likely to face financial constraints making the costs associated with licenses, 
exams, and equipment disproportionately burdensome.

With the burden of unpaid domestic and care work falling heavily on women, it is frequently difficult for them 
to commit to fixed training schedules or long hours. These competing responsibilities create an additional layer of 
exclusion, even for women who are highly motivated and capable of succeeding in transport-related fields.113 Social 
isolation and limited peer support in male-dominated environments may further contribute to attrition. Inadequate facilities 
and safety concerns at rest stops further erode the sustainability of women’s employment—as confirmed in industry 
interviews conducted for this study. Facilities are often poorly lit, unsafe, and lack clean, private restrooms. While several 
of these challenges also affect men, others—such as the absence of paid care leave—disproportionately impact women.

Among the various critical roles in the transport sector, women may face greater difficulties in long-haul transport. 
Drivers have to be away from home for relatively long periods of time that conflict with family responsibilities. The need to 
stay in rest stops—where safety is a concern and amenities are insufficient—pose additional constraints. The barriers that 
women face in Ukraine are not specific to the country. Safety and sanitation at rest stops, for example, is a major concern 
for female long-haul drivers across the word (Box 3.3).

https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
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114Authors’ analysis of Work.ua data. 
115Ibid. Authors’ analysis. 
116Vacancies were considered to include ‘women-oriented signals’ when they: (i) explicitly mentioned that the job is for a woman, girl or female candidate, 
or stated that the work suits women. (ii) used feminine-gender occupational titles (feminitives) in Ukrainian (for example, водійка, механікиня), which are 
commonly used to indicate that the position is intended for or typically held by women.

Only a small share of companies recognize hiring women as a key strategy to address acute skills gaps. An analysis of 
job advertisements for truck and bus drivers, vehicle maintenance staff and other critical positions in the transportation 
sector posted on the online portal Work.ua found that less than 2.5 percent of the 240, 831 advertisements for critical 
and associated transport roles posted between 2020-25 explicitly encouraged women to apply or otherwise signaled 
being open to hiring women. While this is a notable increase from 2020–2021, when such advertisements accounted for 
less than one percent, the overall share remains low, especially given severe staff shortages in these roles (figure 3.1).114 

Female-friendly advertisements were posted more often for positions in Kyiv and the western regions of the country. In very 
few cases (12 out of 3,355 postings with female-friendly signaling), the advertisement explicitly aimed to reassure women 
that heavy-lifting or other strenuous tasks will be handled by male colleagues or shared within mixed teams—aimed at 
reducing self-exclusion.115  For more findings on the job advertisement analysis of the Work.ua portal (Annex C). 

Box 3.3. Safety and sanitation at rest-stops is a major concern for women internationally

Women drivers across the globe face significant challenges when driving long distances due to the lack of accessible, 
clean, and safe sanitation facilities. Many are forced to use degrading makeshift solutions—such as in-cab 
commodes, buckets with kitty litter, or portable toilets—or limit their fluid intake, increasing the risk of urinary tract 
infections, dehydration, and other health complications. Rest stops and truck facilities are often poorly maintained, 
lacking gender-sensitive amenities like private restrooms and showers, and forcing women to choose between 
unsanitary conditions or relieving themselves in secluded outdoor areas. Safety is a constant concern, with many 
facilities located in poorly lit or isolated areas, making women vulnerable to harassment or assault. In the EU, for 
example, only 10 percent of existing parking places are certified to be safe and secure. Such conditions not only 
jeopardize the health and dignity of female drivers but also contribute to higher turnover and hinder recruitment in an 
industry already struggling to diversify its workforce. Despite growing numbers of women in trucking, infrastructure 
and policy have yet to catch up, and legislative efforts to guarantee restroom access at loading docks and 
warehouses remain under debate. 

Sources:

•	 International Transport Workers Federation. 2024. Safe access to decent toilets: a fundamental right for transport workers.

        https://www.itfglobal.org/en/news/safe-access-decent-toilets-fundamental-right-transport-workers (accessed October 10, 2025).

•	 IRU, Intelligence Briefing. Global Truck Driver Shortage Report 2024

•	 Kurshitashvili, N. et al. 2025. Addressing Barriers to Women’s Participation in Transport: Global, ECA, and MENA Perspectives.

Figure 3.1. Share of vacancies for drivers, repair staff and other critical positions in the transport sector signaling 
openness to female applicants116 (2020–2025)
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https://www.itfglobal.org/en/news/safe-access-decent-toilets-fundamental-right-transport-workers
ttps://www.itfglobal.org/en/news/safe-access-decent-toilets-fundamental-right-transport-workers
https://www.iru.org/intelligence/road-transport-intelligence/global-truck-driver-shortage-report-2024
https://documents.worldbank.org/en/publication/documents-reports/documentdetail/099010925132542721/p506086186091904719bd91942a8efc6448
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117State Employment Service (SES) 2024. Employer Survey 2024.
118She Drives, MDCT, Foundation for Institutional Development et al. 2025. Gender gaps in the municipal transport sector in Ukraine
119World Bank. 2025. Female Employment in Ukraine. http://hdl.handle.net/10986/43857.
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Advertisements for vehicle maintenance and repair staff are least likely to include text signaling openness to hiring 
women. Although the total number of vacancies for driving instructors posted on work.ua was small, nearly 40 percent 
of advertisements for these jobs included female-friendly text. On the other side of the spectrum, only 0.8 percent of 
advertisements for vehicle repair staff included messages encouraging women to apply. This is substantially less than for 
drivers, where women-inclusive language appeared in 2.7 percent of postings for truck drivers and 5.1 percent of those 
for bus drivers (figure 3.2). The higher share of bus-driver vacancies with such inclusive text compared with truck-driver 
vacancies aligns with findings from a recent employer survey, which suggested that municipal transport firms may be more 
willing to hire women than firms in other road and freight transport segments. In the survey, 49 percent of representatives 
of municipal public transport enterprises indicated that they expected to be “hiring women for typically male jobs”. 
For employers in other passenger transport and freight transportation, the share of firms planning to hire women in 
traditionally male jobs was lower, at 36 percent and 40 percent, respectively.117

Informal recruitment practices disadvantage women. It is unclear what share of critical positions in the transport sector 
is filled through informal networks, but in some firms, it does appear to be substantial. Word-of-mouth hiring practices may 
be efficient for employers. However, where informal recruitment through personal networks is a common hiring practice, this 
often prevents women—intentionally or unintentionally—from entering male-dominated professions.
 
Despite challenging norms, women can thrive in transport when given the chance. Various initiatives have sought to 
improve women’s access to transport-related education and jobs, with some promising—though limited—results. For example, 
women now make up 50 percent of the staff at the Khmelnytskyi trolleybus enterprise Electrotrans, a result management 
attributes to active recruitment: the company actively attracts women to train as trolleybus drivers, uses gender-sensitive 
language in job postings, and has equipped a workplace for new mothers. Similarly, the public transport operator in Poltava 
achieved a 52 percent female workforce by explicitly encouraging women to apply and providing career-development support. 
In Kryvyi Rih, a combination of increasing number of vacancies and consistent outreach to education providers brought the 
share of female workers to 49 percent.118

While the pilot projects described in this chapter have shown encouraging results, they remain limited in scale. 
Historical experience indicates that large-scale mobilization and displacement often increase female employment and 
wages, particularly in critical industries, though gains are not always sustained due to entrenched gender norms and 
occupational segregation119. In Ukraine, as documented throughout this report, labor shortages persist in traditionally 
male-dominated sectors such as transport. Many women take on multiple jobs to compensate for lost family income, yet 
overall participation remains uneven. Targeted initiatives in transport have produced positive results, but scaling these 
programs is essential to ensure broader and lasting inclusion of women in these roles.

Figure 3.2: Share of job advertisements with gender-inclusive wording (% of total)
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Source: Authors’ calculations from work.ua vacancy data

“Girls tend to be more responsible and persistent. While some men delay retaking driving exams after failing, often 
giving up after multiple attempts, most girls pass on the first try or quickly return for a second attempt” – educator at 

VET institution in Ukraine.

https://www.dcz.gov.ua/stat/statsurvey
https://mindev.gov.ua/storage/app/sites/1/uploaded-files/ua-analitika.pdf
https://openknowledge.worldbank.org/entities/publication/232aaddf-180d-4cf0-90d9-7f28e26f2aa7
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120Under Ukrainian law, veterans are individuals who participated in the defense of the homeland or in combat operations abroad. Sometimes a broader 
definition is applied. For example, the IOM, in a March 2025 publication, also included individuals who undertook official military assignments since 
2014 and later self-identified as discharged servicemen or women.
121 Unified State Register of the Veterans maintained by the Ministry of Veterans Affairs of Ukraine 
122International Organization for Migration (IOM). 2025. Veteran profiles and reintegration challenges in Ukraine, Thematic brief.
123Ukrainian Veterans Foundation. 2025. Employment of Veterans: Barriers and Adaptation Challenges (veteranfund.com.ua). 
124Ibid. IOM 2025. 
125Article by Ekonomichna Pravda, 2024.
126 Ibid. IOM. 
127 Work.ua. 2025. Why it is difficult for veterans to find a job and how to change this
128Ukrainian Veterans Foundation. 2025.  Employment of Veterans: Barriers and Adaptation Challenges
129 Prospective employers reportedly sometimes find it difficult to assess how military skills and experience will be relevant for the specific jobs on offer. 
130Ibid. Ukrainian Veterans Foundation. 

As of July 2025, 1.56 million individuals were officially registered as war veterans, but the actual number is expected 
to be much higher—up to six million.120 This 1.56 million included 1.28 million combatants, 153,499 noncombatants, 
and 123,068 persons with disabilities.121 Other sources estimate that the share of veterans with disabilities is much 
higher than the eight percent that is reflected in official data. The IOM reports that 21 percent of veterans self-identify as 
having a disability.  According to the Ukrainian Veterans Foundation survey, nearly one in two veterans indicate that they 
have disabilities.123 Almost 90 percent of current veterans are estimated to be men.124 The Ministry of Veterans Affairs 
(MoVA) has noted that 70 percent of veterans were formally employed before mobilization, and more than half will require 
employment upon returning to civilian life. Approximately 10–15 percent of veterans are expected to retire after the 
mobilization.125 Taking these estimates into account, veterans would represent about 15–19 percent of the working-age 
population (28 million in 2021, the latest year with official data).

Veterans encounter various barriers when seeking employment after leaving the military service. Of working-age 
veterans, 58 percent report being employed, compared to 67 percent of nonveterans. Veterans are also more than twice 
as likely to be actively job-hunting than nonveterans (42 percent compared to 18 percent, respectively). Nearly a third 
of veterans report not being able to find stable employment as many as 60 percent indicate having insufficient income 
to meet basic needs. Two-thirds of surveyed veterans were not familiar with Government-provided vocational training 
programs.126 A survey conducted in July 2025 by the online job platform Work.ua found that more than half of surveyed 
veterans (55 percent) did not have a clear idea of what type of work would suit them, and nearly a quarter (23 percent) 
were uncertain about how to begin their job search.127

The employment barriers reported by veterans appear to be a mix of structural constraints and challenges that 
are the result of their mobilization. The challenges most commonly reported by veterans relate to mismatched wage 
expectations, and to health conditions. Over a third of surveyed veterans (37 percent) highlighted that wage levels of 
available jobs do not meet their needs. Substantial shares of veterans indicated physical health problems (36 percent) 
and psycho-emotional conditions (25 percent) as barriers to accessing employment. Other significant hurdles included 
discrimination (23 percent); as well as lack of civilian work experience and loss of professional skills during service 
(14 percent each). Less frequently reported but still relevant barriers included mobility challenges, lack of theoretical 
knowledge, and noninclusive or highly competitive local labor markets.128

Reskilling, recognition of military experience and job quotas are among interventions that surveyed veterans propose 
to ease their access to civilian jobs. When asked which measures they consider most important to ease their access to 
the civilian labor market, veterans mentioned a wide range of interventions. Half of the respondents pointed to reskilling 
opportunities and legally guaranteed job quotas. More than 40 percent highlighted recognition of military experience as 
equivalent to civilian work,129 access to additional education, job placement assistance, psychological support, disability 
inclusion programs, and adaptation training. Smaller but still substantial shares of veterans flagged, among others, 
flexible work schedules, more accommodating workplace practices, veteran-specific job platforms, English courses, and 
professional counseling (figure 3.3).130

3.3. Integration of veterans in the transport sector

https://data.gov.ua/dataset/034f43a4-133a-498f-8478-6076ed1013e4
https://dtm.iom.int/reports/ukraine-veteran-profiles-and-reintegration-challenges-ukraine-march-2025?close=true
https://epravda.com.ua/news/2024/05/27/714276/
https://www.work.ua/articles/hiring-veterans/3721/
https://veteranfund.com.ua/wp-content/uploads/2025/06/Pratsevlashtuvannia_veteraniv_ta_veteranok_bariery_ta_adaptatsiyni.pdf
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Figure 3.3. Preferred support measures for veterans to access civilian jobs (% of veterans surveyed)
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Veterans often do not personally consider their military service to have been formal work experience, and this limits 
how they present themselves on the labor market. The online job platform Work.ua introduced a possibility for employers 
to flag a “Preference for veterans”, and for job seekers to indicate that they are veterans. By July 2025, fewer than 5,000 
people (under one percent of all users) had identified themselves as veterans, although the real number of veterans is 
significantly higher. This inevitably makes it hard for them to benefit from the preferential treatment that employers seem 
willing to extend to them.131

Employers seem willing but not necessarily well-prepared to hire veterans. The recent survey conducted with the 
Western Ukrainian Office of the European Business Association at the request of the National Guard of Ukraine shows 
strong employer openness toward employment of veterans. Overall, 82 percent of companies report that they already 
consider or plan hiring veterans in the near future, while the remaining 18 percent do not rule this out. Notably, 88 
percent of surveyed firms expressed willingness to employ veterans with disabilities, underscoring a high level of declared 
inclusiveness in the private sector. The transport industry interviews held for this study confirm employers’ readiness to 
recruit veterans. On the other hand, employers may struggle to understand how skills acquired during mobilization can be 
applied in civilian jobs, and may fear potential “psychological risks”. Government support to veterans is currently largely 
focused on benefits, and does not yet focus on supporting both employers and veterans to ease the transition back into 
the civilian workforce after military service.132 These gaps point to the importance of practical solutions that can bridge 
the understanding - of both veterans and potential employers - between military and civilian skills—an area where new AI-
supported initiatives are beginning to show promising results (see Box 3.4).

Box 3.4. Do veterans’ skills match local labor demand?

The data collected through a recent pilot supported by the World Bank with financial support from the Foreign, 
Commonwealth & Development Office (United Kingdom) and the Norwegian Refugee Council provide insights to 
understand the potential readiness and willingness of veterans for civilian jobs. A digital solution developed by SkillLab 
- a technology company focused on skills-first labor market technology – has been offered to jobseekers registered with 
SES offices in Lviv and Donetsk to improve career guidance and job matching services. 

Leveraging AI, the SkillLab app generates standardized and comprehensive skill profiles based on users’ past work 
experience (including military service), education, informal activities, and provide personalized career guidance. The 
skills data are categorized using European Skills, Competences, Qualifications and Occupations (ESCO) framework. 

https://www.work.ua/articles/hiring-veterans/3721/
https://budni.robota.ua/hr/pratsevlashtuvannya-veteraniv-naykrashhi-svitovi-praktiki-ta-visnovki-dlya-ukrayini
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A substantial share of veterans may see work in the transport sector as a preferred, or at least viable, option. While 
there is no official data on the share of veterans employed in the transport sector, a recent survey found that 23 percent 
of veterans include the transport and logistics sector among their preferred areas of employment. This share is lower 
than the proportion of respondents stating a preference for jobs in the public sector (35 percent), local government (28 
percent), military-related professions (26 percent), and security (24 percent). Still, it suggests that transport and logistics 
are seen by a significant share of veterans as a viable career path.133 When veterans submit résumés to the Work.ua 
platform, the transport and automotive sector is among the sectors that they most commonly target, concentrating on jobs 
such as drivers, freight forwarders, and mechanics.134

The transport sector indeed appears to offer good job opportunities for veterans. Companies that explicitly indicate a 
preference for hiring veterans on the Work.ua platform are mostly active in areas such as transport, construction, security, 
and telecommunications. In the transport sector, eight percent of vacancy postings expressed such a preference, including 
for positions such as drivers, freight forwarders, international drivers, auto mechanics, and technicians. Other areas with 
a relatively strong explicit preference for hiring veterans (6–7 percent of vacancies) were construction and architecture, 
security-related jobs, manufacturing and manual occupations, as well as telecommunications and IT support. Notably, 43 
percent of veteran-preference vacancies are also open to people with disabilities, and eight percent allow remote work.135  

In this context, recent reforms - most notably the new Law on Veteran Entrepreneurship - have strengthened the enabling 
environment for veterans who wish to pursue self-employment or entrepreneurship, including in transport and logistics 
(see Box 3.5). 

SkillLab's solution then maps this holistic skill profile against the skills requirements of occupations in the Ukrainian 
labor market as posted in the SES online job portal based on ESCO. This process determines "compatibility" defined 
as at least 50 percent overlap between the veteran's skills profile and the skills required in civilian occupations in 
demand.

Preliminary analysis of 100 profiles with military experience (out of over 14,000 job seekers registered with the app) 
has revealed that their skills are highly transferable. 80 percent of profiles with military experience are compatible 
with occupations outside the armed forces and 69 percent are compatible with non-military professions, such as in 
"Manufacturing & Machine Operations”, “Driving & Transportation" and non-military roles within "Security, Police & 
Armed Forces". In addition, 28 percent of career interests expressed by SkillLab app users with military experience 
are in the driving and transportation field. The preliminary findings point to concrete civilian job pathways for users 
with military service experience. Importantly, the professions identified as viable pathways are also aligned with their 
own stated career interests, demonstrating how practical, data-driven solutions could be helpful to understand how 
translate military service into viable civilian careers. 

Source: World Bank and SkillLab, 2026 forthcoming.

https://veteranfund.com.ua/wp-content/uploads/2025/06/Pratsevlashtuvannia_veteraniv_ta_veteranok_bariery_ta_adaptatsiyni.pdf
https://www.work.ua/articles/hiring-veterans/3721/
https://www.work.ua/articles/hiring-veterans/3721/
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Box 3.5. Ukraine’s New Law on Veteran Entrepreneurship

In 2025, Ukraine adopted the Law on Veteran Entrepreneurship, which will come into force in February 2026. The law 
establishes the country’s first dedicated legal framework to support veterans in starting and expanding businesses. It 
defines who qualifies as a veteran entrepreneur—individual entrepreneurs, self-employed veterans, and companies fully 
owned by veterans—and grants this status for five years.

The law introduces a special support regime that provides access to grants, concessional loans, guarantees, advisory 
services, and other financial tools. Local governments are also empowered to develop regional programs, while veteran-
owned businesses gain the right to lease state or municipal property on favorable terms, including without public 
auctions.

Additional incentives include preferences in public procurement, helping veteran-owned firms compete more effectively. 
The government must also establish a national support program for 2026–2028 to ensure consistent implementation.

Overall, the law aims to strengthen veterans’ economic reintegration, expand entrepreneurship opportunities, and 
support the role of veteran-led businesses in Ukraine’s recovery.

Source: Закон України «Про ветеранське підприємництво» (No. 4563-IX) — https://zakon.rada.gov.ua/go/4563-20

Industry consultations held for this study also show that veterans are increasingly viewed as a potential labor 
resource for addressing driver shortages in Ukraine’s transport sector. Industry representatives note that veterans 
could successfully be employed, particularly in municipal and shorter-distance transport, where working conditions are 
more predictable. However, challenges might arise in long-haul and international transport, where the psychological strain 
of long hours, border delays, and stressful inspections may be particularly demanding for those who have experienced 
combat. Training opportunities for veterans to qualify as professional drivers already exist (see chapter 4), yet the sector’s 
difficult working conditions mean that targeted support and adaptation measures will be essential to enable veterans to 
enter and remain in these roles.136

https://zakon.rada.gov.ua/laws/main/4563-20?utm_source=chatgpt.com#Text
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137Verkhovna Rada of Ukraine. https://zakon.rada.gov.ua/laws/show/z0793-23#n7. Accessed November 2025.
138State Employment Service (SES). https://www.dcz.gov.ua/stat/statvoucher. Accessed November 2025. 

Source: Skills Alliance - https://skills-alliance-for-ukraine.org/training-offers/. Accessed November 2025.   

This chapter describes selected initiatives aimed at addressing labor and skills shortages in the transport sector 
in the country. Its purpose is not to provide a comprehensive mapping of all initiatives but to highlight key examples 
identified through stakeholder consultations. 

Ukraine’s approach to skills development and workforce planning is shaped by a growing ecosystem of institutions 
and programs that increasingly align employment policy, education, and inclusion objectives. At its center stand the 
Ministry of Economy (MoE) and the Ministry of Education and Science (MoES), which jointly guide national efforts to align 
labor market demand with skills supply and to strengthen vocational and lifelong learning systems.

The MoE, through the State Employment Service, supports skilling for critical transport sector jobs through its 
voucher program. The skills gaps in transport-related roles are acknowledged through the approval of the List of 
Professions and Specialties for Which a Voucher May Be Issued by the MoE137. Ukraine’s voucher-based system is 
a government program that provides adults with fully or partially funded short-term training in approved in-demand 
professions to help them retrain, upskill, and reenter the labor market. Out of a total of 156 occupations on the list, 38 
are transport or transport-related occupations, covering both critical transport roles and other positions connected to 
the sector—from drivers to maintenance personnel, track fitters, and cargo and baggage handlers. According to the SES 
website, 5,412 transport-related vouchers were issued, 38 percent of them to women. These include 3,205 vouchers for 
drivers of motor vehicles, 556 for forklift drivers, 301 for wheeled vehicle repair mechanics, 286 for electrotechnics and 
electromechanics, 156 for auto transport, 71 for trolleybus drivers, 20 for tram drivers, 3 for applied mechanics, and 2 for 
electrician-fitters138.  

The State Employment Service (SES), coordinated by the Ministry of Economy, implements employment policy and 
supports human capital development through job matching, career guidance, vocational training, and reskilling. 
It also provides entrepreneurship grants, wage compensation programs for employers hiring vulnerable groups, and 
temporary work opportunities under recovery programs. Target groups include unemployed jobseekers, veterans, IDPs, 
women, youth, persons with disabilities, and people over 45. Since 2022, the SES has undergone major reforms, shifting 
to a service-oriented “platform of opportunities,” digitalizing services through Diia, introducing proactive recruiting, and 
expanding training and self-employment programs. With 25 regional offices, more than 330 service points, and around 
6,800 staff, the SES has a strong foundation for scaling up its activities nationwide.

Skills Alliance Ukraine is a coordination initiative that unites international partners, Ukrainian ministries, and the private 
sector to advance skills development, employment, and modernization of vocational education. Established after the 2023 
Ukraine Recovery Conference in London, it aims to align all initiatives related to workforce development, avoid duplication 
among donor programs, and strengthen cooperation between the government, development partners, and businesses. 
The initiative addresses two main labor market challenges: workforce shortages and the mismatch between existing skills 
and market needs. In the transport sector, the Skills Alliance reports 87 training programs implemented across 15 regions 
of Ukraine through the following partners:

Skills Alliance member Number of Trainings

Coordination platform

GIZ / Skills4Recovery

Beredskapslyftet

Beredskapslyftet / Reskilling Ukraine 2025

IOM Ukraine

Total

Robert Bosch Ltd.

Helvetas

Cormack Consultancy Group / Twinning project

UN Women through its NGO partner "Foundation for 
Institutional Development"

55

6

1

1

87

18

4

1

1

https://zakon.rada.gov.ua/laws/show/z0793-23#n7
https://www.dcz.gov.ua/stat/statvoucher
https://skills-alliance-for-ukraine.org/training-offers/
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These trainings cover the following occupations and technical modules:

Occupations: forklift driver, locksmith, turner, vehicle mechanic, driver (categories B, C, D), mechanical fitter, supply and 
logistics specialist, CNC operator, diagnostic technician, truck/bus driver, and electrical engineer.

Technical modules: diesel and petrol engine injection systems, hybrid and electric drives, brake systems, mechanics, 
vehicle comfort electronics, vehicle diagnostics, and automotive electrical systems.

Current initiatives generally complement rather than duplicate each other, as both the analysis and interviews indicate 
that they target different groups, operate in distinct geographic areas, and pursue varied objectives. At the same time, 
stakeholders interviewed for this study emphasized the need for stronger coordination and information exchange to 
enhance synergies and better align skills development efforts across programs. Some of the ongoing initiatives are 
outlined below.

The GIZ “Skills4Recovery” program, financed by Germany, the European Union, and other partners, addresses 
institutional, policy, and training dimensions of the skills agenda. The Skills4Recovery program includes five interrelated 
components:

1.	 Strengthening the institutional capacity of vocational education institutions. GIZ supports these institutions in 
enhancing their autonomy, developing sustainable funding mechanisms, and creating conditions for modern, practice-
oriented training.

2.	 Updating and implementation of training programs, including the introduction of on-the-job training and closer 
engagement of employers in the learning process.

3.	 Facilitating labor market transitions for vulnerable groups such as veterans, IDPs, and women.
4.	 Formulating evidence-based policies and sectoral strategies—known as Policy2Work—including the preparation of 

sectoral skills roadmaps and recommendations to inform the national employment strategy.
5.	 Scaling up good practices identified during pilot initiatives and replicating them across regions of Ukraine.

In the transport and logistics field, GIZ focuses on adult learners and vulnerable groups. Training programs are developed 
in consultation with both the private sector and relevant ministries to ensure relevance and practical application.

Several key professions have been identified as priorities for skills development. These include motor vehicle drivers 
(including drivers of specialized vehicles and forklifts), repair mechanics, automotive technicians, masters of electronic 
diagnostics and repair, and specialists in logistics and supply management.

GIZ highlights persistent systemic challenges, including outdated training programs, weak links between education and 
labor market needs, and limited business participation in curriculum design. Informality remains widespread, especially 
in the transport sector. GIZ’s experience shows that short, practice-oriented, on-the-job training produces the most 
tangible results. Future priorities include closer coordination between ministries and employers, updating occupational 
standards, expanding qualification centers, and increasing women’s and veterans’ access to technical professions through 
modernized equipment, safer workplaces, and flexible learning formats.

Helvetas, a Swiss organization active in Ukraine since 2022, contributes to early recovery by treating vocational 
education as a tool for restoring livelihoods rather than as humanitarian aid. It combines strong analytical capacity with 
hands-on implementation, conducting large-scale labor market research and translating its findings into targeted, short-
term technical training programs. The National Labor Market Survey and the Registered Unemployment Study, carried out 
jointly by Helvetas, the State Employment Service, and the Federation of Employers of Ukraine (FEU) provide key evidence 
on workforce trends and guide training design.

Helvetas operates nationwide, focusing on regions such as Kharkiv, Dnipropetrovsk, Sumy, Poltava, Chernihiv, and Kyiv 
oblasts. Programs are developed based on real labor market demand and target adults needing reskilling or upskilling, 
with particular attention to women, veterans, people with disabilities, and IDPs. Participants are selected primarily on the 
basis of motivation and employment potential, ensuring both inclusion and impact.
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Between 2023 and 2026, Helvetas plans to train more than 2,000 people, including 1,000 specialists under a new 
partnership between the government of Switzerland and Volvo Trucks focused on the transport and logistics sector. 
Training covers high-demand technical professions such as vehicle maintenance, auto electrics, welding, and mechanical 
assembly, and is delivered jointly with regional partners and employers. More than 70 percent of graduates report tangible 
livelihood improvements.

Drawing on three years of implementation, Helvetas highlights several lessons: vocational training is a highly effective 
recovery instrument; programs must be driven by labor market demand; women’s participation in technical fields rises 
when barriers are reduced; motivation predicts success more reliably than formal vulnerability status; quality depends 
primarily on instructor competence rather than equipment; and ongoing impact monitoring is essential to ensure that 
training leads to real employment outcomes.

The “She Drives” and “Veteran Drives” programs, launched by MDCT in response to the shortage of qualified drivers, 
aim to reskill women and veterans for employment in the transport sector. Implemented with support from international 
partners such as UN Women and the International Research & Exchanges Board (IREX), these pilot initiatives combine 
labor market demand with social inclusion goals, helping participants gain economic stability and reintegrate into 
professional life.

Both programs address the need for skilled drivers in passenger and freight transport and promote gender equality by 
lowering barriers to entry in traditionally male professions. Their experience highlights that smaller, targeted training 
groups linked to specific employers achieve higher completion and employment rates, and that employment prospects 
should be secured in advance to sustain participant motivation.

Challenges include limited technical and human capacity in driving schools, inconsistent standards for short-term 
vocational training, and the need for inclusive facilities for people with disabilities. Effective scaling will require closer 
coordination between state institutions, employers, and training providers, as well as a unified certification and monitoring 
system to ensure quality and recognition.

The pilots also show that mentorship, post-program support, and workplace inclusion policies are critical for long-
term employment. Most importantly, they demonstrate that with the right environment and support, professions once 
considered male-dominated can become accessible and attractive to all motivated candidates.

Although these targeted pilot initiatives have yielded some promising results, they will need to be scaled up through 
systemwide measures to make meaningful progress toward addressing—at least partially—critical skills shortages in 
transport. More importantly, beyond scaling up these individual and well-tested training interventions, what appears to 
be missing are systemic-level actions that bring together both the supply and demand sides under a single coordinating 
authority. Without such coordination, these individual efforts—regardless of their effectiveness at the beneficiary level—will 
not deliver the broader impact needed.

A wide range of public and private actors have started or are also developing initiatives to support the reintegration of 
veterans. The Ministry of Veterans Affairs (MoVA) holds the main responsibility for developing and implementing state 
policy in areas such as social protection of veterans and their families, psychological rehabilitation, social and professional 
adaptation, employment, and competitiveness in the labor market. For example, the Ukraine Veterans Fund, which 
operates under MoVA, has launched the online platform “Кар’єра ветерана” (Veteran’s Career), designed to support 
veterans in finding employment, professional development, and entrepreneurship. In addition to the Ministry of Veteran 
Affairs, several ministries are developing policies and programs focused on employment, skills, and social adaptation. 
These include the Ministry for Development of Communities and Territories (MDCT), the Ministry of Economy (MoE), and 
the Ministry of Internal Affairs (MIA). Local governments complement these measures with community-based initiatives, 
while business associations, civil society organizations, and private companies offer consultations, training, and tailored 
support programs. 

The “Engaging Veterans in Transport and Logistics Professions” initiative focuses on preparing veterans for jobs in 
the transport sector through an integrated support package. The program was launched In June 2025 by MDCT in 
collaboration with the Foundation for Institutional Development (FID) and supported by the U.S. State Department. It 
offers free vocational training and employment pathways in logistics. Participants can qualify as Category CE truck drivers, 
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139Veterans in Transport and Logistics: A Project on Training and Employment Has Been Launched.
140MDCT. Barrier-free auto schools. 
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forklift operators, and logisticians, and may also obtain a professional competency certificate (Code 95). Beyond training, 
the project provides job search support, organizes company visits, and offers community-based assistance, making it a 
strategic model for combining reskilling, employment, and social support in a sector with acute workforce shortages.139

Another initiative, “Barrier-Free Driving Schools”, was launched by MIA under the First Lady’s “Barrier-Free” (Без бар’єрів) 
campaign and focuses on enhancing mobility for veterans and their family members with mobility impairments. The 
program provides an 11-week driver training course using specially adapted vehicles that leads to a standard Category B 
driver’s license. While not aimed specifically at transport sector employment, this initiative still contributes to veterans’ 
broader employability and reintegration, as a driver’s license can be valuable for accessing jobs in other sectors and for 
improving overall quality of life.140

https://mindev.gov.ua/news/veterany-ta-veteranky-v-sferi-perevezen-ta-lohistyky-startuvav-proiekt-iz-pidhotovky-ta-pratsevlashtuvannia
https://driveability.mvs.gov.ua/
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Below is a set of recommendations, organized around three key pillars: (i) making critical jobs more attractive, (ii) 
aligning education and training with fast-evolving skills needs, and (iii) strengthening partnerships and governance. 
The recommendations include both scalable, system-level actions and quick wins that employers and authorities can 
implement in the short term. Within each pillar, recommendations are structured into four components:

•	 A rationale, providing a brief reminder of the underlying issue;
•	 The recommendation itself;
•	 An indication of the recommended timeframe (immediate, mid-term, or long-term); and
•	 A list of key stakeholders relevant to implementation.

Given the cross-sectoral nature of the recommendations, additional actors beyond those explicitly listed may also find 
them relevant. While all recommendations aim to benefit the broader population, several are particularly critical for 
underrepresented or vulnerable groups in the transport sector—such as women, youth, and veterans. Accordingly, some 
recommendations emphasize the need for targeted approaches to better support these groups. Some proposals may 
also align with the priorities and activities of development partners and donors, making them potential opportunities for 
collaboration or complementary support. Finally, in the stakeholder column, the most directly relevant stakeholder(s) are 
listed first, followed by others that the recommendation may also concern.
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Rationale Recommendation Timeline Key audiences

Pillar 1: Attract and Retain a Diverse Workforce

1.1.Shift perceptions to improve the image of transport occupations

Weak public perception of 
transport jobs and outdated 
occupational image make 
it difficult to attract new en-
trants, including youth and 
women.

Launch a coordinated, mul-
tiyear national campaign to 
rebrand critical roles, such 
as drivers and vehicle main-
tenance staff, as modern 
and essential professions 
for reconstruction and EU 
integration. Feature real 
workers and clear career 
pathways. 

Integrate gender-inclusive 
messaging and highlight role 
models to attract women 
and youth and show that the 
idea of certain roles being 
“not for women” is wrong.

Mid-term VET/PPHE providers; MoES; 
industries; and industry 
associations. 

MDCT and MoE. 

1.2.Promote transport careers through targeted outreach in education

Lack of early exposure to 
transport careers limits 
talent pipelines.

Strengthen awareness 
and outreach activities in 
schools and universities (for 
example, company talks, 
open days, visits to depots/
workshops) to position 
transport careers as vital for 
sustainable development 
and reconstruction. Ensure 
underrepresented groups, 
such as women and youth 
are duly targeted.

Mid-term VET/PPHE providers; indus-
tries, and MoES.

MDCT and MoE.  

1.3.  Remove requirement for an upper-secondary school diploma for truck and bus driver

Requiring an upper second-
ary school diploma from 
drivers may unnecessar-
ily limit the inflow of new 
drivers.

Consider removing the re-
quirement for an upper-sec-
ondary school diploma for 
truck and bus drivers. While 
maintaining rigorous training 
and safety standards, lifting 
this requirement could 
reduce barriers for younger 
workers and help expand 
the pool of candidates enter-
ing the transport sector, 
supporting workforce renew-
al and addressing current 
labor shortages.

Mid-term MoES; 
MoE;
MDCT.
MIA. 
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1.4 Broaden and modernize recruitment approaches to improve outreach 

Recruitment channels and 
approaches, including rely-
ing on personal networks, 
fail to reach a wide talent 
pool, especially underrepre-
sented groups in the sector. 

Use inclusive language in 
job postings and broaden 
recruitment channels to 
include, among others, 
public employment services 
and social media, to reach 
women, youth, veterans, 
and registered unemployed 
with previous experience in 
the transport sector. Share 
transparent pay information.

Immediate Industry and industry associ-
ations. 
Public Employment Services. 

MDCT and MoE. 
 

1.5. Implement a mentorship program pairing novice drivers and mechanics with experienced professionals 
during their first year of employment

Newly trained drivers and 
mechanics, particularly 
those operating large trucks 
and buses, often require 
guidance from experienced 
mentors during their first 
year to ensure safe and 
competent performance.

Establish a formal men-
torship program that pairs 
novice drivers and mechan-
ics with experienced profes-
sionals to provide ongoing 
support and practical advice 
during their initial year of 
employment.

The guidance could cover 
various topics, as required, 
including operating vehi-
cles, handling complex or 
unexpected situations on 
the road, performing routine 
maintenance and trouble-
shooting, navigating safety 
regulations, managing fa-
tigue and stress, and adapt-
ing to new technologies.

The program can con-
sist of multiple individual 
employer-led initiatives or, 
given resource and staffing 
constraints in Ukraine, be 
managed by one or several 
industry associations that 
can efficiently leverage the 
expertise and networks of 
the entire transport eco-
system. Consider engaging 
retirees and industry asso-
ciations in the design and 
delivery of the program.

Immediate Industries, industry associ-
ations. 
VET/PPHE providers. 

MDCT and MoE.
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1.6.Develop occupation-specific career maps and widely disseminate 

Limited structured pro-
gression in the workplace 
discourages retention and 
professionalization. 

Develop occupation-specific 
career maps that clearly 
show how workers can 
advance from entry-level 
positions.

All critical transport occu-
pations would benefit from 
structured, transparent 
career pathways, though the 
specific progression routes 
would differ by role. For 
example, drivers could ad-
vance from trainee or assis-
tant driver to senior driver, 
fleet supervisor, or logistics 
coordinator; mechanics and 
maintenance staff could 
move from assistant me-
chanic to senior technician, 
specialist, or instructor; and 
freight and supply chain 
managers could progress 
from operational roles to 
senior managerial or plan-
ning positions. 

These pathways should 
indicate corresponding 
salary ranges or job grades 
to reflect progression, and 
highlight available learning 
opportunities. To ensure 
accessibility and transpar-
ency, career maps should 
be publicly available through 
career guidance portals, VET 
institution websites, and em-
ployment services. Clearer 
career pathways would help 
to reduce the perception of 
these roles as “dead-end” 
jobs.

Mid-term Industries, industry 
associations.

MoES, MoE and MDCT. 
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1.7 Improve work schedules to enhance job attractiveness and retention

Challenging work schedules, 
especially those involving 
long hours and overnight 
stays - common for drivers - 
reduce the attractiveness of 
transport jobs and contrib-
ute to high turnover, par-
ticularly among women and 
younger and older workers.

Strengthen the enforcement 
of existing labor and rest-
time regulations, ensuring 
that drivers’ rights to guar-
anteed rest periods are fully 
respected and systematical-
ly monitored. 

At the same time, explore 
opportunities to redesign 
work schedules to improve 
flexibility and convenience—
within the boundaries of 
national legislation and 
international good practices 
on rest times. 

Mid-term Industries; Ministry of Social 
Policy Family and National 
Unity. 
District and Regional
 Administrations.  

MDCT and MoE. 
 

 

1.8 Upgrade rest infrastructure 

Poor or unsafe rest and 
service facilities deter all 
workers, especially women, 
from entering and remaining 
in the transport sector.

Prioritize the development 
of rest and service infra-
structure at key transport 
locations—such as depots, 
workshops, rest stops, and 
border points—by ensuring 
the inclusion of features like 
lockable changing rooms, 
separate sanitation (toilets 
and wash facilities), and 
well-lit, secure rest areas. 
Given the high costs of im-
proving infrastructure across 
the country, explore and 
promote public-private part-
nerships (PPPs) where the 
private sector contributes 
through Corporate Social Re-
sponsibility (CSR) initiatives 
or in exchange for commer-
cial benefits including i) 
advertising rights or brand-
ing opportunities at rest 
stops and service areas; ii) 
concessions for operating 
food, retail, or fuel services 
in upgraded facilities; iii) 
CSR-driven sponsorships 
by logistics companies, fuel 
providers, or large employ-
ers in the transport chain.

Mid-term Commercial vehicle service 
providers; Industries; District 
and Regional Administra-
tions.

MDCT; Ministry of Social 
Policy. MoE.
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1.9 Enhance vehicle comfort and improve loading/unloading conditions

Old and outdated vehicles 
and inadequate loading/
unloading facilities contrib-
ute to job dissatisfaction 
and reduce productivity of 
drivers, mechanics/mainte-
nance and loading/unload-
ing staff as well as freight 
supervisors.

Upgrade vehicle interiors - in 
line with the manufacturer 
and safety standards - to 
provide better seating, cli-
mate control, and ergonomic 
designs. 

Improve loading and unload-
ing infrastructure to reduce 
physical strain and safety 
risks for workers. 
 

Mid-term Industries; vehicle manu-
facturers and commercial 
vehicle service providers. 
MDCT.
 

 

1.10. Enhance workplace infrastructure to meet the needs of a diverse workforce

Transport workplace 
infrastructure is often 
designed for able-bodied 
men and does not consider 
the needs of other groups. 
For example, older work-
ers bring experience and 
technical expertise but may 
require ergonomic vehicles, 
supportive loading/unload-
ing facilities, and flexible 
arrangements to reduce 
physical strain. 

Women would particularly 
benefit from basic infra-
structure improvements, 
such as safe, separate toi-
lets and changing facilities. 
Enhancing infrastructure 
alongside an inclusive cul-
ture will address stigma and 
promote intergenerational 
collaboration.

Implement practical infra-
structure improvements and 
cultural shift measures such 
as: 

Supportive loading/un-
loading infrastructure: 
Install mechanical lifts, 
adjustable platforms, 
and anti-slip flooring to re-
duce physical strain and 
injury risk for all workers, 
including older staff.

Accessible facilities for 
women: Provide safe, sep-
arate toilets and changing 
rooms for women and 
men, as well as hygiene 
and lactation spaces 
where needed.

Inclusive workplace cul-
ture: Conduct awareness 
training on ageism, gen-
der equity, and diversity 
to foster respect, mentor-
ship, and collaboration 
across age and gender 
groups.

Assistive tools and devic-
es: Supply tools or aids 
such as trolleys, lifting 
equipment, or assistive 
technology to make phys-
ically demanding tasks 
safer and more accessi-
ble.

Mid-term Industries and industry 
associations. 

MDCT, MoE and MoE. 

 

 

i)  

ii)  

iii)  

iv)  
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1.11. Translate military skills into transport credentials

Veterans’ skills are not fully 
recognized or leveraged.

Establish a recognition of 
prior learning pathway that 
maps military vehicle oper-
ation, logistics, and mainte-
nance experience to civilian 
licenses and certificates, 
with learners completing 
only the necessary gap 
modules. 

Identify and build on existing 
efforts in Ukraine to adopt 
this pathway for veterans. 
Coordinate with veterans’ 
employment services for 
counselling and job
matching. 
 
 

Mid-term Ministry of Veterans Affairs 
(MoVA); MoES; Industries; 
VET/PPHE providers.

MDCT; MoE; civil society 
organizations working on 
veterans’ issues. 

 

 

1.12 Support veterans to start/operate their enterprises in transport and logistics 

Veterans’ skills and common 
history could make them 
well-suited for cooperative 
transport enterprises.

In line with the newly adopt-
ed Veteran Entrepreneur-
ship law, support veterans 
in starting and growing 
transport and logistics 
enterprises through target-
ed financing and advisory 
programs by the financial 
institutions and other stake-
holders in the business 
system ecosystem. These 
businesses can generate 
more sustainable, communi-
ty-based outcomes, espe-
cially when structured as 
group enterprises that draw 
on veterans’ shared values 
of discipline, teamwork, and 
resilience.

A similar approach could 
also benefit women, who 
may face comparable 
barriers to entry and could 
similarly gain from cooper-
ative models and targeted 
support.
 
 
 

Mid-term Financial institutions; 
chambers of commerce 
and business associations; 
industries; providers of train-
ing and business advice.

MDCT; MoE; and civil society 
organizations working on 
veterans’ issues.
 

 

 

1.13.  Engage refugees and returnees in transport and logistics 

Besides women, youth, and 
veterans, who are priority 
target groups in this report, 
refugees and returnees 
could also represent a sig-
nificant potential workforce 
whose skills and motivation 
can help address ongoing 
labor shortages in the trans-
port sector. Engaging this 
group would support both 
economic reintegration and 
help alleviate sector-wide 
labor shortages.

Engage refugees and return-
ees by: i) promoting trans-
port jobs through pre-return 
counseling, reintegration 
programs, public employ-
ment services; ii) supporting 
recognition of skills and ex-
perience gained abroad; and 
(iv) providing early-career 
mentorship and job-match-
ing support to facilitate 
smooth reintegration and 
retention. 

Long term Ministry of Social Policy, 
Family and National Unity; 
MoES.
International Organization 
for Migration (IOM); United 
Nations High Commissioner 
for Refugees (UNHCR).

MCDT and MoE
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Pillar 2: Align Education and Training with Skills Needs

2.1. Update occupational and educational standards for critical occupations 

Education and training 
delivery is not aligned with 
skills needs due to outdated 
occupational standards. 

Continue updating and 
developing occupational 
and educational standards 
for critical occupations on a 
rolling cycle through struc-
tured employer–government 
consultations.

Include digital literacy, tele-
matics, electric vehicle (EV) 
technologies, and border/
customs skills, as some of 
the critical skills requested 
by the employers. 

Mid-term MoES; MDCT; MoE; indus-
tries; education and training 
providers; 
industry and industry asso-
ciations. 
 

2.2. Develop standardized teaching materials and upskill instructors for critical roles

Students lack opportunities 
to acquire practical skills 
through industry experience. 
This concerns many of the 
critical pccupations, includ-
ing drivers and maintein-
ance staff.  

Encourage the industries to 
offer classroom-and-work-
place (dual) education and 
other work-based learning 
placement, in collaboration 
with training institutions. 

Mid-term Industries, industry associ-
ations, and training institu-
tions. 

MoES, MDCT and MoE.

2.3. Promote work-based learning of VET and PPHE students 

Requiring an upper second-
ary school diploma from 
drivers may unnecessar-
ily limit the inflow of new 
drivers.

Consider removing the re-
quirement for an upper-sec-
ondary school diploma for 
truck and bus drivers. While 
maintaining rigorous training 
and safety standards, lifting 
this requirement could 
reduce barriers for younger 
workers and help expand 
the pool of candidates enter-
ing the transport sector, 
supporting workforce renew-
al and addressing current 
labor shortages.

Mid-term MoES; 
MoE;
MDCT.
MIA. 
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2.4. Incentivize and facilitate the upskilling of existing staff

Current staff, especially old-
er workers, need upskilling 
to keep up-to-date with tech-
nological and operational 
developments, and to allow 
career progression.  

Upskill new and existing 
employers. 

For drivers, this could, for 
example, include: telemat-
ics and fleet management 
systems training; defensive 
and eco-driving; Code 95 
and ADS qualifications. 

For maintenance workers, 
it could include: training 
in digital diagnostics and 
electronic vehicle systems, 
specializations in electric/
hybrid vehicle maintenance, 
and training to help them 
progress into team lead, 
quality control, or workshop 
management roles.

Offer hybrid learning pro-
grams combining hands-
on practice and distance 
learning. 

Issue microcertifications 
based on modules of (new) 
educational standards. 

Mid-term Training institutions; 
industries.

MoE, MoES and MDCT.

2.5 Upgrade the equipment of education and training providers to improve quality and relevance 
of practical teaching

Many education and training 
providers lack modern 
equipment to effectively 
train drivers and mechan-
ics, limiting the quality and 
relevance of practical skills 
development.  

Upgrade the equipment for 
education providers with 
strong industry partner-
ships.  

Mid-term MoES; training providers, 
industries. 

MoE, MCDT.
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Pillar 3: Strengthen Partnerships and Governance

3.1 Establish a National Transport Workforce and Skills Development platform (the “Hub” or Sector Skills Council 
– SSC) 141

Limited coordination and 
collaboration between 
ministries, industries, and 
education and training pro-
viders limits implementation 
effectiveness.

Establish a National Trans-
port Workforce and Skills 
Hub/SSC, led by MDCT and 
ideally embedded within the 
existing Skills Alliance of the 
Ministry of Economy (MoE). 
The platform should bring 
together key ministries, em-
ployers, training institutions, 
and donors to oversee im-
plementation, coordination, 
and monitoring of transport 
workforce strategies. 

Embedding it in the MoE-led 
Skills Alliance will reduce 
fragmentation. At the same 
time, since the Skills Alli-
ance is economy wide and 
not sector specific, it lacks 
the capacity to serve as the 
transport sector’s consoli-
dator—hence the need for a 
dedicated transport space. 

Mid-term MDCT, MoE.

MoES and other ministries, 
industries, training providers 
and donors. 

There are several and some-
times overlapping donor 
initiatives, reducing impact.  

The platform should:

Establish a coordinated 
approach to align govern-
ment, private sector and 
donor contributions toward 
training, infrastructure, and 
modernization efforts.

Encourage collaboration 
between training providers 
and employers, fostering in-
novative joint initiatives that 
demonstrate high potential 
for impact.
 

Coordination and collab-
oration between industry 
and education providers is 
insufficient and mostly ad 
hoc, resulting in a discon-
nect between the skills 
being developed and those 
employers require.

Accelerate theand updating 
of standards and promote 
national-level interventions. 

Institutionalize regular dia-
logue and data-sharing be-
tween employers, educators, 
and ministries to ensure 
curriculum relevance.

141Sector Skills Councils, or similar bodies, bring together key stakeholders including industry, government ministries and agencies, education and train-
ing providers and others, to coordinate skills development within specific sectors. Their governance and mandates differ depending on context. For more 
information, see, for example, ILO (2021) A Resource Guide on Sector Skills Bodies. 
The choice of name for the platform rests with the MDCT and its partners.

https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40ed_emp/documents/publication/wcms_818528.pdf
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Many countries are ad-
dressing transport skills 
shortages by attracting and 
retaining workers, especial-
ly from underrepresented 
groups. Ukraine can learn 
from these experiences to 
strengthen its workforce and 
sector resilience.

Learn from countries suc-
cessfully addressing trans-
port skills shortages through 
virtual workshops, study 
tours, expert exchanges, 
and joint training programs 
to inform strategies that 
attract and retain workers 
and strengthen Ukraine’s 
transport workforce.

Mid-term MDCT, MoE.

MoES and other ministries, 
industries, training providers 
and donors. 
 

Monitoring and evaluation 
(M&E) mechanisms are 
weak, limiting accountability.

Establish a shared M&E 
framework for tracking 
implementation of various 
initiatives happening under 
pillars 1 and 2, with annu-
al public progress reports 
covering information on 
skills gaps and graduate 
outcomes.  
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142 See Ukraine’s Transport and Logistics System: Current and Prospective Opportunities and Challenges (July 2025). World Bank (2025). Ukraine’s Trans-
port and Logistics System: Current and Prospective Opportunities and Challenges.
143 State Statistical Service (SSS). Transport of Ukraine 2023. p. 31
144 SSS (as footnote above), p. 43.
145 ITF Transport Outlook 2015, p. 52
146 Ukraine – Sixth Review under the EFF; IMF Country Report 24/366, pages 5 and 10
147 ITF Transport Outlook 2015, pages 59–66

Annexes: On the Road to Recovery: Addressing Ukraine’s Transport Labor Shortages

Annex A. Stakeholder interviews 

Annex B: Forecasting Personnel Needs in Road Transport

The team conducted semi-structured interviews with representatives from 17 transport and logistics companies, 
government agencies, and educational institutions. Discussions focused on workforce challenges, opportunities to 
attract and retain workers, and ways to engage underrepresented groups such as women, veterans, and youth. The 
interviews also served to validate critical occupational needs within the sector. Institutions interviewed included (listed 
alphabetically):

1.	 Association of International Road Carriers of Ukraine (ASMAP UA)
2.	 ATP 16363 (Kharkiv-based transport company focusing on freight cargo)
3.	 Bila Tserkva Center for Training, Retraining and Advanced Training of Personnel (training center preparing for C, D 

and CE licenses, Kyiv region)
4.	 Communal Enterprise “Mykolaiv Electric Transport”
5.	 European Business Association
6.	 GIZ “Skills4Recovery” program
7.	 Helvetas (independent Swiss development nongovernmental organization)
8.	 Kharkiv Motor Transport Vocational College (pre-higher education preparing drivers)
9.	 Kharkiv National Automobile and Highway University
10.	 Khmelnytskyi Communal Enterprise "Electrotrans"
11.	 LLC Trans Logistics (international and domestic freight, Kyiv region)
12.	 Lviv Higher Vocational School №29  (pre-higher occupational program for drivers and mechanics)
13.	 Ministry of Education and Science of Ukraine (VET Department)
14.	 National Transport University (Kyiv)
15.	 She Drives program (launched by the Ministry for Developemnt of Communities and Territories of Ukraine)
16.	 State Employment Service (key public institution responsible for implementing employment policy)
17.	 Veteran Drives program (launched by the Ministry for Development of Communities and Territories). 

Methodology
To estimate future labor needs in road transport (freight and passenger) through 2025–2035, the team applied a methodology 
consistent with World Bank analytical work.142  The approach focused on the road transport segment only, excluding rail and 
maritime, and aimed to estimate future workforce requirements (drivers, logistics staff, and maintenance crews) under baseline 
macroeconomic assumptions. The following steps were taken for workforce forecasting:

•	 Freight baseline: 55.5 billion tonne-km of road freight in 2023.143

•	 Passenger baseline: 20.5 billion passenger-kilometers in total: 15.4 by bus, 3.2 by trolleybus, and 1.9 by tram.144

•	 Freight Transport: Freight volumes were projected using an annual growth rate based on GDP growth forecasts and an 
elasticity of 0.98, consistent with the ITF Transport Outlook145 and International Monetary Fund (IMF) GDP projections.146

•	 Passenger Transport: For passenger transport, elasticity coefficients are less standardized. Following ITF guidance,147 the 
elasticity for Ukraine was determined through calibration against historical data, comparing trends in Ukraine with OECD 
countries.

STEP 1: Base Year Calibration (2023)

STEP 2: Project Transport Demand

https://documents1.worldbank.org/curated/en/099061725033525342/pdf/P502442-346a4fd3-882f-46ca-95c9-ce90c0a71619.pdf
https://www.ukrstat.gov.ua/druk/publicat/kat_u/2024/zb/10/zb_Trans_23.pdf
https://www.oecd.org/en/publications/itf-transport-outlook-2015_9789282107782-en.html
https://www.imf.org/en/publications/cr/issues/2024/12/20/ukraine-sixth-review-under-the-extended-arrangement-under-the-extended-fund-facility-559954
https://www.oecd.org/en/publications/itf-transport-outlook-2015_9789282107782-en.html
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148 Ibid. ITF. 
149 Transport of Ukraine 2023, pages 31 and 43.
150Fizychna Osoba Pidpryiemets (FOP) – individual entrepreneur. 
151Ukrstat: Number of registered individual entrepreneurs by type of economic activity, broken down by gender of manager.
152Statistical yearbook of Ukraine, 2022.
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STEP 3: Translate Volume Forecasts Into Workforce Demand

The ITF Transport Outlook 2015148  does not offer a straightforward method for forecasting passenger demand growth. 
However, it suggests that demand can be estimated using GDP growth and an elasticity coefficient. Unlike freight, where 
a specific elasticity is provided, passenger elasticity varies significantly by country. The team proposed determining an 
appropriate coefficient for Ukraine through calibration, by comparing historical data from Ukraine and the OECD countries.

A particular feature of the Ukrainian context is the substitution of bus travel for long-distance rail, due to shortages of 
rolling stock. Because these capacity constraints are expected to persist, the baseline combines long-distance bus and rail 
passenger volumes. The elasticity coefficient is derived from this combined total, after which current rail passenger traffic 
is subtracted (assumed to remain broadly stable). This assumption is already optimistic, as a decline in rail volumes is 
likely.

Instead of estimating workforce needs by applying standardized productivity norms and support staff ratios—a method 
that requires excessive assumptions due to the absence of disaggregated data for Ukraine (in any case, unreliable if using 
ratios transferred from EU countries), the team used a more robust, data-driven approach based on actual Freight and 
Passenger Turnover.149

The team estimated the total number of personnel involved in road transport (not just drivers), specifically under National 
Accounts Classification of Economic Activities (NACE) codes 49.31, 49.39, and 49.41, using the following method:

•	 Starting point: Used the published total number of employees in enterprises under NACE 49
•	 Adjustment: Subtracted estimated number of railway workers to isolate road transport staff
•	 Result: An approximate figure of 200,000 people.

Note: This is a temporary measure until official disaggregated data is made available. Once published, this step will no longer require assumptions about 

railway staff (some of which are unpublished).

As for the sources of historical employee data for 2017–2020: the team used the following:
•	 Employees under NACE 49:

-	 Transport of Ukraine 2023

•	 Employees of Ukrzaliznytsia (UZ, Ukrainian Railways):
-	 2017: UZ Integrated Report 2017
-	 2018: UZ Integrated Report 2018
-	 2019: UZ Integrated Report 2019
-	 2020: UZ Integrated Report 2020.

To estimate numbers working under NACE 49.31, 49.39, and 49.41, data for individual entrepreneurs (FOPs)150  in these codes was 
checked—approximately 66,000 in 2022.151 Statistics on wage employees working for these FOPs are not published directly, so the 
team used indirect calculations from the Statistical Yearbook of Ukraine 2022:152

•	 p. 326:
-	 Total employed in Section H (Transport and Storage): 747,200
-	 Of which 17.9% are FOPs and their employees.

•	 p. 328:
-	 670,700 wage employees in Section H
-	 Of which 8.8% employed by FOPs ≈ 59,000.

https://ukrstat.gov.ua/edrpoy/ukr/EDRPU_2024/fop_kved/arh_fop_kved_24.htm
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@lab_admin/documents/projectdocumentation/wcms_630068.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@lab_admin/documents/projectdocumentation/wcms_630068.pdf
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153 Ukrainian Undeclared Work Survey (UUDWS, ILO, 2017), p. 67

•	 p. 324:
-	 88,200 business entities in Section H
-	 Of which 85% are FOPs ≈ 74,000.

As a cross-check, the sum of approximately 74,000 individual entrepreneurs (FOPs) and 59,000 of their wage employees yields a 
total of about 133,000, which aligns with the 17.9 percent share of employment in Section H reported in official statistics. Applying 
the same logic to the target subsectors—NACE 49.31, 49.39, and 49.41—we use an average of 0.80 wage employees per FOP. With 
66,000 FOPs registered in these subsectors, this results in an estimated 53,000 wage employees. Combined, this gives a total of 
approximately 119,000 individuals engaged in the sector as either FOPs or their employees.

To account for undeclared workers, the team applied upward adjustment based on findings from the Ukrainian Undeclared Work 
Survey,153  which estimates that 19 percent of employment in the transport sector is informal. Using this adjustment, the combined 
total of approximately 200,000 formally employed individuals and 119,000 FOPs and their employees yields a corrected estimate of 
around 400,000 persons employed in the road transport sector, including both formal and informal workers: (200,000 + 119,000) 
/ (1 – 0.19) ≈ 400,000 persons employed in road transport.

Accurately determining the share of the workforce engaged in passenger versus freight transport is essential, as the projected 
growth rates for these segments—and their respective elasticity coefficients—may differ. Therefore, each segment must be analyzed 
separately and adjusted according to the relevant elasticity assumptions. In the absence of official labor statistics that distinguish 
between these categories, the team estimated the division of the workforce by referencing data from the Service Center of the 
Ministry of Internal Affairs on the number of registered vehicles requiring specific driving license categories: category D and its 
subtypes (including T) for passenger transport, and category C and its subtypes for freight transport. This method ensures that our 
workforce estimates are grounded in the best available Ukrainian data, with transparent assumptions and clearly stated limitations, 
and will be refined as soon as more detailed information becomes available from the authorities.

STEP 4: Assumptions, Scenarios, And Limitations

The baseline projection assumes:
•	 No major automation
•	 No infrastructure shocks
•	 No structural shifts in transport modes
•	 Growth driven solely by GDP elasticity. 

Future scenario modeling may incorporate supply constraints, accelerated investment, or changes in workforce availability.

Findings
This study provides a rapid draft projection of workforce demand in the Ukrainian road transport sector, following the methodology 
aligned with the World Bank’s analytical practices. The scope covers freight and passenger transport by road, excluding rail and 
maritime segments. Estimates are provided for 2025–2035.

Base Year (2023)
- Road freight turnover: 55.5 billion tonne-km
- Passenger turnover (bus, trolleybus, tram): 20.5 billion passenger-km
- Workforce employed in road transport: approximately 400,000 persons (including employees and self-employed, adjusted for 
undeclared work)

Elasticity
The elasticity for freight transport is 0.98.
An econometric assessment was carried out to estimate the long-run elasticity of passenger transport demand with respect to real 
GDP in Ukraine, using aggregated passenger-kilometer data from 2010–2022 (table B.1). A baseline log-log specification produced an 
implausibly high elasticity (≈3.2), as the model attempted to capture sharp declines in mobility during the crises of 2014–2015, the 
start of the COVID-19 pandemic in 2020, and from February 2022 solely through changes in GDP.

https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@lab_admin/documents/projectdocumentation/wcms_630068.pdf
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Notes: Dependent variable: ln passenger-kilometers, all modes. Robust standard errors in parentheses. *** p<0.01, ** p<0.05, * 
p<0.1. Structural break dummies equal 1 for years after 2014, 2020, and 2022, respectively.

To account for these exceptional disruptions, structural break dummies were introduced for 2014, 2020, and 2022. In 
this specification, the estimated elasticity fell to approximately 0.98, indicating that in “normal” years passenger transport 
volumes evolve broadly in line with real GDP. The dummy variables captured permanent downward shifts in mobility 
associated with shocks: about –15% after 2014, –64% during the pandemic, and an additional –26% following the 
February 2022.

These results imply that the underlying long-run elasticity of passenger transport demand in Ukraine is close to unity, 
consistent with international evidence. However, recurrent shocks have resulted in permanent structural reductions in 
mobility levels, which must be considered in forward-looking projections.

Macroeconomic Assumptions
2024: +2.9%

GDP growth assumptions are based on World Bank forecasts:
2025: +2.0% (WB) 
2026: +5.2% (WB)
2027–2030: assumed +4.0% annually (baseline)
2031–2035: assumed +3.0% annually (baseline)
Elasticity of transport demand to GDP is set at 0.98 for both freight and passenger transport.

Forecast Results
The projection scales transport demand proportionally to GDP with elasticity 0.98, and assumes constant labor 
productivity. The results are expressed as total workforce required in road transport.

Key Milestones (thousands of persons)

Baseline Scenario (2025–2035)
Under the baseline scenario (elasticity 0.98, GDP as assumed above), projected employment grows from 400,000 in 2023 
to nearly 594,000 by 2035, an increase of 49 percent (table B.3).

Table B.1: Results of Econometric Analysis of Passenger Transport Demand Elasticity to GDP

Table B.2: Road Transport Workforce Projections by Scenario, 2025–2035

Specification Elasticity Structural 
break 2014

Structural 
break 2020

Structural 
break 2022 Constant R²

Baseline log-
log (no breaks) 3.19* - - - –10.04** 

(3.48) 0.61

With breaks 
(2014, 2020, 

2022)
0.98 –0.151* 

(0.061)
–0.645*** 

(0.049) –0.258 (0.179) 0.33 (2.34) 0.99

Year Conservative Baseline High

2025 415 419 425

2030 471 514 544

2035 519 594 660
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Table B.3: Baseline Scenario Projections for Ukraine’s Road Transport Sector (2025–2035)

Year Workforce (’000) GDP growth (%) Freight turnover 
(bln t-km)

Passenger turnover 
(bln p-km)

2025 419 2.0 58.2 21.5

2026 441 5.2 61.2 22.6

2027 458 4.0 63.6 23.5

2028 476 4.0 66.1 24.4

2029 495 4.0 68.6 25.4

2030 514 4.0 71.3 26.3

2031 529 3.0 73.4 27.1

2032 545 3.0 75.6 27.9

2033 561 3.0 77.8 28.7

2034 577 3.0 80.1 29.6

2035 594 3.0 82.5 30.5

Sensitivity Analysis
- A 0.5% annual increase in labor productivity reduces the 2035 baseline estimated workforce need by about 6% (from 
594,000 to ~560,000).
- If GDP growth is weaker (2.5% in 2027–2030 and 2% in 2031–2035), the estimated workforce need in 2035 would 
reach only ≈519,000.
- If GDP growth is stronger (5% in 2027–2030 and 4% in 2031–2035), the estimated workforce need in 2035 could reach 
≈660,000.

Conclusion
Workforce demand in the Ukrainian road transport sector is projected to rise substantially, from 400,000 in 2023 to 
between 519,000 and 660,000 by 2035 depending on the macroeconomic scenario. In the baseline scenario, the 
increase is about 49 percent. The methodology is transparent, based on elasticity to GDP and official statistics, and is 
designed for refinement once more detailed labor market data becomes available.
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Figure C.1. Number of vacancies for critical jobs in the transport sector (2020–2025) 
Monthly Vacancies - Top 4 Grups

Work.ua is one of Ukraine’s largest online job portals. To better understand labor and skills needs in the transport sector, 
a total of 240,831 job advertisements posted between 2020 and 2025 were analyzed. Of these, 228,653 were for 
identified critical occupations, and 12,178 were for adjacent roles - mainly freight forwarders and driver-loaders with 
C-category licenses. These 240,831 job advertisements represented 28,187 unique employers.

Nearly all vacancies were posted by private firms; only 0.41 percent of job postings were from public enterprises. Most 
vacancies (71 percent) were from road freight companies, with the remainder (29 percent) from road passenger firms 
(including 0.2 percent municipal public transport firms). 

Aspects examined:
The analysis examined several aspects, including: the number of vacancies for a broad occupational group (drivers, 
maintenance staff, logistics staff, and so forth); wages; the use of gender-inclusive language to encourage women’s 
employment; the geographic distribution of advertisements; mobilization-related hiring restrictions; and skills 
requirements, including qualifications, work experience, and behavioral skills. Key findings were as follows:

After a brief decline in 2020 due to COVID-19) and the shock in early 2022, demand for critical road transport and logistics 
occupations recovered (figure C.1). Because post-February-2022 data exclude affected cities (for example, Mariupol) 
and several frontline-adjacent cities show sharply lower activity (for example, Kherson, parts of Mykolaiv, Kharkiv and 
Zaporizhzhia) amid significant out-migration, demand reaching or exceeding pre-2022 volumes on a smaller territorial and 
population base is interpreted as a higher demand intensity—that is, stronger demand relative to the reduced geographic 
and demographic scope. The demand for freight drivers far exceeded those for bus drivers on the Work.ua portal. 

Annex C: Analysis of Ukraine’s job portal (www.Work.ua)  
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Source: authors’ calculations from Work.ua data
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Median advertised salaries have increased substantially over the past two years, especially for vehicle repair personnel 
and drivers. The median salary offered in the latest 12 months for which data are available (September 2024 to August 
2025) increased between 17 percent and 33 percent compared to the previous 12 months for all occupations that were 
reviewed (compared to an inflation rate of around 13 percent in this period). For vehicle repair staff, the increase was over 
33 percent. The increase was 24 percent for bus drivers and 29 percent for truck drivers. Increases for logisticians and 
logistics managers were 20 percent and 25 percent, respectively, while the increase for driving instructors was 17 percent 
(table C.1, figure C.2, below). 

L12M: Last 12 full months (September 2024 to August 2025); P12M: Previous 12 months (September 2023 to August 2024)

pp: percentage points 

Currency: Ukrainian Hryvnia

Source: authors’ calculations from Work.ua data

Wages

Table C.1. Key findings by occupational group (latest 12 months and previous 12 months)

Occupation Postings

Median 
Salary 

Midpoint 
(L12M)

Median 
Salary 

Midpoint 
(P12M)

Δ %

Job adverts 
with sig-

naling for 
women (%)

Δ pp*
Veteran 

Invitations 
(%)

Δ pp

Drivers C 
(trucks) 9,329 27,000 21,000 +28.6% 2.65% +0.486 0.386% +0.207

Drivers D 
(buses) 3,526 26,000 21,000 +23.8% 5.13% +1.71 0.766% +0.441

Repair 15,834 40,000 30,000 +33.3% 0.758% +0.413 1.23% +0.552

Logisti-
cians 14,730 30,000 25,000 +20.0% 1.97% +0.141 1.01% +0.638

Logistics 
Managers 1,119 50,000 40,000 +25.0% 2.50% +2.03 2.95% +1.85

Driving 
Instructors 339 35,000 30,000 +16.7% 38.3% +17.7 0.00% +0.000
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Signaling openness to recruiting women is rare, except for job openings for driving instructors. Less than 2.5 percent of the 
total number of advertisements reviewed explicitly encouraged women to apply or otherwise signaled being open to hiring 
women. Employers differ markedly in how actively they encourage women to apply—explicitly or implicitly. Fewer than one 
percent of job postings for repair personnel include such encouragement, compared to 38 percent of advertisements for 
driving instructors. Job advertisements for bus drivers are almost twice as likely to target women (5.1 percent) as those for 
truck drivers (2.7 percent).

Beyond formal qualifications and work experience, many advertisements emphasize the need for behavioral skills and 
attributes. This includes measurable requirements such as the absence of a criminal record (especially for jobs involving 
direct responsibility for safety, valuable cargo, or contact with trainees and passengers), as well as more subjective 
requirements of diligence and communication skills. Additional requirements are eligibility for cross-border travel, and a 
number of years of accident-free driving that well exceeds the legally required minimum. The demand for foreign language 
skills, especially English, rose sharply in the spring of 2022, coinciding with the reorientation of logistics chains toward the 
EU, and later stabilized for most occupations, except for logistics specialists and managers, where growth continues (figure 
C.3). 

Overall, the structure of these nonformal requirements reveals several patterns:
•	 They are more prevalent in blue-collar and operational jobs than in managerial or analytical roles.
•	 Requirements such as no criminal record and communication skills appear more often among higher-level positions, 

where accountability and supervision of others are expected.
•	 Requirements such as diligence and no bad habits dominate in lower grades, where employers emphasize discipline 

and compliance.

Signaling openness to recruiting women

Nonformal skills requirements

Figure C.2. Advertised monthly salary for drivers (median midpoint, category C and D permits)

Drivers - salary (median + IQR)
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Source: authors’ calculations from Work.ua data
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Figure C.3. Nonregulatory common industry requirements in Work.ua job postings (per occupation)

Informal (non-statutory) requirements in vacancy texts
Minor requirements scale(0-1%)

Share of vacancy ads mentioning requirement (%)

Own vehicle
Communication

Diligence

Accident-free experience

Exceeding required accident-free exp

Common requirements Minor requirements

No bad habits

Foreign language

Be able to go abroad

No criminal record


