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Abstract 
 
According to the social partners, other stakeholders and recent studies, 
the shortage of qualified personnel in maritime and inland waterway 
transport is posing problems. This study aims to provide background 
information on the causes and impact of this shortage.  
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EXECUTIVE SUMMARY 
 
Background 

According to the European Commission, industry stakeholders and recent studies, the 
shortage of qualified personnel in maritime and inland waterway transport has become a 
major problem. Although the European Union has already sought to address the problem 
on several occasions, there is still an acute need for seafaring skills and maritime expertise, 
not only at sea but also on shore and in the inland waterway sector. If the current shortage 
continues to increase in the coming years, it will be to the detriment of the maritime / 
logistics industry, which needs maritime expertise and experience. 
 
Aim 

This study aims to provide background information on the causes of and possible solutions 
to this shortage, taking into account the uncertain impact of the current financial and 
economic crisis. 
 
Summary 

As a result of economic and trade growth, both maritime and inland waterway transport 
volumes have experienced a steep increase in recent years. This high demand for transport 
services has triggered a growing demand for qualified nautical personnel. The labour 
markets have not been able to respond to this demand, leading to a shortage of qualified 
personnel in both transport sectors. 
 
Employment 
Although it is very difficult to provide a consistent overview of the current employment 
situation in the maritime transport sector, estimates indicate that the global demand for 
officers has increased by 12% since 2005. Total demand for officers is believed to have 
reached 533,000 officers in 2008. Over the same period of time, the global supply of 
seafarers has increased by 7% to nearly 499,000 officers. The shortage of officers in 2008 
is estimated at 34,000. The same estimates point to an oversupply of ratings. 
 
The high demand for officers mainly stems from the massive growth of the world maritime 
fleet. Although the current economic crisis is causing a high degree of uncertainty, it is 
expected that the capacity of the fleet will further increase in the short to medium term. 
This capacity increase, however, pertains in general to larger ships substituting older and 
smaller vessels. It is believed that this trend, together with some mitigating measures such 
as scrapping and lay-ups, will lead to a better balance between the demand for and supply 
of seafarers by the beginning or in the course of 2010. Nevertheless, in view of the cyclical 
nature of the maritime business, manning shortage will undoubtedly reappear as a major 
concern when the economy starts expanding again. 
 
The inland waterway transport (IWT) sector has seen a similar trend. In the IWT sector the 
demand for nautical personnel has increased. Unfortunately, it is unclear how far the labour 
markets can meet this demand. It is a fact, though, that the sector has been confronted by 
a growing shortage of qualified personnel. As with maritime transport, the demand for 
hired personnel is expected to decrease in the short to medium term as a consequence of 
the economic crisis. 
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Whereas the maritime transport sector is dominated by large and highly capital-intensive 
shipping companies, the IWT sector is composed mainly by independent ‘single-vessel-
operating’ family businesses with traditional family crews, supplemented by hired 
personnel. The crisis is having an impact on these businesses. The harder the market 
conditions, the less new entrepreneurs will be willing to start an IWT business. At the same 
time, some entrepreneurs will undoubtedly be facing financial problems. Many of them 
have made considerable investments in new ships and when freight rates are dropping, 
some IWT businesses will find themselves in a difficult position to bear the capital and 
running costs. Lower inflow into the profession and the disappearance of existing 
businesses will lead to a relative decline of the fleet expansion and a decreasing demand 
for hired personnel in the medium term.  
 
In the long run, this lower inflow will most likely lead to a renewed shortage of personnel. A 
lower inflow ‘now’ means that fewer people will obtain the qualifications to start their own 
IWT business ‘in the future’. 
 
Attractiveness 
People opt for a maritime career for a variety of reasons, e.g. personal interest and 
idealism, attractive remuneration and good career opportunities. Most of them, however, 
do not see their career at sea as a lifetime career. Although at present officers stay at sea 
for a longer period than in the past, most of them have returned ashore by the time they 
are 35. The decision to return ashore pertains mainly to shore-based career opportunities, 
mostly within the maritime cluster. In general, seafarers develop skills and qualifications 
that make them attractive to shore employers. A career at sea opens up positive career 
opportunities ashore that can better be matched with social and family life. 
 
The IWT sector shows a somewhat different picture. In this sector in particular, the family 
background determines the inflow into the profession, i.e. most IWT entrepreneurs have an 
IWT family background. However, fewer youngsters with an IWT family background are 
choosing a career in inland waterway transport as a consequence of its low compatibility 
with social and family life. But those who do choose a career as an IWT entrepreneur 
mainly see this as a choice for life. As mentioned, the less attractive market conditions will 
certainly impact on this.  
 
Among the hired crew members, the main reasons for returning ashore are again low 
compatibility with social and family life, but also high workloads and low wages.  
 
Qualifications, manning requirements and labour standards 
In maritime transport two international organisations deal with qualifications, manning 
requirements and labour standards. The International Maritime Organisation (IMO) mainly 
deals with developing international regulations, covering areas such as safety, 
environment, legal issues and security. Minimum qualification standards for maritime 
personnel have been set out at global level in the STCW Convention. General opinion of the 
STCW Code is very positive. The Code has been transposed into EU legislation through an 
EU directive. 
 
The STCW Code only deals with qualification requirements and thus not with minimum 
manning levels. This domain is covered by the SOLAS Convention. Without establishing 
fixed minimum manning levels, this Convention stipulates that administrations must require 
a sufficient number of seafarers on board ship to ensure that ships are operated safely and 
efficiently. 
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The International Labour Organisation (ILO) has laid down some minimum standards to 
ensure satisfactory conditions of employment for seafarers worldwide in the Maritime 
Labour Convention (MLC). The EU Council has adopted a decision1 authorising EU Member 
States to ratify this convention before 31 December 2010. Recently the EU social partners 
signed an agreement to transpose the provisions of the MLC into EU legislation through an 
EU directive. 
 
For inland waterway transport, different legal regimes apply. At EU level, no uniform 
professional qualification or harmonised minimum manning requirements exist so far. 
Instead, these issues are covered by the River Commissions and the national 
administrations. This lack of harmonisation is considered a problem by the industry’s 
stakeholders. There are also different regimes for the issue of boatmasters’ certificates. 
Other administrative problems regarding qualifications and manning requirements in the 
IWT sector relate to the fact that horizontal inflow into the profession is hampered and that 
the minimum requirements seem to be outdated as a result of technical improvements. 
 
Recommendations 
Five recommendations can be made to the European Parliament: 
• Harmonise data collection, both for maritime and inland waterway transport; 
• Stimulate the inflow into the profession in both sectors; 
• Reduce the outflow from the profession in the IWT sector; 
• Harmonise qualifications, manning requirements and certification in the IWT sector; 
• Enhance education in both sectors to better match the supply of and demand for 

seafarers. 

                                          
1  Council Decision of 7 June 2007, authorising Member States to ratify, in the interests of the European 

Community, the Maritime Labour Convention, 2006, of the International Labour Organisation (2007/431/EC). 
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INTRODUCTION 
 
As a result of economic and trade growth, both maritime and inland waterway transport 
volumes have experienced a steep increase in recent years. The high demand for transport 
services has triggered a growing demand for qualified nautical personnel. However, the 
labour markets have not been able to respond to this demand, leading to a shortage of 
qualified personnel in both transport sectors. 
 
Whilst the European Commission, together with the social partners, has already sought to 
address this problem, an enhanced initiative is needed. This study aims at providing 
background information regarding the causes of and possible solutions to this shortage. To 
attain a clear understanding of the causes of the shortage of qualified personnel, it is 
important to examine both the demand and supply sides. 
 
Since the demand for qualified personnel is a derived demand from transport services, 
Chapter 1 starts by mapping the structure of both sectors and the evolution that both 
sectors have undergone in recent years. This provides an insight into the factors that 
determine the demand for qualified personnel. Chapter 2 completes the picture by 
providing an overview of the current demand for nautical personnel. This demand is 
measured against the current supply, delivering a perspective on the actual shortage. 
Against the background of the current financial and economic crisis, this chapter also 
provides some estimates regarding how demand and supply of personnel could evolve in 
the short to medium term. 
 
Chapter 3 covers the determining factors of the supply side. Starting with the 
attractiveness of the profession in both sectors, Chapter 3 describes the reasons for 
choosing a nautical career, the reasons for continuing this career or for switching to a 
shore-based job. The second part of Chapter 3 covers the qualifications required to work on 
board and the manning requirements, both in the maritime and the inland waterway 
transport sectors. 
 
Finally, in Chapter 4 general conclusions are drawn and some recommendations are 
presented. 
 
Since the maritime transport sector has characteristics that differ from those of the inland 
waterway transport sector, the two sectors have been considered independently throughout 
this study. The available data has been complemented by qualitative information derived 
from interviews with stakeholders from both sectors.  
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1. STRUCTURE AND EVOLUTION OF THE MARITIME AND 
INLAND WATERWAY TRANSPORT SECTORS 

 

KEY FINDINGS 

• In maritime transport, the demand for seafaring personnel is determined by the 
capacity of the world merchant fleet. The fleet capacity is in turn a reaction to 
increasing or decreasing demand for maritime transport services. 

• As a result of world economic and trade growth, maritime transport has experienced 
a boom over the previous decades, resulting in massive investment in new capacity.  

• The current financial and economic crisis has led to a downturn. However, while 
demand for transport services is decreasing, a large number of new ships are still on 
order and the overcapacity of the maritime merchant fleet is becoming evident. 
Although scrapping rates of older ships are increasing, it is expected that this 
overcapacity will continue to rise in the coming years. 

• Whereas the maritime transport sector is dominated by large and highly capital-
intensive shipping companies, the inland waterway transport sector is dominated 
mainly by independent ‘single-vessel-operating’ family businesses with traditional 
family crews supplemented, when required, with hired personnel. 

• As has been the case with maritime transport, inland waterway transport has also 
increased greatly following the economic growth within the European Union. The 
high demand for transport services has led to a renewed fleet capacity increase 
during recent years, following a period of capacity reduction during the late 1990s 
and the beginning of this century. 

 
Before assessing the shortage of qualified personnel in maritime and inland waterway 
transport, it is important to initially consider the relationship between economic activity and 
the demand for transport services and the impact that this demand has on the fleets and 
the demand for nautical personnel. This impact is influenced by the structure of both 
sectors. Therefore, paragraph 1.1 covers the structure of the maritime transport sector and 
the relationship between economic activity, fleet capacity and demand for personnel. The 
evolution of the sector is also discussed. Meanwhile, paragraph 1.2 provides an overview of 
the structure, the evolution and the current situation of the inland waterway transport 
sector. 
 

1.1. The maritime transport sector 

1.1.1.  Structure of the maritime transport sector 

 
In the maritime transport sector, a link exists between economic activity and demand for 
transport services on the one hand and the fleet capacity and demand for qualified 
personnel on the other hand. This relationship is presented in figure 1.1. 
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Figure 1.1 Structure of the maritime transport market  
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Source: Buck Consultants International (2009) 
 
This figure shows a double relationship: 
• The extension or reduction of the fleet capacity is a reaction to the demand for shipping 

services as a result of world economic activity, and 
• The demand for qualified seafaring personnel is a derived demand resulting from fleet 

capacity extension or reduction.  
 
The maritime transport sector is dominated by (large) shipping companies playing a pivotal 
role in the sector. In a booming economy, the demand for shipping services is high. 
Consequently, the charter and freight rates are high. Shipowners attempt to maximise their 
profits by expanding their fleets. New vessels are ordered and scrapping of older ships is 
postponed. In a less booming economy, demand for shipping services decreases and freight 
rates decrease as a result of overcapacity. Shipowners react to this situation by reducing 
the fleet capacity in an attempt to find a better balance between supply and demand. 
Fewer or no new vessels are ordered, orders for new vessels are cancelled when penalties 
are not too high, scrapping rates of older ships increase and vessels are laid up. In this 
situation, the growth of the total capacity of the world merchant fleet stagnates or shrinks.  
 
Figure 1.1 also shows the impact on the demand for seagoing personnel. When the world 
fleet is expanding, the demand for qualified personnel increases. As was the case in the 
past five years, when demand for qualified personnel is high, tension exists on the labour 
market. Attractive financial conditions are provided to attract sufficient personnel and more 
youngsters choose a maritime career. They do this not only because of the attractive 
financial conditions, but also because of the good career opportunities (cf. Chapter 3). At 
the same time, more seafarers decide to stay longer at sea as the financial and professional 
conditions are difficult to match with shore-based positions. 
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However, when economic activity slows down, the demand for seagoing personnel 
decreases following the slowing down of demand for maritime services. This results in 
poorer financial and professional conditions. Whereas in times of high demand shipping 
companies can offer young officers fast tracks for promotion which makes the profession 
attractive, times of compressed demand mean the relatively young age of senior officers is 
an obstacle and consequently results in few opportunities for the promotion of junior 
officers. This situation is further amplified by the fact that demand for experienced nautical 
personnel in shore-based positions also decreases, limiting career opportunities on shore. 
This has an impact on the attractiveness of the profession and could reduce the inflow of 
youngsters.  

1.1.2. Evolution of maritime transport 

 
As a result of world economic and trade growth, maritime transport has displayed positive 
growth figures from 1985 onwards. This growth has been enabled by trade liberalisation, 
globalisation, outsourcing and higher transport productivity.  
 
Table 1.1 Development of international seaborne trade (for selected years, in 

millions of tonnes) 
 

Year Tanker cargo Dry cargo Total Yearly growth 
1980 1,871 1,833 3,704  
1985 1,459 1,923 3,382 - 1.8% 
1990 1,755 2,253 4,008 3.5% 
1995 2,049 2,602 4,651 3% 
2000 2,163 3,821 5,983 5.2% 
2005 2,422 4,678 7,109 3.5% 
2006 2,674 4,742 7,416 4.3% 

 

Source: UNCTAD (2007) 
 
The most recent figures suggest that maritime trade volumes will have exceeded 8 billion 
tonnes in 2007. Consequently, the demand for shipping services (measured in tonne-
miles2) has also witnessed strong growth (Table 1.2). 
 
Table 1.2 World seaborne trade in tonne-miles (for selected years, in billions of 

tonne-miles) 
 

Year Tanker cargo Dry Cargo Total Yearly growth 
1980 9,405 7,372 16,777  
1985 5,157 7,908 13,065 -4.9% 
1990 7,821 9,300 17,121 5.6% 
1995 9,170 11,018 20,188 3.4% 
2000 10,265 13,428 23,693 3.3% 
2005 11,749 17,345 29,094 4.2% 
2006 12,151 18,536 30,686 5.5% 

 

Source: UNCTAD (2007) 

                                          
2  Tonne-miles: a measure of freight transport performance on the basis of the weight of the goods transported, 

multiplied by the distance of the journey (expressed in miles). A similar measure is tonne-kilometres (or 
tonne-km). In this measure the weight is multiplied by the distance expressed in kilometres. 
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The growing demand for shipping services has led to major investment in the world fleet. 
As can be seen from Table 1.3, the capacity of the world merchant fleet has grown 
considerably from the 1990s onwards. Without any doubt the strongest growth has been 
witnessed in the container fleet. In absolute terms the dry bulk fleet has added the most 
capacity. Only the general cargo segment has seen a continuous capacity decrease3. 
 
Table 1.3 World fleet by vessel type (For selected years, in millions of DWT4) 
 

Year Oil 
tankers 

Dry bulk General 
cargo 

Container Other Total Yearly 
growth 

1980 339 186 116 11 31 683  
1985 261 232 106 20 45 664 -0.6% 
1990 246 235 103 26 49 659 -0.2% 
1995 268 262 104 44 58 736 2.2% 
2000 282 276 101 64 75 798 1.6% 
2005 336 321 92 98 49 896 2.3% 
2008 408 391 105 145 69 1,118 7.7% 

 

Source: UNCTAD (2008) 
 
Recent figures from UNCTAD indicate that the world merchant fleet continued to expand at 
the beginning of 2008 by an impressive 7.7% per year, reaching a total capacity of nearly 
1.118 billion dwt. The expansion of the fleet has manifested itself in two ways: 
 

• The high demand for shipping services has resulted in a large number of new ships 
that have entered the markets and low scrapping rates, and 

• At the same time, the average capacity of these new ships has grown. This scale 
increase is witnessed in almost all maritime segments but, especially, in the 
container and dry bulk fleet. Larger ships produce economies of scale and thus lower 
costs per TEU5 or tonne carried. Since the 1990s a container vessel has grown from 
an average of 4,000 TEU to 8,000 TEU. Currently, vessels from an average of 
13,000 to 14,000 TEU are being introduced. In the dry bulk fleet it can be noted 
that the vast majority of the capacity on order is situated in the capsize segment (+ 
120,000 dwt). 

 
Figure 1.2 displays the relationship between demand for and supply of shipping services. 
Whereas the demand for transport services increased from 1985 onwards, the capacity of 
the fleet only started increasing again in the 1990s. This delay can largely be explained by 
the time required for the construction of ships, which can amount to several years. When 
demand for maritime transport services increases, massive investments in new capacity are 
made which enter the market some years later (i.e. after construction). On the other hand, 
when demand drops, new ships are still under construction and will go on entering the 
market, even when the demand is decreasing. 
 
 
 

                                          
3  Containerisation has gained a substantial share of the total general cargo markets. Commodities that previously 

were shipped as conventional general cargo have been enclosed in containers. As a result, general cargo has 
lost quite a bit of market share over the last few decades. 

4  DWT: Deadweight tonnage: term used in shipping to indicate the all-up weight of the cargo, equipment, fuel, 
provisions, water and spare parts of a ship when loaded to the maximum draught. 

5  TEU: Twenty-feet equivalent unit: term used in container shipping as an indication for the ISO standards of a 
container or as an indication for the load capacity of a container ship. 
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Figure 1.2 Comparison between demand for and supply of transport services 
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Source: UNCTAD 
 
In view of the fact that the world economy and maritime trade follow a cyclical pattern, 
demand for seafarers does the same. Periods of shortage of personnel alternate with 
periods of high job demand and unemployment.  
 
Figure 1.3 shows the relationship between demand for maritime services, fleet capacity and 
demand for seafarers. The latter is a derived demand of fleet capacity, which in turn is a 
derived demand of the demand for shipping services.  
 
As already mentioned, due to the fact that it takes several years to add new fleet capacity 
to an expanding maritime market and to decrease capacity in a shrinking market, an 
asynchronous relationship exists between maritime trade, fleet capacity and the labour 
market. This double asynchronicity causes substantial friction costs for the maritime 
industries as a whole and the individual seafarers.  
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Figure 1.3 Relation between demand for and supply of transport services and 

demand for seafaring personnel 
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Source: Buck Consultants International (2009) 
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1.1.3. Current situation of the maritime transport sector 

 
The recent economic and financial crisis confirms past trends. While demand for transport 
services is dropping as a result of the slowdown of economic activity, previously ordered 
ships continue to enter the market. A recent survey by Clarkson Research showed that in 
December 2008 approximately 9,750 ships were still on order or under construction, 
equalling 584 million DWT of new capacity (or half the capacity of the actual fleet) to enter 
the market within the next years. At the same time, scrapping rates of older ships are also 
increasing. It is, however, very doubtful that scrapping of older vessels will compensate for 
the massive investment in new (and bigger) ships. This leads to a conflicting situation in 
which demand drops yet supply continues to increase, leading to an overcapacity of the 
fleet.  
 
Newbuilding orders have come to a halt during recent months and the share of the laid-up 
fleet is growing (see Textbox 1). 
 

Textbox 1 Negotiations with shipyards to postpone delivery of new ships 
 
The number of laid-up container ships is currently higher than ever before and is still increasing day 
by day. According to AXS-alphaliner the idle containership fleet stood at 303 ships equalling some 
800,000 TEU at the beginning of February 2009. This capacity represents about 6.5% of the world 
cellular fleet. Three months earlier, at the end of October 2008, the idle fleet only stood at 70 ships 
with a total capacity of 150,000 TEU.  
 
At the beginning of February 2009, the cellular ship order book had fallen to 1,147 ships, equalling 
6.1 million TEU for delivery during the upcoming years. Although the capacity on order still represents 
49% of the existing fleet, it is the lowest level during the past 16 months. Not a single container ship 
was ordered during the four-month period between October 2008 and February 2009. This had not 
previously occurred for at least two decades.  
 
At least 120,000 TEU will be scrapped in 2009, but nevertheless the total capacity of the fleet will 
increase by about 14%. Capacity will further increase in 2010 and 2011 with some 12% per year as a 
result of placed orders. The only way to slow down this fast growth is to cancel new orders or 
postpone delivery of new ships. Analysts expect that the decrease in demand for shipping services 
will last at least two years. However, many shipyards to date refuse to negotiate new delivery times. 
 

Sources: De Schuttevaar, 7 February 2009 and AXS-Alphaliner Weekly News, week 2009/5 
 

 
Whereas only one year ago very optimistic trade forecasts were published, they have now 
been outdated by the financial and economic crisis. This crisis has delivered shockwaves to 
the transport sector and it is proving to be very difficult to make reliable forecasts. Analysts 
predict that the downward trend in demand for shipping services will last for two to three 
years, followed by a renewed demand from 2012 onwards. They also warn that the gap 
between supply and demand is becoming so high that it will take many years to reach a 
new balance. In fact, much will depend on whether newbuilding orders can be cancelled or 
delayed in order to slow down the increase of the fleet capacity. The impact of these 
economic fluctuations on the demand for qualified maritime personnel will be examined in 
Chapter 2. 
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1.2. The inland waterway transport sector 

1.2.1. Structure of the IWT sector 

 
As for maritime transport, the demand for inland waterway transport services is a derived 
demand resulting from economic activity, as presented in Figure 1.4. However, differences 
can be observed between the structures of the maritime and the IWT transport sectors.  
 
Figure 1.4 Structure of the inland waterway transport market  
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Source: Buck Consultants International (2009) 
 
The business fundamentals of the IWT sector are different from those of the maritime 
sector. Whereas the maritime industry is mainly composed of large and highly capital-
intensive shipping companies (often operating at a global level) with their own fleets that 
are 100% manned by hired crew members, a clear trend can be distinguished in Western 
Europe in which large IWT-operators are converting into logistics service-providers. The 
actual transport hauls are carried out by subcontractors and in most cases these 
subcontractors are ‘single-vessel-operating’ family businesses. The latter form by far the 
majority of the enterprises of the EU Member States with the largest IWT-sectors6.  
 
 
                                          
6  Undoubtedly the most comprehensive assessment of IWT in the EU is the PINE Report of 2004 (Prospects for 

Inland Navigation within the enlarged Europe) by Buck Consultants International, Progtrans, VBD and Via 
Donau. The PINE Report mentions a share of one-vessel owning enterprises that exceeds 70% in most Member 
States. For some important IWT countries, such as Germany and Belgium, this share even amounts to 80%. 
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In general four traditional types of family businesses can be distinguished: 
• In the first type of family business, the crew is composed of a husband and wife who 

own the vessel. Depending upon the vessel size and the exploitation mode, the crew 
might be supplemented by either other family members (in most cases the children) or 
by hired personnel. However, this type of family business is gradually losing 
significance. 

• In another category of family business the husband travels with a hired crew, while his 
wife stays on land. This organisation shows a better compatibility with family life, 
especially when school-age children are involved. This type of business entails higher 
costs. In addition to investing in a vessel, personnel costs and housing for the land- 
based family also have to be factored in. In many cases this second type is a further 
evolution of type 1.  

• The third category concerns businesses in which several skippers / owners together 
exploit a vessel with the help of a hired crew. This organisation offers some benefits. On 
the one hand it guarantees an improved compatibility with family life and on the other 
hand it makes the investment in the vessel more feasible since the financial risk is 
divided between several owners. 

• A final category concerns ‘multi-vessel-operating’ family businesses. Both husband and 
wife stay on land managing the family business while the ships are 100% manned with 
hired crews. 

 
Although many variations exist, these four types are the most common in the EU. It 
becomes clear that also among the crews, two categories of crew members can be 
distinguished: 
• a category of independent crew members (mostly skippers), and 
• a category of hired crew members. 
 
Another difference between the maritime transport sector and the IWT sector deals with 
the exploitation of the ships. Whereas in the maritime transport sector by far the majority 
of the ships sails under a 24h / 24h mode, three common exploitation modes exist at EU 
level for inland waterway transport7. Exploitation Mode A1 allows ships to navigate a 
maximum 14 hours per day. Meanwhile, under Exploitation Mode A2 ships are allowed to 
navigate a maximum 18 hours per day. Finally, Exploitation Mode B allows for 24 hour 
navigation. The manning requirements are determined by the exploitation mode and the 
vessel size. In general, the more a ship sails or the bigger the ship, the more personnel 
required. 
 
When demand for IWT transport services is high, freight rates are also high, stimulating 
people to start a business as an IWT entrepreneur and invest in their own ship. A high 
demand for transport services can also convince entrepreneurs to change the exploitation 
mode from A1 to A2 or B or from A2 to B. Both incentives thus lead to an increase in the 
capacity of the fleet and a higher demand for personnel. 

1.2.2. Evolution of inland waterway transport 

 
The demand for the land transport modes in the EU-27, i.e. road, rail, inland waterways 
and pipelines, added up to 2,596 billion tonne-km in 2006. Road transport accounted for 
72.7% of this total, rail transport for 16.7% and inland waterway transport for 5.3%. 

                                          
7  These exploitation modes are set out by the CCNR in Chapter 23 of Inspection Regulations for Vessels 

Navigating on the Rhine”. This chapter deals with the manning requirements for ships navigating on the Rhine.  

 23 



Policy Department B: Structural and Cohesion Policies 
 

The amount of goods transported by inland waterway increased from 121 billion tonne-km8 
in 1995 to 138 billion tonne-km in 2006, but its share in the modal split is not increasing. 
With an average yearly growth rate of 1.2% inland waterway transport is clearly lagging 
behind the average growth rate of 2.82% of the total freight transport of the four land 
modes in the EU-27 (Table 1.4). The share of inland waterway transport in the modal split 
at EU level decreased from 6.33% in 1995 to 5.32% in 2006.  
 
Table 1.4 Freight transport in the EU-27 (performance by mode, in billion tonne-

kilometres) 
 

Year Road Rail Inland 
waterways 

Pipelines Total % share of 
IWT in the 

total 
1995 1,289 386 121 115 1,911 6.33% 
1996 1,303 392 118 119 1,932 6.11% 
1997 1,352 409 126 118 2,005 6.28% 
1998 1,414 392 130 125 2,061 6.31% 
1999 1,470 383 127 124 2,104 6.04% 
2000 1,519 401 133 126 2,179 6.10% 
2001 1,556 385 132 132 2,205 5.99% 
2002 1,606 382 132 128 2,248 5.87% 
2003 1,625 391 123 130 2,269 5.42% 
2004 1,747 413 136 131 2,427 5.60% 
2005 1,800 413 138 136 2,487 5.55% 
2006 1,888 435 138 135 2,596 5.32% 

% total 
growth 

46.47% 12.69% 14.05% 17.39% 35.85%  

% yearly 
growth 

3.53% 1.09% 1.20% 1.47% 2.82%  

 

Source: CCNR and DG TREN, Market observation for inland navigation in Europe (2007) 
 
At European level, there are a total of four main IWT routes (Figure 1.5):  
 

• The most important route with over 63% of the total volume transported by IWT in 
Europe is without question the Rhine route.  

• The North-South route between the Netherlands, Belgium and France is the second 
most important IWT route with a share of some 15% of the volume.  

• The Main-Danube route represents about 10%.  
 
These three routes account for over 88% of the total IWT volume in the EU. The Member 
States involved are the Netherlands, Belgium, France, Germany, Austria, Hungary, 
Slovakia, Romania and Bulgaria. 
 

• The fourth main IWT route is the East-West route in Germany, linking Eastern 
Europe and the North Sea ports to the Ruhr area, representing slightly more than 
4% of the volume. This route is mainly based on trade between the Ruhr region and 
the area between Berlin and the Elbe and on the river traffic for trade with the 
German seaports. The Member States involved are Germany, Poland and the Czech 
Republic.  

                                          
8 Tonne-kilometres. 
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There are smaller IWT routes on the Rhone, connecting the port of Marseille to the French 
hinterland, and the Po in the north of Italy. 
 
Figure 1.5 Main IWT routes in Europe 
 

 
 

Source: Buck Consultants International (2009), based on CCNR and DG TREN (2007) 
 
Table 1.5 provides an overview of the performance of freight transport by inland waterway 
for the different Member States of the European Union, measured in tonne-km. From this 
table it becomes clear that the main IWT-using Member States in tonne-km are (in 
descending order) Germany, The Netherlands, France, Belgium and Romania with a share 
of nearly 96% of the total IWT performance in the EU. Smaller IWT member states are 
Hungary, Austria, Bulgaria, Luxembourg, Poland, the United Kingdom, Slovakia, Italy and 
Finland with a total share of some 4%. 
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Table 1.5 Performance of freight transport by inland waterway per Member 
State (in billion tonne-km) 

 

 1995 2000 2006 National share (2006) 

Austria 2.0 2.4 1.8 1.30% 
Belgium 5.7 7.2 8.9 6.45% 
Bulgaria 0..5 0.3 0.8 0.58% 
Cyprus - - - - 
Czech Republic 0.1 0.1 0.0 - 
Denmark - - - - 
Estonia - - - - 
Finland 0.1 0.1 0.1 0.07% 
France 6.6 9.1 9.0 6.52% 
Germany 64.0 66.5 64.0 46.38% 
Greece - - - - 
Hungary 1.2 0.9 1.9 1.38% 
Ireland - - - - 
Italy 0.1 0.2 0.1 0.07% 
Latvia - - - - 
Lithuania - - - - 
Luxembourg 0.3 0.4 0.4 0.29% 
Malta - - - - 
Netherlands 35.5 41.3 42.3 30.65% 
Poland 0.9 1.2 0.3 0.22% 
Portugal - - - - 
Romania 3.1 2.6 8.2 5.94% 
Slovakia 0.1 0.1 0.1 0.07% 
Slovenia - - - - 
Spain - - - - 
Sweden - - - - 
United Kingdom 0.2 0.2 0.2 0.14% 
EU-27 120.5 132.6 138.0 100% 

 

Source: CCNR and DG TREN, Market observation for inland navigation in Europe (2007) 
 

1.2.3. Current situation of the inland waterway transport sector 

 
The current situation of the IWT sector is one where the high demand for transport services 
has led to a capacity increase, especially for the larger vessels. This increase follows a 
period of capacity reduction during the late 1990s. Hundreds of new inland vessels have 
entered the market and an unknown number remain on order. Although no figures are 
available, it is believed that shipyards have full order books until 2010. 
 
Until recently, the transport market could easily absorb this additional capacity, but the 
limits are expected to be reached within the short to medium term since inland waterway 
transport can only reach parts of the markets, depending on the availability of the inland 
waterways network and capacity.  
 
At present, the impact of the economic and financial crisis is affecting the IWT market. 
Many IWT entrepreneurs and enterprises are facing an average compression of freight rates 
of more than 25% - 50%. On some routes the freight rates offered do not even allow for 
break-even exploitation. 
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2. EMPLOYMENT SITUATION IN MARITIME AND INLAND 
WATERWAY TRANSPORT 

 

KEY FINDINGS 

• It is very difficult to provide a consistent overview of the current employment 
situation in the maritime transport sector. Estimates indicate that the global demand 
for officers has increased by 12% since 2005, reaching a total demand of 533,000 
officers in 2008. Over the same period, the global supply of seafarers has increased 
by 7% to nearly 499,000 officers in 2008. The shortage of officers in 2008 is 
estimated at 34,000. The same estimates point to an oversupply of 135,000 ratings 
in 2005. 

• At EU level, a geographical imbalance exists between demand for and supply of 
seafarers (both officers and ratings). Whereas some Western European Member 
States require large numbers of seafarers, their local labour markets do not meet 
this demand. Some Eastern European Member States show the opposite picture.  

• The current economic crisis is causing a high degree of uncertainty. It is expected 
that the capacity of the fleet will further increase in the short to medium term. As a 
result of mitigating measures such as scrapping and lay ups, a better balance 
between demand and supply of seafarers will be reached. 

• Recently, the demand for nautical personnel in the IWT sector has increased.  
Unfortunately, it is unclear how far the labour markets can meet this demand. The 
sector has witnessed a growing shortage of qualified personnel, which has partially 
been solved by hiring crew members from Eastern European Member States. Of 
late, Philippine nationals have also been hired. 

• It is expected that the demand for hired personnel in the IWT sector will decrease in 
the short to medium term as a consequence of the economic crisis. 

 
The previous chapter dealt with the structure of both the maritime and the inland waterway 
transport sectors and the evolution of these sectors. This chapter covers the question of 
how the evolution within the two sectors has influenced and will continue to influence the 
demand for qualified personnel.  
 

2.1. Employment situation in maritime transport 

2.1.1. Data collection 

 
It is difficult to provide an overview of the current employment situation in the maritime 
sector due to its worldwide scope and the specific and complex characteristics of the 
shipping industry. As maritime transport is a worldwide economic activity, so too is 
maritime employment. This confronts us with the problem of either unavailable or 
unreliable data of some flag states9, which is often further complicated by a lack of 

                                          
9  Flag State refers to the authority under which a country exercises regulatory control over the commercial 

vessel which is registered under its flag. This involves the inspection, certification, and issuance of safety and 
pollution prevention documents. 
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transparency over ship ownership and control10. Currently, approximately 67% of the 
world’s merchant fleet measured in tonnage is registered under the so-called flags of 
convenience11 or “open registries”. The success of these open registries lies in the fact that 
the country of registration determines the laws under which the ship is required to operate 
and to be applied in relevant admiralty cases. Often this is translated in cheaper 
registration fees, lower taxes and lower wage scales. Countries such as Panama and Liberia 
for example have a large ships’ register but only a small degree of ownership.   
 
The complexity pertaining to registers and flagging strategies of shipowners is well 
illustrated by the Belgian Ships’ register (Textbox 2). 
 

Textbox 2 The Belgian Maritime Register 
 
A number of tax measures taken by the Belgian authorities in the framework of the EU State Aid 
Guidelines have turned the Belgian ships’ register into a competitive one vis-à-vis other registers. The 
programme laws of 2 August 2002 and 27 December 2004 provide for a series of tax measures in 
support of companies running maritime operations. Among the provisions is the lump-sum profit 
setting (i.e. the so-called tonnage tax system), which is already in force in several EU states.  
 
These measures have led to an increasing attractiveness of the Belgian ships’ register. Whereas the 
majority of the Belgian merchant fleet was flying the Luxembourg flag before 2004, Belgian ship 
owners decided to flag in their ships. On 1 January 2003, the Belgian controlled fleet consisted of 153 
ships with a total capacity of nearly 6.2 million DWT of which 97.27% were flying a foreign flag. At 
the beginning of 2008 this situation had completely changed. On 1 December 2008, the Belgian 
controlled fleet counted 233 ships with a total capacity of nearly 12.2 million DWT of which over 50% 
were flying the national flag again. Unsurprisingly employment figures have seen a similar evolution, 
from 990 seafarers in 2003 to 3,236 seafarers in 2008 (representing an increase of 327% in five 
years’ time). This clearly indicates that the maritime cluster in Belgium was much stronger than 
presented in the 2003 figures. 
 

Sources: Peter Verstuyft, Director, Royal Belgian Shipowners’ Association and UNCTAD, 2003 and 2008 
 
The lack of centralised and harmonised data collection poses problems. In fact, all data 
regarding current employment in the maritime industry and the additional number of 
seafarers required in the coming years are based on either incomplete or fragmented data. 
 
The BIMCO/ISF Five-yearly Manning Updates12 are considered to be the most 
comprehensive assessment of global supply and demand of seafarers on merchant ships. 
The last Bimco report of 2005 was used as the basis for the Drewry/PAL 2008 Annual 
Report on Manning13 which focuses ‘on the present recorded availability of seafarers and 
the question of whether sufficient numbers will be available to meet predicted future 
needs’.  

                                          
10  The controlled fleet of a country indicates where the true controlling interest (i.e. parent company) of the 

fleet is located, whatever the flag state might be.  
11  Flags of convenience refers to countries where large numbers of ships are registered owned by non-nationals 

due to laxer regulation and/or lower cost. The International Transport Workers’ Federation currently lists the 
following flags as FOCs: Antigua and Barbuda, Bahamas, Barbados, Belize, Bermuda, Bolivia, Burma, 
Cambodia, Cayman Islands, Comoros, Cyprus, Equatorial Guinea, French International Ship Register (FIS), 
German International Ship Register (GIS), Georgia, Gibraltar, Honduras, Jamaica, Lebanon, Liberia, Malta, 
Marshall Islands, Mauritius, Mongolia, Netherlands Antilles, North Korea, Panama, Sao Tome and Principe, St 
Vincent, Sri Lanka, Tonga and Vanuatu. 

12  BIMCO/ISF, Manpower 2005 Update, The worldwide demand for and supply of seafarers, December 2005. 
13  Drewry Shipping Consultants, Manning 2008, Annual Report, May 2008. 
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2.1.2. Current demand for seafaring personnel 

 
As mentioned, a link exists between the capacity of the fleet and the demand for seagoing 
personnel. According to UNCTAD figures, the world merchant fleet reached nearly 1.12 
billion DWT at the beginning of 2008. Drewry estimated the global demand for officers at 
533,000 in 2008. This is an increase of nearly 12% compared to the estimated officers 
demand in the 2005 BIMCO report and even 26.9% compared to the year 2000 when the 
demand for officers stood at approximately 420,000. Over the same period, the fleet 
capacity increased respectively by 24.78% between 2005 and 2008 and 40% between 
2000 and 200814. The demand for ratings has been estimated at 586,000 in 2005. 

nfortunately no reliable figures regarding the evolution in the demand for ratings are 

tries, 11 of which 
re EU Member States. The latter, together with the corresponding capacities, are listed in 

ies with a leading position in fleet ownership. For 
e countries for which a time series could be composed, the evolution of employment on 

 
able 2.1 EU countries with th controlled fleets, as at 1 January 2008, 

in descen weight tonn

U
available.15 
 
Over 95% of the total fleet capacity is owned by nationals of just 35 coun
a
Table 2.1. The full list of the 35 countries has been enclosed in Annex 1. 
 
Table 2.2 shows the employment situation of seafarers under the national flag of some 
selected EU Member States. Data for these countries was collected by putting questions to 
the responsible national departments. The latter were asked to provide the number of 
employees (officers and ratings) on merchant ships under the national flag. The queries 
also covered the ratio between national and foreign employment. It has not been possible 
to compose a time series for all EU countr
th
merchant ships is presented in Table 2.2. 

T e largest 
ding order of deadranked age 

 
Number sse of ve ls D eight tonnage eadw

World 
rank 

Country of 
ownership National 

flag 
Foreign 

flag 
Total 

National 
flag 

Foreign 
flag 

Total 

Total as 
% of 
world 

total DWT 
                  

1 Greece 736 2,379 3  ,115 55,766,365 118,804,106 174,570,471 16.81% 

3 Germany 404 2,804 3,208 14,588,066 79,634,721 94,222,787 9.07% 

10 Denmark 317 544 861 10,466,920 16,967,723 27,434,643 2.64% 

12 United Kingdom 394 482 876 10,479,296 15,522,244 26,001,540 2,.50% 

15 Italy 559 214 773 11,419,633 6,320,035 17,739,668 1.71% 

19 Belgium 87 146 233 6,087,051 6,067,624 12,154,675 1.17% 

23 Netherlands 503 259 762 4,136,349 4,499,185 8,635,534 0.83% 

24 Cyprus 111 144 255 2,828,540 4,484,942 7,313,482 0.70% 

26 Sweden 154 211 365 1,758,402 5,159,712 6,918,114 0.67% 

France 182 176 358 3,036,041 3,490,150 6,526,191 0.63% 27 

192 382 1,422,3030 190 9 3,075,812 4,498,121 043% Spain 
  16,798 19,515 36,313 342,662,755 695,633,834 1,038,296,589 100% World total 
 

Source: UNCTAD (2008) 

                                          
14  The difference in growth rates between officer demand and fleet capacity mainly stems from the fact that the 

increase in fleet capacity is a result of both more and bigger ships, whereas the increasing demand for officers 
is mainly determined by the number of ships only. 

15  The demand for shore personnel in the maritime cluster is a multiple of the demand for seafaring personnel. In 
a recent study ordered by the European Commission, Directorate-General for Maritime Affairs and Fisheries 
(The role of maritime clusters to enhance the strength and development in European maritime sectors, 2009), 
the total employment in the European maritime sectors was estimated at about 4.78 million jobs.  
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Table 2.2 Evolution of employment in maritime transport for selected countries 
 

Country 2000 
% % 

2001 2002 2003 2004 2005 2006 2007 share change  
Greece 29, 5 38 - 32, 6 92 - - 30, 0 92 - - - 5.  22

National - - - - - - - - - - 

Foreign - - - - - - - - - - 

any 14,108 14,487 13,380 12,624 12,770 14,886 15,090 15,568 100.0% 10.Germ 35% 

National 9,807 9,851 9,529 9,368 9,175 9,517 9,748 9,738 62.6%  

Foreign 4,301 4,636 3,851 3,256 3,595 5,369 5,342 5,830 37.4%  

ark 8,628 8,261 8,271 8,104 8,304 8,622 9,727 10,195 100.0% 18.Denm 16% 

National 5,726 5,316 5,565 5,230 5,183 5,289 5,791 5,719 56.1%  

Foreign 2,902 2,945 2,706 2,874 3,121 3,333 3,938 4,476 43.9%  

United 26,301 19,695 23,552 27,031 25,135 24,026 25,729 23,995 100.0% -8.76 

Kingdom 
National - - - - - 13,310 14,165 10,571 44.1%  

Foreign - - - - - 10,716 11,564 13,424 55.9%  

38,500 38,600 38,800 39,245 40,230 38,450 41,004 43,535 100.0% 13.Italy 08% 

National 25,500 25,800 26,200 27,245 28,730 27,450 30,504 33,535 77.0%  

Foreign 13,000 12,800 12,600 1  2,000 11,500 11,000 10,500 10,000 23.  0%  

Belgium 1, 6 26 1, 3 12 1, 0 05 990 1,  785 2, 3 26 2, 7 37 2, 6 76 - 118 % .48

National - - - - - - - - - - 

Foreign - - - - - - - - - - 

Netherlands 6, 0 60 6, 0 80 7, 0 10 6,  300 5,  700 5, 0 50 6, 0 60 7, 0 00 - 6.06% 

National - - - - - - - - - - 

Foreign - - - - - - - - - - 

France 9, 8 42 9, 5 31 9, 7 79 9,  740 10, 6 01 9, 1 75   - 3.43% 

National - - - - - - - - - - 

Foreign - - - - - - - - - - 
 

Source: ISL (2009), based on statistical data of n stitutions16 and ECOTEC Research and Consulting 
(2006) 

f their own 
seafarers on board vessels in national registers decrease over the last decade.  

.1.3. Current supply of seafaring personnel 

                                         

ational in

 
With the exception of the United Kingdom, all countries show a positive evolution in the 
employment of seafarers, corresponding to the findings of Drewry and BIMCO. Although the 
information is very fragmented and far from complete, it can also be noted that some 
countries like Germany, Denmark and the United Kingdom saw the share o

2

 
In its 2008 report, Drewry estimated the global seagoing manpower supply at 498,800 
officers and 747,400 ratings. This is an increase of 4.9% compared to the 2005 BIMCO 
update. A detailed overview of these estimations is given in Annex 2. The global demand 

 
16  The fragmented data for Greece was retrieved from the ‘Main report on employment trends in all sectors 

related to the sea or using sea resources’, commissioned by the European Commission DG Fisheries and 
Maritime Affairs. The German figures were obtained from the German Federal Statistical Office (Statistisches 
Bundesamt, Verkehr – Schifffahrt). The statistical data for Denmark comes from the Head of Documentation of 
the Danish Maritime Authority, Mr Gunnar Lenzing. For the United Kingdom the statistical data for the period 
2005-2007 was provided by the Chamber of Shipping and is extracted from the UK Seafarers Statistics. For the 
period 2000-2004 the figures have been retrieved from the ‘UK Seafarers Analysis 2004‘. Italian figures were 
obtained from FIT Maritimi. The figures for Belgium come from the Social Security Institution for Employees in 
Maritime Transport and are supplemented by information from the Royal Belgium Shipowners’ association. The 
Dutch figures originate from the Netherlands National Statistical Office. Finally, for France the statistical data 
was collected from the French Department of Employment. 
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for officers stood at 533,000, which equals a worldwide shortage of some 34,000 officers in 

Figure 2.1 Supply and demand of officers 
 

2008 (figure 2.1).  
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Sources: BIMCO / ISF (2005) and Drewry (2008) 
 
When it comes to the supply of ratings, however, a continuous oversupply has been 
recorded. In the ‘2005 Manpower Update’ of BIMCO / ISF the global supply was estimated 
at 721,000 ratings. The ratings demand was estimated at 586,000, which leads to an 
estimated oversupply of 135,000 ratings in 2005. This oversupply is estimated to increase 
to 167,000 by 2015. The report further states that there are serious doubts about the 
qualifications of large numbers of ratings. Nevertheless it can be concluded from these 
gures that the manpower potential for ratings is far less tense than for officers. Therefore, 

opean and Mediterranean countries 
(Turkey, Ukraine, Russia, Greece, Italy and Croatia) can be noted. At EU level only Greece 
and Italy play a role as major suppliers of seafarers.  

fi
focus will mainly be placed on the supply of officers.  
 
When looking at the 15 main supplying countries of seafarers (both officers and ratings) in 
Figure 2.2, a clear predominance of some Asian countries (China, Philippines, India, 
Indonesia and Myanmar), followed by Eastern Eur
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Figure 2.2 Main supplying countries of seafarers (officers and ratings) 
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Source: Drewry / PAL (2008) 

 
China and the Philippines are the largest suppliers of officers (Figure 2.3). However, 
Eastern European and Mediterranean countries have a comparatively higher weight 
compared with the total supply of seafarers.  
 
 
Figure 2.3 Main supplying countries of officers 
 

0 10.000 20.000 30.000 40.000 50.000 60.000

Poland

Romania

Myanmar

Vietnam

Italy

Japan

United Kingdom

Croatia

Greece

Russia

India

Turkey

Ukraine

Philippines

China

 
Source: Drewry / PAL (2008) 

 
The main supplying countries of officers and ratings at EU level are listed in Table 2.3. The 
officers’ supply of this group of EU Member States is estimated at 97,100 or nearly 20% of 
the global supply. The supply of ratings is estimated at 81,900 or 11% of the total. The EU 
therefore takes a relatively stronger position in the higher job profiles. The supply of both 
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officers and ratings has increased, by 8.1% and 8.5% respectively, compared to 2005. It 
has to be noted, however, that maritime countries like France, Belgium and Portugal are 
not mentioned in the estimates, resulting in an underestimation of the real supply figures.  
 
Table 2.3 Main EU supplying countries for seafarers 
 

Supply 
country 

Officer 
numbers  

Supply 
country 

Rating 
numbers  

Supply 
country 

Officers & 
ratings 

         
Greece 17,000 Italy 18,000 Greece 32,000 
UK 15,400 Greece 15,000 Italy 30,000 
Italy 12,000 Sweden 8,000 UK 20,400 
Poland 8,700 Latvia 7,800 Romania 14,900 
Romania 8,700 Romania 6,200 Latvia 14,500 
Latvia 6,700 Spain 5,500 Poland 13,400 
Germany 6,700 UK 5,000 Sweden 13,000 
Denmark 6,000 Poland 4,700 Denmark 10,600 
Sweden 5,000 Denmark 4,600 Spain 10,000 
Spain 4,500 Bulgaria 3,200 Germany 9,700 
Netherlands 3,600 Germany 3,000 Bulgaria 6,000 
Bulgaria 2,800 Netherlands 900 Netherlands 4,500 
 

Source: Drewry Shipping Consultants (2008) 
 
This table confirms that the most important supplying countries at EU level are mainly 
located in the Mediterranean, Eastern European and Baltic regions. Western European 
Member States are only smaller supplying countries. A comparison between the EU 
countries with the largest controlled fleets and the main EU supplying countries of seafarers 
reveals an interesting conclusion, i.e. that demand for and supply of seafarers is 
geographically unbalanced, as we have already seen (Table 2.4). 
 
 
Table 2.4 Comparison between demanding and supplying countries 
 
Demanding 
countries 

Fleet capacity 
(million DWT) 

Supplying 
countries 

Number of 
seafarers 

    
Greece 174.57 Greece 32,000 
Germany 94.22 Italy 30,000 
Denmark 27.43 UK 20,400 
UK 26.01 Romania 14,900 
Italy 17.74 Latvia 14,500 
Belgium 12.15 Poland 13,400 
Netherlands 8.64 Sweden 13,000 
Cyprus 7.31 Denmark 10,600 
Sweden 6.92 Spain 10,000 
France 6.53 Germany 9,700 
Spain 4.50 Bulgaria 6,000 
  Netherlands 4,500 
 

Source: Buck Consultants International (2009), based on UNCTAD (2008) and Drewry (2008) 
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Table 2.4 shows a geographical imbalance at EU level between demand for and supply of 
seafarers. Whereas some Western European Member States such as Germany, Denmark, 
Belgium, the Netherlands and France control major shares of the world fleet, their local 
labour markets do not supply sufficient numbers of seafarers. Some Eastern European 
Member States, on the other hand, supply large numbers of seafarers that cannot be 
absorbed by the locally controlled fleets.  
 
In the course of this study, several shipping companies were interviewed to obtain an 
insight in to day to day manning strategies (see Textboxes 3 and 4). 
 

 

Textbox 3  Extract from an interview with Exmar Shipmanagement 
 
Exmar Shipmanagement is a 100% subsidiary of Exmar, a Belgian shipping company with an owned 
fleet of 25 liquid bulk ships, all under the Belgian flag. The main activities of Exmar Shipmanagement 
are: 
• recruitment of seafaring personnel for the Exmar fleet, but also for third parties, and 
• technical management of ships (certification, spare parts, …).  
 
Currently, Exmar Shipmanagement has some 500 officers and 500 ratings on its payroll. Most officers 
have Belgian nationality. Among the ratings are many people from the Philippines who are recruited 
by manning agents. Other nationalities among the group of ratings are Trinidad & Tobago, Ukraine, 
Croatia, Jamaica and, albeit to a lesser extent, also Poland. Ratings from other countries such as 
China and Vietnam are rather limited. For these nationalities, language skills especially represent a 
barrier.  
 
Exmar Shipmanagement has a proactive method of recruiting officers. They work together with 
several maritime academies by offering internships. In doing so they are able to attract sufficient 
junior officers. Nevertheless, staff turnover has become a problem as a result of the high demand for 
qualified personnel. Officers are employed on an equal-term basis, which means that they spend 
equal periods of time on board and ashore. 
 

Interview with Capt. C. Maerten, Director Crewing Operations 
 

 
 

 

Textbox 4  Extract from an interview with CMA-CGM 
 
CMA-CGM is ranked number three in world container shipping. The group controls a fleet of more 
than 400 container ships with a total capacity of nearly 1 million TEU. 25% of the fleet is fully owned 
and flies various flags. The other 75% of the fleet are time charters. As a result of the fast growth of 
the company and the fleet, there is a continuous need for new officers and ratings. 
 
Recruitment of crews only involves the 110 owned vessels. The company has a payroll of some 2,500 
officers and ratings. The crews are of various nationalities, depending on the flag and the register of 
the ship. About 80% of the staff is of European nationality. Hiring of crews is done either through 
direct recruitment or manning agencies located all over the world. CMA-CGM also uses owned local 
agencies, for instance in Romania and Croatia. The strong growth of the fleet has resulted in a strong 
demand for qualified personnel. In order to meet this demand CMA-CGM intends to expand its 
recruitment network of local agencies.  
 

Interview with Mr O. Guadalpi, CMA Ships 
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2.1.4. Future situation 

 
Drewry has estimated the additional number of officers required worldwide at 97,000 
between 2008 and 2012, resulting in a total demand for 630,000 officers in 2012. This is 
an increase of over 18% compared to 2008. The global supply of officers is predicted to 
increase from 499,000 officers in 2008 to 546,000 officers in 2012. The estimated shortage 
of officers therefore amounts to 84,000 in 2012 against 34,000 in 2008. It should be 
mentioned, though, that the Drewry report was published in May 2008, before the current 
economic downturn. These figures do not factor in the impact of this crisis on officer 
demand. 
 
As mentioned, the fleet capacity will further increase in the coming years. At the start of 
2009 some 9,750 ships were on order, with a total capacity of nearly 584 million DWT to 
enter the market within the next few years. This is about half of the current capacity. In a 
recent article17, Drewry mentions that they expect between 20% and 40% of this ordered 
capacity to be cancelled.  
 
At the same time, however, parts of the actual fleet capacity, especially older ships, will be 
scrapped as a result of a lower demand for transport services. This reduction of the actual 
fleet will not be sufficient to compensate the capacity on order. The impact of both 
reduction of the actual capacity and the introduction of new capacity is shown in Figure 2.4. 
 
Figure 2.4 Expected evolution of the fleet capacity 
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Source: Buck Consultants International (2009), based on various sources 

 
The bottom line represents the evolution of the actual fleet. The upper line shows the 
evolution of the fleet when all ships that are now on order are delivered between 2009 and 
2012. This in fact represents the worst case scenario. The likely capacity evolution is shown 
in the middle. From this figure it can be concluded that the capacity of the fleet will further 
increase in the short to medium term, albeit to a lesser extent than forecast.  
 

                                          
17 De Lloyd newspaper of 9 March 2009. 
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The demand for nautical personnel will probably not increase under current economic 
conditions. The new fleet capacity pertains in general to larger vessels substituting older 
and smaller capacity. At present, more capacity means fewer vessels.  
 
Moreover, due to the above-mentioned double asynchronous link between the demand for 
maritime transport services and the demand for seagoing personnel, the action by 
shipowners to decrease existing capacity will only have full impact after a period of time. 
Concretely, since mid-2008 scrapping rates have increased and vessels have been laid up. 
At first shipowners considered warm lay-ups with crews (partly) staying on board waiting 
for the economic upturn. More recently warm lay-ups are now being substituted by cold 
lay-ups because shipowners have realised the depth of the economic crisis. This results in 
the gradual availability of more officers and ratings on the labour market. Needless to say, 
the social costs of these cold lay-ups are high. Consequently, the tension on the labour 
market will have diminished by the beginning or in the course of 2010. 
 
In view of the cyclical nature of the maritime business, manning shortage will undoubtedly 
reappear as a major concern in the years to come. The current economic downturn is an 
opportunity to consider measures generating a better balance between supply and demand. 
This is especially important for the EU in view of the importance of maritime business to 
most Member States.  
 

2.2. Employment situation in inland waterway transport 

2.2.1. Data collection 

 
As for maritime transport, data collection in inland waterway transport is a difficult task. 
For several countries with an important IWT fleet such as Germany, the Netherlands, 
France and Belgium, a reasonable set of statistical data is available. In countries with a less 
significant IWT sector such as Italy, the United Kingdom and Finland, statistical data are 
scarce. To make things even more complex the collection of data is not harmonised. In 
addition, the recent enlargement rounds of the EU in 2004 and 2007 make it difficult to 
compose comparable time series at EU level as the new entrants often do not appear in 
statistics before the date of entry. For instance this is true for Romania, representing nearly 
6% of IWT performance in tonne-kilometres in 2006. These statistical problems affect both 
the fleet and employment statistics. 
 
Nevertheless, the mentioned PINE report from 2004 represents a good starting-point. This 
report will be used as a framework and will be updated with more recent figures if 
available. 

2.2.2. Current demand for nautical personnel 

 
Although only few figures are available, it has been noted that the demand for board 
personnel has increased in recent years. Part of this increased demand is due to the 
changing structure of the sector. As described in paragraph 1.2.1 the share of traditional 
crews composed of husband and wife is decreasing. Instead, more hired personnel is 
needed to replace family members on board. Also the structure and exploitation of the IWT 
fleet is changing. A close link exists between the demand for qualified personnel on the one 
hand and the capacity, structure and exploitation of the fleet on the other hand. Basically 
this comes down to three principles: 

A. Capacity of the fleet: the bigger the fleet, the more personnel is required; 
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B. Exploitation of the fleet: the more a ship sails, the more personnel is required; 
C. Structure of the fleet: the bigger the ships are the more personnel is required. 

 
A. Capacity of the fleet 
 
Unsurprisingly, the five main IWT Member States (the Netherlands, Germany, France, 
Belgium and Romania) represent nearly 89% of the estimated continental European inland 
waterway fleet, as presented in Table 2.5.  
 
It should be noted that this table only provides figures for the national fleets of the main 
IWT routes in Europe (see Figure 1.4). The national fleets of smaller IWT Member States 
such as Italy and the United Kingdom for example are not included. However, the four main 
IWT routes together represent some 92% of the total IWT performance measured in tonne-
kilometres in the EU.  
 
Table 2.5 Continental European inland fleet as at 31 December 2006 
 
Country Number of barges Total tonnage % share 
Netherlands 5,556 5,629,632 39.70% 
Germany 2,671 2,617,124 18.45% 
Belgium 1,618 1,865,941 13.16% 
Romania 922 1,433,071 10.10% 
France 1,670 1,075,599 7.58% 
Hungary18

 532 808,699 5.70% 
Slovakia 207 283,134 2.00% 
Czech Republic 492 185,648 1.31% 
Austria 89 122,521 0.86% 
Bulgaria 192 85,214 0.60% 
Luxembourg 48 49,010 0.35% 
Poland 67 26,571 0.19% 
Total 14,064 14,182,164 100.00% 

 

Source: CCNR and DG TREN (2007) 
 
Whereas Germany and Belgium display a limited increase in the number of vessels, the 
Netherlands and France saw the sizes of their fleets decrease between 2003 and 2006. The 
total number of barges for these four countries together has decreased by nearly 6%. The 
total capacity, however, has remained stable, which points to an average vessel scale 
increase. Although data is scarce, this evolution is believed to be representative of the 
entire European inland fleet during the 1990s and the first half of this decade.  
 
 
 
 
 
 
 
 
 

                                          
18 Estimate of  total capacity based on average vessel sizes in the surrounding Member States. 
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Table 2.6 Evolution of the inland waterway fleet for selected countries 
 

  2003 2004 2005 2006 
% 

change 
Number of 

barges 
1,617 1,694 1,597 1,618 0.06% Belgium 

 
Total tonnage 1,658,291 1,771,668 1,748,488 1,865,941 12.52% 

Number of 
barges 

2,084 1,777 1,732 1,670 -19.87% France 
 

Total tonnage 1,312,018 1,107,093 1,120,334 1,075,599 -18.02% 
Number of 

barges 
2,667 2,713 2,704 2,671 0.15% Germany 

 
Total tonnage 2,558,291 2,590,514 2,637,177 2,617,124 2.30% 

Number of 
barges 

5,835 5,797 5,492 5,556 -4.78% Netherlands 
 

Total tonnage 5,655,373 5,799,047 5,466,154 5,629,632 -0.46% 
 

Source: CCNR and DG TREN (2007) 
 
In recent years, strong economic growth within the EU has led to a high demand for 
transport services. The Western European fleet has seen a decrease both in the absolute 
number of ships and in total capacity since the 1990s. The relatively high demand for IWT 
services has led to a capacity increase from 2006 onwards (cf. Table 1.4: the demand for 
IWT services increased from 120.5 billion tkm in 1995 to 138 billion tkm in 2006). During 
recent years new capacity has been added. An unknown number of new ships remain on 
order. Although no figures are available, sector representatives indicate that shipyards 
have full order books until 2010. 
 
B. Exploitation of the fleet 
 
In general, three common exploitation modes exist in the main IWT Member States, as 
already mentioned in paragraph 1.2.119. Exploitation mode A1 allows ships to navigate a 
maximum 14 hours per day. Under exploitation mode A2 ships are allowed to navigate 
maximum a 18 hours per day. Exploitation mode B finally allows 24 hour navigation. The 
manning requirements per exploitation mode and per vessel dimensions are shown in Table 
2.7. 
 
 
 
 
 
 
 
 
 
 
 
 

                                          
19 These exploitation modes are set out by the CCNR for navigation on the Rhine. The CCNR regulation was 
adopted by the main IWT Member States: Germany, the Netherlands, France and Belgium. Other Member States 
can issue different regulations for navigation on their national waterways. However, the exploitation modes as set 
out by the CCNR can be regarded as the most common in the EU. 
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Table 2.7 Minimum manning requirements for motorships and pushers20 
 

Number of crew members 
A1 A2 B Vessel size 

Crew 
members 

S1 S2 S1 S2 S1 S2 
Skipper 1  2  2 2 
Mate -  -  - - 
Able Seaman -  -  - - 
Seaman 1  -  1 - 

L ≤ 70 m 

Junior Seaman -  -  1 2 
Skipper 1 1 1 2  2 2 
Mate - - - -  - - 
Able Seaman 1 - - -  - - 
Seaman - 1 1 -  2 1 

70 m < L ≤ 86 
m 

Junior Seaman - 1 1 1  - 1 
Skipper 1 1 1 2 2 2 2 2 
Mate 1 1 1 - - 1 1 1 
Able Seaman - - - - - - - - 
Seaman 1 - - 1 - 2 1 1 

L > 86 m 

Junior Seaman - 2 1 1 2 - - 1 

Source: Article 23.10 of the manning requirements for ships navigating on the Rhine 

 
The high demand for transport services has had an impact on the exploitation of the fleet. 
High demand has triggered enterprises or entrepreneurs to switch from exploitation mode 
A1 to A2 or from A1 or A2 to exploitation mode B. This involves a higher demand for 
nautical personnel. For example, a ship of 80 metres under exploitation mode A1 requires a 
crew of 2 persons. When this ship switches over to exploitation mode A2, an additional 
crew member will be needed. When it switches over to exploitation mode B, two additional 
crew members will be needed. Therefore, high demand for transport services has directly 
resulted in a growing demand for nautical personnel. 
 
Interviews with industry representatives indicate that the minimum manning requirements 
seem to be outdated as a result of technological improvements. These improvements 
enhance safety and security of inland navigation vessels and entail that vessels can 
function with more limited crews without compromising safety aspects. In reality, manning 
requirements in the workplace are not always met, especially by owners/skippers of smaller 
vessels having difficulties generating an acceptable return on investment. A review of 
minimum manning requirements is needed. 
 
 
 
 

                                          
20 Comments: 
• Several exceptions to these manning requirements exist. These exceptions, however, are not relevant in this 

context and hence are not included in this table in order to reduce the complexity. 
• Above manning requirements are only valid for motorships and pushers. Manning requirements for composed 

units of ships are much more complex and differ from above requirements. This table, however, is sufficient 
to indicate the differences in manning requirements under the different exploitation modes. The manning 
requirements for composed units can be consulted in Article 23.11 of Chapter 23 of the Rules for vessels 
navigating on the Rhine. The same is true for passenger ships. 

• S1 and S2 refer to certain technical equipment of vessels.  
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C. Structure of the fleet 
 
The number of ships has decreased more considerably than the capacity, which points to a 
scale increase. This scale increase is confirmed when looking at newbuildings. Most of the 
recently delivered barges have a length of between 100 m and 135 m, which means that 
they can no longer be operated by a crew of only 2 persons (see Table 2.7). Also, increases 
in vessel scale lead to a growing demand for nautical personnel. 

2.2.3. Current supply of nautical personnel 

 
To overcome the data problems in the IWT sector, a new calculation base has been 
developed by the PINE project21 to estimate employment in inland navigation. Based on this 
approach the total employment was estimated at 35,000 persons in 2003. More recent data 
is available in the ‘Statistical pocketbook 2007/2008’22, as presented in Table 2.8. The total 
employment in the IWT sector reached nearly 42,000 persons in 2005. 
 
Table 2.8 Number of enterprises and employment in the IWT sector (figures for 

2005, in descending order of employment) 
 
Country Number of enterprises Number of employees 
Netherlands 3,380 12,474 
Germany 1,165 9,075 
France 1,189 3,454 
Romania 131 3,097 
Italy 698 2,858 
Portugal 470 1,467 
Poland 478 1,249 
Hungary 97 1,228 
United Kingdom 233 1,167 
Sweden 448 1,063 
Czech Republic 85 881 
Bulgaria 17 790 
Belgium 303 788 
Slovakia 6 733 
Austria 73 379 
Spain 30 227 
Finland 79 207 
Lithuania 13 141 
Denmark 34 119 
Ireland 18 118 
Estonia 1 62 
Luxembourg 23 47 
Slovenia 22 28 
Latvia 7 20 
Cyprus 0 0 
Greece 0 0 
Malta 0 0 
EU-27 9,000 41,672 
 

Source: Eurostat (Economic activity according to NACE Rev. 1 classification) 
 
                                          
21  The model starts with the national fleets and the respective (estimated) share of vessels per fleet in operation 

and considers an average number of crew members per vessel. 
22  European Commission Directorate-General for Energy and Transport: EU energy and Transport in figures, 

statistical pocketbook 2007/2008. 
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The Netherlands, Germany, France and Romania lead the way in terms of the employment 
figures. Belgium, on the other hand, is an important IWT Member State with a share of 
6.45% of the total IWT performance in tonne-kilometres, but scores low in the employment 
statistics. Other countries such as Italy, Portugal, Poland and the Czech Republic only 
represent low shares in the IWT performance measured in tonne-kilometres, but represent 
a relatively high share in the employment figures. This can largely be explained by different 
data gathering (it is unclear to what extent the distinction has been made between nautical 
and land based personnel and whether independent workers are included in these figures). 
 
Table 2.9 shows the evolution of the employment figures for nautical personnel, both 
employees and independent workers, for some important Member States. Land-based 
personnel employed by IWT enterprises are now excluded from the employment figures. On 
the other hand, independent IWT entrepreneurs are included. Therefore, this table provides 
more recent and reliable figures than Table 2.8 and is a clear demonstration of the need for 
statistical harmonisation.  
 
Table 2.9 Evolution of employment in the IWT sector for selected countries 
 

Country 1999 2000 2001 2002 2003 2004 2005 2006 
% 

change 
Belgium 2,166 1,984 2,026 1,944 2,306 2,236 2,322 2,253 4.02% 
Germany  - - 6,119 6,162 6,075 6,080 6,529 6,239 1.96% 
Netherlands 7,200 5,900 6,700 7,100 7,000 6,100 6,300 7,500 4.17% 

 

Source: ISL (2009), based on statistical data from national institutions 
 
In recent years the inflow of personnel has been low. This has led to a growing shortfall of 
qualified personnel. Interviews with industry stakeholders have revealed that this friction 
on the labour market has partially been resolved by hiring crew members from Eastern 
European Member States. In addition, Philippine nationals have also been hired of late to 
tackle the shortage problem (see Textboxes 5 to 7).  
 
 

 

Textbox 5   Extract from an interview with Kantoor Binnenvaart (NL) 
 
Kantoor Binnenvaart is a branch organisation that represents Dutch inland shipping companies. 
Among them are many smaller family businesses with the husband and wife both working as skippers 
on their own vessel. In most cases, in addition to the skippers / owners, 1 or 2 ratings are employed. 
Often these ratings are of a foreign nationality. 
 
The shortage of Dutch ratings has been solved in the past by hiring foreign ratings, mainly from 
Eastern European Member States such as Romania, Slovakia, Poland and the Czech Republic, but also 
from non-EU Member States and the Philippines. Until a few years ago, most foreign personnel were 
hired through manning agencies because of the complex regulations and permits required to work 
abroad. Nowadays more and more foreign personnel are directly hired by the skipper / owner. The 
enlargement of the EU has largely contributed to this trend. Ratings coming from outside the EU are 
still mainly hired through local agencies in those countries. 
 

Interview with Mr Jan Veldman, Advisor 
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Textbox 6 Extract from an interview with CFT Group (Compagnie Fluviale de 
Transport – FR) 

 
CFT Group is a large barge company based in Le Havre. The company owns and deploys a fleet of 82 
motor ships and pushers with a crew of 400 persons and a shore-based staff of 100. The fleet is 
mainly deployed on the Seine and Rhône basins. Most of the officers are French. In addition, the 
majority of the ratings are of French nationality, although some ratings come from Central European 
Member States and some African countries. 
 
Hiring of crews is mainly organised through advertisements and pre-contracts with trainees by 
offering them good career opportunities within the company (most of the skippers have grown 
through the ranks from seaman to skipper within the company). Recruitment of crew members 
however is increasingly becoming a difficult task due to various reasons: 
• The number of young people in vocational training is very low. Small vocational schools have 

even had to be closed in France. 
• The traditional follow-on within the family from father to son is decreasing with ever fewer 

children from IWT entrepreneurs choosing an IWT career. 
Several measures such as campaigns to increase the attractiveness of the profession and the creation 
of a captainship training programme to attract people from outside the IWT sector have brought 
some relief, although the job market is still very tight. 
 

Interview with Ms Sonia Truffert, Director Human Resources 
 

 
 
 

 

Textbox 7  Extract from an interview with CFNR S.A. (FR) 
 
CFNR is a large French IWT company with its headquarters in Strasbourg. The company employs 329 
employees, of whom 93 are nautical personnel (40 officers and 53 ratings) employed on the owned 
fleet. The majority of the nautical personnel are recruited in France or Benelux. The company also 
charters a large number of Rhine barges (2,000 DWT and more), but is not responsible for manning 
these ships.   
 
The case of CFNR has many correlations with the case of the CFT Group. The company is facing a 
growing imbalance between supply and demand of qualified nautical personnel. 
 
The demand for nautical personnel has increased by some 5% per year in recent years. The supply of 
nautical personnel on the contrary shows a high degree of tension. The number of independent 
entrepreneurs is decreasing as many of them are reaching the retirement age (about 5% of the 
French independent entrepreneurs are retiring every year) and the age renewal rate is decreasing, 
i.e. fewer children from traditional IWT families are choosing a career in IWT themselves.  
 
Although the number of trainees in the French IWT education is increasing again, their number is 
insufficient to meet the demand. Consequently, increasing numbers of crew members from Eastern-
European Member States are hired. Moreover, strong competition exists between the freight and 
passenger transport sectors to attract the limited number of trainees.  
 

Interview with Mr Alain Meder, Director, Human Resources 
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2.2.4. Future situation 

 
Forecasting the future of the labour market is difficult due to: 
 
• The lack of data, which makes it impossible to provide quantitative estimates for the 

short to medium term, and 
• The uncertain impact of the economic crisis. 
 
Therefore, this paragraph has to be limited to some general trends. The most likely 
scenario is that of decreasing fleet capacity and lower demand for nautical personnel. 
 
Independent entrepreneurship is the main driving factor of the IWT sector. These 
entrepreneurs can react in various ways to a decreasing demand for transport services. If it 
is possible within their contracts with skippers, entrepreneurs could change the exploitation 
mode again from a 24h / 24h to an 18h or 14h exploitation, which consequently also lowers 
the demand for crew members. Another possible reaction is that shipowners themselves 
start sailing again and hence replace hired crew members. A drop in the demand for 
transport services will be reflected in decreasing demand for hired personnel. In the short 
run, it might be expected that the current shortage of personnel will be solved.  
 
Entrepreneurship is highly influenced by market conditions. The tougher the conditions, the 
less new entrepreneurs will be willing to start an IWT business. At the same time, some 
entrepreneurs will undoubtedly be facing financial problems. Many of them have made 
considerable investments in new ships and when freight rates are dropping as a result of 
overcapacity and lower demand for IWT services, some IWT businesses will find themselves 
in a difficult position to bear the capital and exploitation costs. Lower inflow into the 
profession and the disappearance of existing business will lead to a relative decline of the 
fleet expansion and a decreasing demand for hired personnel in the medium term.  
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3. PROBLEMS AND CHALLENGES RELATED TO THE SUPPLY 
OF QUALIFIED PERSONNEL IN MARITIME AND INLAND 
WATERWAY TRANSPORT 

 

KEY FINDINGS 

• People opt for a maritime career for a variety of reasons, e.g. personal interest and idealism, 
attractive remuneration and career opportunities.  

• The reasons for staying at sea are mainly related to financial issues and the possibilities of 
developing skills, qualifications and values that are highly desired by shore employers. 
Furthermore, personal reasons such as job satisfaction are important. At present, officers stay 
at sea for a longer period than in the past. Nevertheless, most of them have returned ashore 
by the time they reach the age of 35 years. Reasons for returning ashore pertain mainly to 
shore-based career opportunities, mostly within the maritime cluster. 

• The IWT sector, which mainly consists of smaller single-vessel-operating family businesses, 
shows a somewhat different picture. In this sector, in particular the family background 
determines the inflow into the profession. However, fewer youngsters with an IWT family 
background are choosing a career as an IWT entrepreneur.  

• Those who do choose a career as an IWT entrepreneur mainly see this as a choice for life 
(unlike in the maritime transport sector), although they admit that social conditions and 
combining this with family life are difficult. 

• Minimum qualification standards for maritime personnel have been laid down at global level in 
IMO’s STCW convention. For IWT, different legal regimes exist that are considered a problem 
by the industry’s stakeholders. Other problems regarding qualifications and manning 
requirements in IWT relate to the fact that horizontal inflow into the profession is hampered 
and the lack of harmonisation of manning requirements at EU level. 

 
Whereas the previous chapters have mainly dealt with the determining factors of the 
demand for qualified personnel, this chapter focuses more on the supply-side. The supply 
of nautical personnel is largely determined by the attractiveness of the profession (i.e. the 
number of persons choosing a nautical career in combination with the number of seafarers 
choosing to stay at sea rather than take a job ashore) and the skills and qualifications that 
are needed to work on board. Paragraph 3.1 deals with the attractiveness of a maritime 
career and the career opportunities ashore following a career at sea. Paragraph 3.2 will do 
the same for inland waterway transport. Paragraph 3.3 describes the required job profiles, 
skills and qualifications that are needed for maritime personnel. Finally, paragraph 3.4 
describes the problems and challenges relating to the qualifications for nautical personnel in 
the inland waterway transport sector. 
 

3.1. Attractiveness of the maritime profession  
 
Attractiveness of the profession covers the question of why people choose a nautical career 
and which factors influence the decision to continue a sea-based career or switch to a land-
based career following time spent at sea. Attractiveness is not a given, as it is largely 
determined by the socio-economic environment. Changing socio-economic circumstances 
can influence this attractiveness.  
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The possible career path within the maritime industry is presented in Figure 3.1. This 
flowchart starts with the inflow into the maritime profession, followed by the decision 
whether to stay on board or to come ashore, either within the maritime cluster23 or in other 
sectors. 
 
Figure 3.1 Career paths in the maritime industry 
 

Source : Buck Consultants International (2009), based on various sources 
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3.1.1. Reasons for choosing a career at sea 

 
Several reasons can be identified for people choosing a career at sea. These reasons can be 
divided into three main categories, namely personal interest and idealism, remuneration 
and career opportunities. 
 
A. Personal interest and idealism 
 
A recent survey of seagoing personnel carried out by Shiptalk Recruitment24 revealed that 
the most popular reasons among youngsters for choosing a career on board is the fact that 
they long for a career at sea (personal interest), followed by the desire to see the world 
(idealism). In a study performed in 200525, the Southampton Solent University elaborates 
more on this aspect. Their study describes the influence of the location of home or place of 
upbringing on the personal long-term interest in the sea. This means that in Member States 
bordering the sea real ‘regional hotspots’ exist for recruitment of seafarers. The 22 EU 
Member States with a considerable coastline have a long-term interest in the sea as a 
structuring factor for their economy (maritime trade, fishery, shipbuilding, financing, etc)26. 
The family background is also of significant influence, although it is believed that this is 
diminishing. Nevertheless, several findings suggest that an important share of recruits have 

                                          
23  The maritime cluster is composed of the different industries and maritime knowledge-producing organisations 

such as the shipping industry (shipping companies, shipping agencies, recruitment agencies, etc.), the ports, 
terminals and port industries, and maritime insurance companies, classification agencies, shipyards, 
universities, etc. 

24  Shiptalk Recruitment: Life at sea survey 2007/2008, Seafarer attraction and retention survey report 
25  ‘The mapping of career paths in the maritime industries‘, a project by Southampton Solent University for the 

European Shipowners’ Association (ECSA) and the European Transport Workers’ Federation (ETF) with the 
support of the European Commission. 

26  The influence of schools could enhance this long-term interest in the sea. A recent article, published in ‘The 
Lloyd’ newspaper of 24 April 2009, mentions the fact that many students are familiar with higher maritime 
education, but that many of them are unaware that they can already choose a maritime education at 
secondary education level. Yet secondary education can also prepare youngsters for a maritime career. After 
graduation they can start work on smaller ships or on dredging and tugboats along the coast. 
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a seafaring family member. Finally, the status of the profession plays a certain role in the 
choice of a maritime career. 
 
B. Remuneration 
 
The Shiptalk Recruitment Survey confirms that financial issues and salary expectations are 
the third most important reason for going to sea. The shortage of qualified nautical 
personnel has indeed been translated into higher remuneration for a job at sea compared 
to the remuneration for jobs ashore at similar levels of employment. Although wages are 
still considerably lower than for Western European seafarers, this is especially the case for 
Central and Eastern European officers. An overview of indicative officer wages for some 
selected countries is provided in Annex 3. 
 
C. Career opportunities 
 
The third category concerns career opportunities. The shortage of seafaring personnel 
involves opportunities for early responsibility and promotion on board a ship, enabling 
junior officers to climb faster on the career ladder than would be the case at home. Clearly 
this fast promotion is combined with a rapid rise in pay. Generally deck officers may expect 
to serve two years as a second officer, two years as a first officer and six years as a chief 
officer before becoming master. Moreover, officers with a number of years of experience at 
sea are highly sought by shore employers for several reasons. These include for instance 
their technical knowledge of ships and the shipping industry and the experience and skill 
that they develop while serving at sea. Consequently, a career at sea opens up positive 
career opportunities ashore.   

3.1.2. Reasons for staying at sea 

 
As previously mentioned, the supply of qualified personnel is not only determined by the 
inflow of new personnel, but also by the length of their careers on board. Again, several 
factors can be distinguished that influence a person’s decision to stay on board. 
 
A. Remuneration 
 
Undoubtedly, the most important reason for staying at sea for a longer period of time is the 
high level of pay (cf. Annex 3). The pay differential compared with shore jobs influences 
the period of a career at sea. Indeed, the ‘Life at sea survey’ by Shiptalk Recruitment 
shows that only 45% of the respondents expected to progress through the ranks and retire 
with a pension after a full career at sea. Over 12% responded that higher wages were a 
motivating factor to stay long enough at sea to save for a house or to start a new career or 
a new business ashore. Once seafarers have saved the amount of money needed, they can 
return ashore. In this respect it should be mentioned that high pay levels can speed up the 
decision of this group to return ashore. Hence high pay not only attracts people but can 
also result in people returning ashore sooner than anticipated.  
 
B. Professional qualifications 
 
In the same survey some 31% of the respondents indicated that they want to stay at sea 
long enough to obtain some qualifications and experience in order to enhance their career 
opportunities ashore. In many cases this means that officers aim to reach the rank of 
Captain or Chief engineer before returning ashore. In general, seafarers develop skills and 
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qualifications that make them attractive to shore employers27. After some years at sea, 
many officers switch to a nautical-economic or nautical-technical job at middle 
management level. In countries with a strong maritime cluster this switch is often made 
while retaining more or less the same pay level. 
 
C. Personal situation 
 
However, not all officers switch to a land-based career following time spent at sea. It is 
striking that most officers around the age of 35 either leave the profession or spend a 
lifetime career at sea. A variety of reasons exist:  
• Some officers simply enjoy a high level of job satisfaction or the adventurous aspects 

and freedom of being at sea.  
• A negative motivation is the so-called ‘mortgage trap’. High salaries are often followed 

by financial commitments that might be difficult to meet with a salary from a shore-
based job.  

• Improving onboard living conditions and improving working time organisation also 
contribute to the decision to stay at sea. 

 

3.1.3. Reasons for returning ashore 

 
While a lot of factors can influence one’s decision to spend a longer period of time onboard, 
the reality is that few officers spend a lifetime career at sea. The main reasons for returning 
ashore are discussed in this paragraph. 
 
A. Family-related issues 
 
Among the negative aspects of life at sea, figures prominently display its low compatibility 
with family and social life due to the long time spent away from children, family and 
friends. This aspect is also culturally related, meaning that some nationalities and 
backgrounds place more importance on this than others. Over two thirds of the seafarers 
experienced this absence from home as the worst aspect of a career at sea (source: Life at 
sea survey 2007/2008). When an officer is in his late twenties or early thirties, the period 
of life in which many people are building families, the urge to consider a shore job becomes 
acute. Some evidence exists that this ‘retention age’ is being postponed, i.e. officers spend 
a longer time at sea than some years ago. Nevertheless, at some stage most officers 
decide to come back ashore. 
 
The case of Brittany Ferries in Textbox 8 shows that short-sea shipping can deliver 
improved compatibility between work and family, but it has to be noted that the workload 
in this segment of the maritime industry is very high because of the high number of ports 
of call. 
 
 
 

                                          
27  Seafarers are often highly valued by shore employers because of their knowledge of ships, shipping, 

navigation, (technical) systems, cargo handling and maritime processes, which is difficult to obtain in shore 
jobs. Furthermore, many seafarers develop the ability to work independently and be self-reliant at a young age 
and are good at handling uncertainty. They have learned to be responsible at a relatively young age and to 
make (difficult) decisions when needed. While on board they also learn to be creative in problem-solving. They 
are therefore often considered as persons with high maritime credibility and high leadership potential.   
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Textbox 8  Extract from an interview with Brittany Ferries 
 
Brittany Ferries (BAI) is a French ferry operator, owning and managing eight ships under the French 
flag. These ships are exploited on shipping lanes between France, the UK, Ireland and Spain. BAI 
employs 1,850 seafarers among whom are 250 officers, 400 ratings and some 1,200 catering 
personnel. Almost all of them are of French nationality. 
 
The crews are hired directly by BAI. The company experiences no problems in hiring well-qualified 
personnel as they can offer a very attractive working time arrangement with 7 days at sea and 7 days 
ashore. In addition, all personnel have three weeks off twice a year. Owing to this attractive 
arrangement BAI manages to attract not only junior officers from the French National Merchant 
Marine Training Institution, but also senior officers from other shipping companies who are looking for 
a better balance between work and family. 
 

Interview with Capt. Saleun, Director Crewing 
 

 
B. Work-related issues 
 
High stress levels and high workloads on board are also important. The commercial and 
time pressure from shipping companies and ports on senior officers to ensure timely arrival 
in port has increased considerably, leading to higher stress levels28. At the same time ships 
are getting bigger, meaning that more cargo has to be loaded and unloaded under the 
supervision and responsibility of the captain, which entails a higher workload. Senior 
officers are increasingly facing a conflict between pressure from the shipowner and their 
responsibility to ship, crew and cargo. 
 
The increasing criminalisation of seafarers has to also be mentioned. Working under ever 
growing time pressure, officers still have to put safety first and act with due diligence. 
Recent incidents such as with the Prestige have shown that senior officers are often held 
personally responsible in cases of incidents and accidents (Textbox 9). 
 
The negative aspects of working at sea also include health issues (i.e. the distance to 
hospitals or professional medical aid ashore) and security / safety issues such as piracy 
(Textbox 10).  
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                          
28  A schedule reliability survey carried out by Drewry Shipping Consultants (2006) revealed that over 40% of the 

vessels in a liner service were sailing behind schedule. No fewer than 14% of these vessels arrived at their 
destination three or more days later than scheduled. There are many reasons for these delays in liner 
schedules. They range from bad weather conditions and delays originating in previous ports of call to port 
congestion and capacity problems at the container terminals.  
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Textbox 9   The case of the Prestige 
The Prestige was a Greek-operated, 81,000 DWT single-hulled oil tanker, officially registered in the 
Bahamas but with a Liberian-registered single-purpose corporation as the owner. It was classed by 
the American Bureau of Shipping and insured by the London ‘Steam-Ship Owners’ Mutual Insurance 
Association’.29  

On 13 November 2002, loaded with 77,000 tonnes of cargo, the ship got into serious difficulties in 
severe weather conditions near the Spanish coast. Fearing that the ship would sink, the captain 
wanted to enter a Spanish port to save the ship. However, entrance was refused and instead the 
captain was forced to head for France. The French authorities also refused to accept the ship, forcing 
it once again to change course and head towards Portuguese waters to avoid endangering France’s 
southern coast. Fearing for their own coastline, however, the Portuguese authorities ordered the navy 
to intercept the ship and prevent it from further approaching the Portuguese coast. Eventually, on 19 
November, the vessel sank at 100 nautical miles from the Spanish and Portuguese coast, causing an 
unprecedented ecological disaster at European level with catastrophic pollution of the Spanish, 
Portuguese and French coasts. 

By the time the ship sank the Greek captain had already been arrested and remanded in custody by 
the Spanish authorities, accused of provoking environmental damage and refusing to obey the 
authorities. The captain spent nearly three months in custody and was only released in February 2003 
after the insurance company had paid bail of three million euros. Eventually in November 2004, two 
years after the disaster, he was permitted to return to Greece. 

The contradiction of the story is that in the meantime, in January 2004, the captain had been 
nominated for the prestigious award of Shipmaster of the Year for his courage and determination in 
trying to save the ship.  

Source: Various 
 
 

Textbox 10 Piracy attacks almost double in the first quarter of 2009  
The ICC International Maritime Bureau (IMB) Piracy Reporting Centre has recently released new 
figures which show an unprecedented rise in maritime hijackings. In 2008 there was a worldwide total 
of 293 incidents of piracy against ships. This is up more than 11% from 2007 when 263 incidents 
were reported. IMB statistics on pirate attacks show that the number of incidents remained relatively 
stable between 2005 and 2008: 
• 2005: 276 incidents 
• 2006: 239 incidents 
• 2007: 263 incidents 
• 2008: 293 incidents. 

A dramatic increase in activity by Somali pirates, however, led to a near doubling in the number of 
ships attacked during the first quarter of 2009 compared with the same period in 2008. A total of 102 
incidents were reported to the IMB Piracy Reporting Centre in the first three months of 2009 
compared to 53 incidents in the first quarter of 2008. The increase in the first quarter of 2009 is due 
almost entirely to increased Somali pirate activity off the Gulf of Aden and the east coast of Somalia. 
The two areas accounted for 61 of the 102 attacks. The real number of incidents is believed to be 
much higher as not all incidents are reported. 

IMB reported that worldwide a total of 34 vessels were boarded, 29 vessels fired upon, and 9 vessels 
hijacked during the first three months of 2009. A total of 178 crew members were taken hostage, 9 
were injured, 5 kidnapped and 2 killed. In the majority of incidents, the attackers were heavily 
armed. On average, one in eight vessels attacked are also hijacked. 

Other risk areas are the Strait of Malacca and off the Somali coast.  

Source: International Maritime Bureau 
 

                                          
29  This case also illustrates the complexity of ownership, manning and registration of ships as described in 

paragraph 2.1.1. 
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C. Quality of life on board 
 
This decision for returning ashore is also influenced by the quality of life on board. Although 
living comfort and recreational facilities have gradually improved over the years, onboard 
living conditions still feature high among the negative aspects of life at sea. These aspects 
are further exacerbated by cultural differences on board. In fact, single nationality crews no 
longer exist in the worldwide maritime shipping industry. This often results in a feeling of 
loneliness, lack of motivation and homesickness. 
 
D. Career opportunities 
 
Finally, another common work-related reason for returning ashore is the lack of career 
opportunities on board. As a result of the shortage of qualified personnel, officers are 
promoted rapidly and become master around the age of thirty. This means, however, that 
they reach the highest possible career level at a relatively young age and that no further 
career opportunities will occur in their remaining career at sea. Switching to a job ashore 
can open up new career prospects. 
 
Not only negative aspects of a life at sea cause seafarers to return ashore. As mentioned, 
officers develop certain skills while serving at sea that are highly valued by shore 
employers. Hence, a switch from sea to shore is often the result of job opportunities offered 
by shore employers, either in the own company or in other companies. 

3.1.4. Career opportunities ashore 

 
For deck officers returning ashore the career opportunities are mainly situated in the 
maritime cluster. Table 3.1 provides an overview of the different sectors in which former 
seafarers build a career on shore. Although far from complete, this table clearly shows that 
experienced officers might find a wide variety of possible employers on land. 
 
Nevertheless some observations can be made. A first comment deals with the maritime 
cluster within a country. The stronger the maritime cluster, the more job opportunities it 
generates for seafarers. A good indication of the strength of a maritime cluster in a country 
can be obtained by looking at shipping and port industries. In paragraph 2.1.2 it was shown 
that the largest economic impact of the European shipping and port industry is situated in 
Western Europe and around the Mediterranean. Therefore, it can be inferred that North-
West European and Mediterranean officers generally enjoy better career prospects ashore. 
This, together with larger wage differences between jobs at sea and jobs ashore, also partly 
explains why countries such as Romania, Poland, Latvia and Bulgaria list among the main 
supplying countries for seafarers. 
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Table 3.1 Maritime careers ashore for officers 
 
Maritime careers ashore 

Maritime industry 

 
• Shipping companies 
• Shipping agencies 
• Ship brokers 
• Manning agencies 
 

Port industry 

 
• Pilotage 
• Water police 
• Vessel traffic system operator 
• Port administration 
• Stevedoring 
 

Education 

 
• Maritime academies 
• Maritime management courses 
 

Maritime service providers 

 
• Insurance agencies 
• Classification agencies 
• Ships provision companies 
 

 

Source: Buck Consultants International (2009), based on various studies 
 
Secondly, the 2005 career mapping report stated that ‘seafarers are especially valued by 
shore employers because of the qualities, skills and values that they adopt at an early 
stage in the seafaring careers’.30 The same report, however, also indicates that seafarers 
have some disadvantages. These are mainly related to: 
• the rather limited attention to management skills during their education, and  
• the habit of senior officers of working independently, making them averse to authority 

structures.  
 
In general two different approaches can be distinguished in European maritime education: 
a more vocational approach and a more academic approach31. In the vocational approach, 
more emphasis is placed on the practical aspects of maritime training. The academic 
approach provides students with a broader academic basis. Both approaches have 
advantages and disadvantages. The academic approach could lead to concerns that 
graduates may enter maritime positions with less practical experience. However, it does 
have the benefit that graduates are better qualified for shore positions. The vocational 
approach provides more practical, operational and technical experience but puts less 
emphasis on general management principles, which are needed for management positions 
ashore. Depending upon the situation and the sector of shore employment, additional 
training will be required. Paragraph 3.3 will discuss this issue further. 
 
                                          
30  Seafarers develop expertise while serving at sea which is difficult to match in shore jobs. This expertise is 

based on their technical and operational knowledge of ships and shipping. Furthermore, they are used to 
working independently and being self-reliant and to making (difficult) decisions when needed. They also learn 
to be creative in problem-solving and to cope with stress factors. 

31  Southampton Solent University, The mapping of career paths in the maritime industries, p. 13-22. 
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The possible shore careers for engineering officers are different, with more career 
opportunities outside the maritime cluster than is the case for deck officers. During their 
time at sea, these officers generally develop good operational skills and a good technical 
knowledge. They become experienced in problem-solving, which is appreciated not only by 
employers in the maritime cluster but also by employers in other sectors. 

3.1.5. Future situation 

 
When looking at the future, it is unclear how the current crisis will impact on the 
attractiveness of the profession. As mentioned in paragraph 2.1.4, it is believed that the 
tension on the labour market will have diminished by the beginning or in the course of 
2010 but that manning shortages will undoubtedly reappear as a major concern in the 
years to come. Therefore it is rather unlikely that the attractiveness of the profession will 
be affected by the crisis.  
 

3.2. Attractiveness of the IWT profession 
 
 
This paragraph discusses the reasons for choosing a career in inland waterway transport, 
the reasons for staying on board and the reasons for returning ashore. 

3.2.1. Reasons for choosing a career in IWT 

 
Unsurprisingly, the reasons for choosing an IWT career are different from those for 
maritime transport. Whereas in maritime transport remuneration and career opportunities 
are important determining factors for choosing a career at sea, in inland navigation the 
family background is the determining factor. Children from IWT entrepreneurs were and 
still are partly raised on board inland vessels. In many cases they choose to continue the 
family tradition by working in the IWT sector, eventually starting their own business and 
investing in their own ship at a relatively young age.  
 
In a study on the future of family businesses carried out in 2004 by AHA Data, a survey 
was made of the Dutch IWT sector. This survey revealed that 86% of male respondents 
had an IWT family background. For women this was only the case for 56% of the 
respondents. From these figures it can be concluded that men especially choose an IWT 
career because of their family background, whereas for women this is mainly determined 
by marriage.  
 
The same study showed that the number of children choosing an IWT career as an 
independent entrepreneur is decreasing for two reasons: 
• More people choose a land-based career (often in the transport sector), and 
• More people prefer to work as a crew member rather than start up their own business. 

This is related to the fact that more often the wife stays ashore to raise the children and 
that it is becoming more difficult to invest in a ship. 

 
The IWT sector also attracts a growing but still limited group of young people without a 
family background in inland waterway transport. The main reason for choosing a career in 
inland waterway transport are personal interest in the sector and idealism. For most people 
the desire for an IWT career begins during their childhood. However, the feeling of 
freedom, the wish to travel, the desire for adventure and the challenges of a career as an 
independent entrepreneur are also important factors. 
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3.2.2. Reasons for continuing a career in IWT 

 
Two main reasons can be distinguished as to why people choose to continue a nautical 
career in the IWT sector. A positive reason is that they like the job and the life on board. 
They experience a high level of satisfaction, whether as an independent entrepreneur or as 
an employee with a certain level of responsibility.  
 
A negative reason pertains to financial commitments. Investing in a ship is an expensive 
business. One can have high financial commitments for a long period, making it very 
difficult to get out. Also, the second hand (or third hand) value of a ship might form a 
barrier. Under positive economic circumstances when demand for inland waterway 
transport is high, as it was during recent years, ships can be sold at a good price. However, 
this is not always the case. Overcapacity or an economic downturn can lead to a collapse of 
the second hand market in a short time.  
 
Among the reasons for returning ashore, a difference can be noted between independent 
skippers and hired crew members. The mentioned study on the future of family businesses 
in IWT also covers the question of why people want to return ashore. For independent 
skippers the different reasons are listed in Table 3.2. 
 
Table 3.2 Reasons among independent skippers for returning ashore 
 
Reasons for returning ashore Respondents Percentage 
Retirement after a full nautical career 74 47% 
Working and / or living on board is no longer attractive 37 24% 
Family-related reasons 17 11% 
Financial necessity 10 6% 
Attractive job opportunities ashore 7 5% 
Problems with hired personnel 6 4% 
Other reasons 5 3% 
Total 156 100% 
 

Source: AHA Data (2004) 
 
Leaving aside the group that retires after a full career on board, the main reasons for 
returning ashore are social conditions and family life. The changing economic system, in 
which just-in-time deliveries and 24/24 operation are increasingly important, affects social 
life and hampers family life on board. This often worsens when the children reach the age 
where they have to go to school or boarding-school, or one of the parents (normally the 
wife) returns ashore to raise the children herself. In whichever case, family life is 
hampered, influencing the decision to give up sailing and look for career opportunities 
ashore. What is remarkable is that only a few indicate that they returned ashore because of 
attractive job opportunities. This is a striking difference with the maritime industry. 
 
Among hired crew members, there are three main reasons for returning ashore: 
• Low compatibility with social and family life; 
• High workloads; 
• Low wages (an overview of minimum wages from the Dutch Central Bureau for Inland 

Navigation is included in Annex 4 as an example of wages in the IWT sector). 
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3.2.3. Career opportunities ashore 

 
Once the decision is made to return ashore, a wide variety of job possibilities exist that are 
still linked to inland waterway transport. They vary from port related jobs (for instance 
towing services or ships supply) to transport related jobs (for instance in transport service 
providing companies) to jobs in inland waterway education. As the nature of these jobs do 
not differ so much from the career opportunities following a career at sea, we need not give 
further details here. 
 
Independent skippers returning ashore often seek to start up their own business again. As 
they are used to managing their own business, they often find it hard to start working for 
someone else.  
 

3.3. Required job profiles, skills and qualifications in maritime 
transport 

3.3.1. Overview of relevant legislation 

 
Table 3.3 provides an overview of the relevant international and EU legislation and 
directives regarding qualifications, manning requirements and labour standards in maritime 
transport. 
 
Table 3.3  Relevant legislation and directives in maritime transport 
 
Convention / Directive Year Subject 

Qualifications   
International Convention on 
Standards of Training, 
Certification and Watchkeeping 
of the International Maritime 
Organisation 

Adopted in 1978; 
entered into force in 1984; 
amended in 1995; 
entered into force in 1997 

Uniform qualification standards for 
masters, officers and watch personnel 
on seagoing merchant ships 

Directive 2005/36/EC of the 
European Parliament and of the 
Council  

7 September 2005 Recognition of professional 
qualifications 

Directive 2008/106/EC of the 
European Parliament and the 
Council 

19 November 2008 Minimum level of training of seafarers 

Manning Requirements   
SOLAS Convention of the 
International Maritime Organisation 

Adopted in 1974; 
entered into force in 1980; 
last amended in May 2008; 
amendments enter into force on 1 
July 2010 

Safety Of Life At Sea 

Resolution A.890(21) of the 
International Maritime Organisation 

Adopted on 25 November 1999 Principles of safe manning 

Resolution A.955(23) of the 
International Maritime Organisation 

Adopted on 5 December 2003 Amendment of resolution A.890(21) 

Labour standards   
Council Directive 1999/63/EC 21 June 1999 Organisation of working time of 

seafarers 
Maritime Labour Convention of 
the International Labour 
Organisation 

7 February 2006 Internationally recognised labour 
standards to protect the rights of 
seafarers 

Council Decision 2007/431/EC 7 June 2007 Authorising Member States to ratify 
the Maritime Labour Convention 

Sources: various 
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These subjects are discussed in more detail in the following paragraphs. 

3.3.2. Qualifications 

 

The International Convention on Standards of Training, Certification and Watchkeeping for 
Seafarers (STCW) sets out the worldwide qualification standards for masters, officers and 
watch personnel on seagoing merchant ships32. The 1978 STCW Convention was the first to 
establish basic requirements on training, certification and watchkeeping for seafarers at 
international level. Individual countries are obliged to meet or exceed these standards. 
Previously the standards of training, certification and watchkeeping of officers and ratings 
were established by individual governments, usually without reference to practices in other 
countries. As a result, standards and procedures varied widely. 

Two comments can be formulated regarding the qualifications set out in the STCW Code: 
 
1. The Code only sets out minimum requirements. In reality, these minimum 

standards do not always match the requirements for seafaring personnel that are 
demanded by employers, especially in specialised trades, partly due to the increasing 
technical sophistication of ships and ships’ equipment. Therefore, additional training for 
both officers and ratings is needed. Nevertheless, it should be mentioned that in the 
maritime sector the general opinion of the STCW Code is very positive. A recent 
directive of the European Parliament and Council states that the European Member 
States may adopt minimum standards higher than those laid down by the STCW Code33.  

 
2. In the EU there is a lack of harmonisation of education and training. In general, 

nautical education falls under the authority of national departments of education, 
whereas the certification of seafarers falls under the authority of national departments 
of transport. All national maritime education systems have to comply with the minimum 
requirements laid down in the STCW Code, but maritime education varies throughout 
the Member States. This variation concerns the length of education, the length of 
practical training on board ship, the content of the courses and the diploma obtained 
after attending courses and successfully graduating. Textbox 11 shows how nautical 
training is organised at the Antwerp Maritime Academy, one of the main EU maritime 
education institutes.  

 
 
 
 
 
 
 
 
 
 

                                          
32  STCW was adopted in 1978 by conference at the International Maritime Organisation (IMO) in London, and 

entered into force in 1984. The Convention was significantly amended in 1995. 
33  Directive 2008/106/EC of the European Parliament and of the Council of 19 November 2008 on the minimum 

level of training of seafarers, Recital 8: ‘Member States may establish standards higher than the minimum 
standards laid down in the STCW Convention and this Directive’. 
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Textbox 11 The Antwerp Maritime Academy 

 
The Antwerp Maritime Academy is the only college in Belgium to provide training in ‘Nautical Sciences’ and 
‘Marine Engineering’. All courses are taught in Dutch and French and meet the international quality-
standard requirements laid down in the STCW Code. The number of students has greatly increased in 
recent years. In Nautical Sciences the number increased from about 200 students in 2000 to 477 students 
in 2008. In Marine Engineering the increase was from 50 students in 2000 to 127 students in 2008. About 
26% are foreign students of 17 different nationalities. 15% of the students are female. 
 
The Nautical Sciences training consists of two cycles: 
• After three years of study a Bachelor’s Degree in Nautical Sciences can be obtained, which corresponds 

to the STCW Operational Level. This degree enables deck officers to work on board as third officer and 
second officer. 

• After one additional year of study, one can obtain a Master’s Degree in Nautical Sciences. This degree 
corresponds to the STCW Management Level, enabling deck officers to qualify as first officer or captain. 

The Maritime Engineering training consists of a three-year cycle after which students obtain a Bachelor’s 
Degree in Marine Engineering, which corresponds to the STCW Management Level. Students who have 
obtained this degree can start their maritime career as fourth engineer. 
 
Following a career at sea, many officers take on a job ashore. This has to be reflected in the courses offered 
during their education. Therefore, education at the Antwerp Maritime Academy aims at two careers: one at 
sea as a merchant marine officer, becoming a Captain (Master) or a Chief Engineer; the other as a shore-
based career in a nautical-economic or nautical-technical function. The Bachelor’s course consists of specific 
nautical courses (for example, Navigation & means of navigation, Ship management & shipboard operations 
and Applied sciences) but also of general management courses (for example, Economics & management,, 
Social sciences and Languages). The Master‘s course is organised in cooperation with several universities 
and consists of various mandatory courses and various optional courses that are related to fixed research 
topics within the Maritime Academy. Besides that, Master’s students also have to work on a Master’s thesis. 
 
Not only is close cooperation with other universities considered important for a broad education; a close 
connection with the maritime industry is also of high added value in preparing students for a dual career on 
board and ashore. Cooperation with both sectors is obtained through the exchange of teachers and the 
inclusion in courses and research topics of problems encountered by the maritime industry  
 
During their first year all students receive one month of on-board training under the supervision of teachers 
from the marine academy and instructors from shipping companies. During this course students become 
familiar with the aspects of working at sea, i.e. they get to know the forces of nature and perils at sea, they 
learn how to deal with being away from home for a long period of time and how to work together in a team 
and respect one another. In total students have to accumulate an equivalent of 12 months’ on-board 
training before they are allowed to work independently (i.e. without supervision) on deck. An equivalent of 
seven months is included in the training, of which one month is at sea and the rest in a simulator (one hour 
in a simulator is equivalent to five hours at sea). The rest of the on-board training has to be organised by 
the students themselves, mostly during holiday periods. This enables them to get in contact with possible 
future employers during their course and learn to apply for jobs themselves.  
 
The Antwerp Maritime Academy devotes a great deal of attention to the overall development of its students. 
Discipline is of the utmost importance, both in their general conduct and in their studies. The academic year 
is divided into four modules of six weeks each, followed by an examination period. Hence not only are 
students compelled to study throughout the year, but also their chances of successful graduation increase. 
This discipline is considered the most important value for their future careers as officers on board ships. 
 

Source: Interview with Capt. P. Blondé, General Manager of the Antwerp Maritime Academy 
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3.3.3. Manning requirements 

 
The STCW Convention does not deal with minimum manning levels. This domain is covered 
by Chapter V, Regulation 14 of the SOLAS34 Convention, published by the International 
Maritime Organisation. In this regulation the following points are stipulated: 
 
1. Contracting governments each undertake, for their national ships, to maintain, or if 

necessary adopt, measures to ensure that, from the point of view of safety of life at 
sea, all ships are sufficiently and efficiently manned. 

2. Every ship to which the Convention applies shall be provided with an appropriate 
minimum safe manning document or equivalent issued by the Administration as 
evidence of the minimum safe manning considered necessary to comply with the 
provisions of Article 1. 

 
Regulation 14 of the SOLAS Convention is backed by Resolution A.890(21) on the principles 
of safe manning, adopted by the IMO Assembly in 1999 and amended by Resolution 
A.955(23) in December 2003. These resolutions note that the minimum safe manning level 
of a ship should be established taking into account all relevant factors such as the size and 
type of ship, the construction and equipment of the ship, the cargo to be carried, the length 
and nature of voyages to be undertaken and many other factors. Thus, basically, without 
establishing fixed minimum manning levels the IMO stipulates that Administrations must 
require a sufficient number of seafarers on board ship to ensure that ships are operated 
safely, efficiently and with due regard to safety under all conditions. In applying these 
principles, Administrations should take into account existing IMO and other regulations. 

3.3.4. Labour standards 

 
Whereas the IMO mainly draws up international regulations for the shipping industry, 
covering areas such as safety, environment, legal issues and security, the International 
Labour Organisation (ILO) sets out internationally recognised labour standards to protect 
the rights of seafarers (for instance basic minimum wage levels). The ILO is made up of a 
social partnership of governments, employers and trade unions. A recent major 
achievement of the ILO is the adoption of the Maritime Labour Convention in February 
2006.  
 
This convention sets out the minimum standards to ensure satisfactory conditions of 
employment for seafarers worldwide. It covers areas such as: 
• Employment agreements and monthly pay;  
• Decent on-board working and living conditions; 
• A 14-hour work limit in any 24-hour period and a 72-hour limit in any seven-day 

period; 
• Specific requirements for living accommodation and recreational facilities; 
• Access to medical care and the repatriation of seafarers in cases of illness, injury, 

insolvency etc. 
 
Once the convention is ratified, ships will have to comply with the Convention by holding a 
Maritime Labour Certificate and Declaration of Maritime Labour Compliance issued by the 

                                          
34 Safety Of Life At Sea 
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flag state, which must be available on board for any port state inspection. So far only five 
countries have ratified the convention35. 
 
An important step was taken on 15 June 2007 when the EU Council adopted a decision 
authorising EU Member States to ratify the convention before 31 December 2010. In 
January 2009 the EU social partners signed an agreement to transpose the provisions of 
the convention into EU legislation through an EU directive. 
 

3.4. Required job profiles, skills and qualifications in inland 
waterway transport 

3.4.1. Overview of relevant legislation 

 
Table 3.4 provides an overview of the relevant international and EU legislation and 
directives regarding qualifications, manning requirements and labour standards in inland 
waterway transport. 
 
Table 3.4 Relevant legislation and directives in inland waterway transport 
 
Convention / Directive Year Subject 
The Rhine Patent Regulation, 
issued by the Central Commission 
for Navigation on the Rhine 

Last updated on 29 May 2008 Minimum requirements for the 
issuance of Boatmasters’ 
Certificates for inland navigation on 
the Rhine 
 

Recommendations on the 
establishment of Boatmasters’ 
Certificates on the Danube, 
issued by the Danube Commission 

1995 Minimum requirements for the 
issuance of Boatmasters’ 
Certificates for inland navigation on 
the Danube 
 

Council Directive 95/50/EC, 
issued by the Council of the 
European  

23 July 1996 Harmonisation of the conditions for 
obtaining national boatmasters’ 
certificates for the carriage of goods 
and passengers by inland waterway 
in the Community 
 

Inspection regulations for 
vessels on the Rhine, issued by 
the Central Commission for 
Navigation on the Rhine 

Last amended on 13 March 2009 Chapter 23 of these regulations 
describe the minimum manning 
requirements for vessels navigating 
on the Rhine 
 

 

Source: Various 
 
Interviews with several IWT organisations and IWT entrepreneurs have indicated three 
main problems regarding qualifications and manning requirements which have an impact on 
the shortage of qualified personnel: 
• Lack of harmonisation of professional qualifications and minimum manning 

requirements in the EU; 
• Horizontal inflow from maritime transport into inland waterway transport is hampered; 
• Lack of harmonisation of boatmasters’ certificates. 
 

                                          
35  Bahamas (February 2008), Liberia (June 2006), Marshall Islands (September 2007), Norway (February 2009) 

and Panama (February 2009).  
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These problems will be discussed in the following paragraphs. 

3.4.2. Lack of harmonisation of qualifications and manning requirements 

 
Whereas in maritime transport uniform qualification standards and general principles 
regarding safe manning of ships have been set out at international level, this is not the 
case in inland waterway transport. At EU level there are at present no uniform professional 
qualification or harmonised minimum manning requirements. Instead, these issues are 
covered by the so-called River Commissions and the national Administrations.  
 
In the EU there are two main international River Commissions, the Central Commission for 
Navigation on the Rhine (CCNR) and the Danube Commission (DC).  
 
• The CCNR, located in Strasbourg, is by far the most important river commission in 

Europe. The Commission is composed of representatives from Germany, the 
Netherlands, Belgium, France and Switzerland and thus represents four out of the five 
main IWT EU Member States. Various regulations and guidelines on the safety of 
navigation on the Rhine have been laid down by the Commission, including the 
Inspection regulations for vessels on the Rhine. Article 23 of these inspection 
regulations deals with manning requirements. These regulations have been translated 
into national legislation in the five member states, making them applicable on the 
national inland waterways of these member states as well (although variations may still 
exist for navigation on national waterways). 

 
• The Danube Commission, located in Budapest, consists of 11 members, the Danube 

riparian states: Austria, Bulgaria, Croatia, Germany, Hungary, Moldova, Romania, 
Russia, Slovakia, Serbia and Ukraine. Under the Danube Convention some manning 
requirements apply, although these are only of a recommendatory nature. Furthermore, 
it is uncertain to what degree the national laws of the different Danube riparian States 
currently comply with the recommendations of the Danube Convention. 

3.4.3. Horizontal inflow from maritime transport is hampered 

 
As mentioned, the most comprehensive rules and regulations regarding qualification and 
manning requirements can be found in Chapter 23 of the regulations for inspection of 
vessels on the Rhine, which prescribes the minimum qualifications and minimum manning 
requirements.  
 
The qualifications for seamen, as set out in Chapter 23, can be obtained in three ways: 
• Through vocational training (minimum age 17 and minimum three years of navigation 

time36); 
• Through an apprenticeship (minimum age to start an apprenticeship is 15; three years 

of navigation time are needed to become a seaman); 
• Through experience (minimum age 19 and following at least three years’ navigation 

time as a member of the deck crew, of which at least one year is in inland navigation 
and the other two years either in inland navigation, maritime transport, coastal 
transport or fisheries37). 

 

                                          
36  180 navigation days are considered one year of navigation time. 
37  For maritime transport, coastal transport or fisheries, one year of navigation time consists of a minimum of 

250 navigation days. 
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The first two options focus on the inflow of young people through education. It should be 
noted that education falls under the authority of the national departments of education and 
that there is no harmonisation at EU level. Vocational training in Germany, for instance, 
takes three years whereas it only takes two years in the Netherlands. A normal vocational 
course in Belgium takes four years. The third option, on the other hand, also offers 
opportunities for the horizontal inflow of former seafarers. However, the minimum required 
navigation time forms a barrier (Textbox 11).  
 

Textbox 11 Extract from the interview with CFNR (FR) 
 
In general, it takes a long time to train personnel. When leaving school, trainees have no experience 
and are often only 17 years old. Moreover, the question arises on how far the vocational training 
meets the real requirements for working on board barges. On-the-job training is always needed to 
become familiar with the specific nature of inland waterway transport.  
 
Currently, trainees cannot take the CCNR patent examination until they are 18. In view of 
technological change and modern education facilities, the training and examination could start earlier 
if the regulations were changed. Take the case of a senior officer who wants a job in inland navigation 
after 10 years at sea. These 10 years only count for 2 years’ navigation time in inland navigation, so 
the officer will have to work for one year as a deck member before becoming a seaman. This means 
that they will start at the lowest level again and at a much lower wage than their wage at sea. After 
several years they can obtain the boatmasters’ certificate. This means that a similar level of 
responsibility can only be reached after several years if one wants to switch from maritime transport 
to IWT. 
 

Interview with Mr Alain Meder, Director, Human Resources 
 

3.4.4. Lack of harmonisation of boatmasters’ certificates 

 
At present there are two different legal regimes in the EU for the issuance of boatmasters’ 
certificates. The Rhine Patent Regulation, adopted by the member states of the CCNR, is 
valid for navigation on the Rhine. For the rest of the Community waterways the issuance of 
certificates is covered by Council Directive 96/50/EC on the harmonisation of the conditions 
for obtaining national boatmasters’ certificates for the carriage of goods and passengers by 
inland waterway in the Community, of 23 July 1996.   
 
Directive 96/50/EC basically states that boatmasters’ certificates must be issued by the 
competent authority of each Member State in accordance with the requirements of the 
directive (in most cases the competent authorities are the national departments of 
transport). The certificates are valid on all waterways in the Member States, with the 
exception of waterways with a maritime character and most importantly with the exception 
of waterways to which the regulation on the issuance of Rhine navigation licences applies. 
 
The Rhine Patent is valid for navigation on all Community waterways, with the exception of 
certain waterways where special knowledge of local navigational conditions is required. 
Boatmasters’ certificates that have been issued on the basis of Directive 96/50/EC, on the 
other hand, are not automatically valid for navigation on the Rhine unless some complex 
procedures are followed. Hence it is clear that these different legal regimes form an 
impediment to the free movement of goods and labour across the EU. 
 
Interviews with IWT stakeholders show that the required navigation time for obtaining the 
certificate is considered too long. Reducing this period would make the profession more 
attractive and enhance the horizontal inflow. Table 3.5 provides a comparison of the 
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professional experience required for obtaining the certificate as stipulated in the two 
regulations. 
  
Table 3.5 Required professional experience 
 

 Rhine Patent Regulation Directive 96/50/EC 
General rule Four years’ professional experience, 

including at least 2 years of inland 
navigation as a rating or engine-
minder or at least 1 year as a 
leading crewman 

Four years’ professional experience 
as a member of the deck crew 

Exception 1 The required 4-years’ experience may be 
reduced by max. 3 years for the time 
spent in a training programme 

The required 4-year period may 
be reduced by max. 3 years for 
the time spent in a training 
programme comprising practical 
navigation work 

Exception 2 The required 4-year time may be 
reduced by max. 2 years in the case of 
maritime experience 

The required 4-year period may 
be reduced by max. 3 years for 
professional experience acquired 
on a seagoing vessel as a 
member of the deck crew 
(reduction of 3 years requires 4 
years’ maritime experience) 

Exception 3  The required 4-year period may 
be reduced by max. 3 years on 
passing a practical examination 
in sailing a vessel. The certificate 
in that case only covers vessels 
similar to the vessel on which the 
practical examination was taken. 

 

Source: Group of volunteers on boatmasters’ licences (2008) 
 
The table confirms that the two regulations show some similarities regarding the general 
rule and the first exception that deals with education and training. A first important 
difference can be found in the second exception, which deals with the horizontal inflow of 
former seafarers. Under the Rhine Patent Regulation, former seafarers have to work two 
years as a member of the deck crew before they can obtain their certificate. Under the EU 
directive a reduction of three years can be considered. Hence, the horizontal inflow of 
seafarers is more strongly stimulated by the EU directive than by the Rhine Patent 
Regulation, which represents the most important IWT Member States and thus also the 
largest share of the demand for qualified personnel. 
 
The third exception stipulates that the period required to obtain the certificate can be 
reduced by three years if a practical examination is passed. A limited certificate can be 
issued that only applies to ships similar to the one on which the examination was taken. 
This exception is not offered in the Rhine Patent Regulation. Several IWT organisations 
believe that this exception could considerably stimulate the horizontal inflow of persons 
from different sectors other than maritime transport. For example, residents of one of the 
member states of the CCNR who want to start as an IWT entrepreneur now have to work 
for four years as crew members before they can obtain the certificate, whereas under the 
EU directive their counterparts in other EU Member States could obtain the certificate after 
only one year. 
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4.  CONCLUSIONS AND RECOMMENDATIONS 
 

KEY FINDINGS 

• Both sectors are confronted by problems pertaining to data availability, data 
gathering and the attractiveness of the profession. 

• Problems that deal with the outflow from the profession and the lack of 
harmonisation are mainly applicable to the IWT sector. To solve these problems, 
several actions have been taken recently.  

 
In the previous chapters, background information has been provided on the situation of the 
maritime and inland waterway transport sectors and the factors determining the demand 
for and supply of nautical personnel. This chapter aims to formulate some general 
conclusions (paragraph 4.1). The second paragraph provides an overview of the measures 
that have already been adopted or initiated at EU level to tackle the shortage problem. This 
paragraph also provides some additional recommendations for EU policy-makers. 
 

4.1. General conclusions  

4.1.1. Maritime transport 

 
Maritime transport has boomed in recent years. This has led to massive investment in new 
capacity and a high demand for maritime personnel. Most data regarding employment is 
based on estimates and it is clear that the sector is confronted by a problem of shortage of 
qualified personnel, more specifically officers. The increasing supply of officers that has 
been seen in recent years has been insufficient to meet the growing demand. The supply 
of officers can be examined from two angles: 
 
1. Inflow: the number of youngsters choosing a career at sea. This factor is influenced by 

the background of the youngsters and their idealism, as well as financial and career 
expectations. The higher the number of youngsters choosing a maritime career, the 
higher the supply of officers. The qualifications that they have to meet to work at sea 
have been set out at global level by the STCW Convention. 

2. Outflow: most officers see their time at sea as temporary. The skills and qualifications 
that they acquire when serving at sea are highly desired by shore employers, opening 
up a wide variety of career opportunities ashore. Also, some negative aspects such as 
on-board living conditions and low rates of compatibility between a job at sea and social 
and family life influence this outflow. It should be mentioned that the outflow is not a 
loss for the maritime cluster as most former officers stay employed within the maritime 
industry. Their skills and qualifications reinforce the land-based activities of the 
maritime industry and its related companies.  

 
The current financial and economic crisis is having a significant impact on the maritime 
transport market. Although the first signs of overcapacity are already evident (a high 
number of idle ships, higher scrapping rates and the cancellation or postponement of 
orders), it is certain that the capacity of the fleet will grow further. The impact on the 
demand for seafarers is unclear. Previous estimates of future demand for transport 
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services, fleet extension and officer demand have become outdated. One could assume 
that: 
• The shortage of personnel will probably ease in the short to medium term, and 
• An introduction of new and larger vessels will continue in a market of decreasing 

demand for transport services worldwide. 

4.1.2. Inland waterway transport 

 
Whereas the maritime transport sector is mainly composed of large and capital-intensive 
shipping companies with fleets that are 100% manned by hired personnel, the IWT sector 
is mainly dominated by smaller single-vessel-operating family businesses.  Also, the 
IWT sector has boomed in the past years. The high growth has led to attractive market 
conditions, resulting in new investment in fleet capacity. This investment has been in larger 
vessels. The smaller vessel types are gradually disappearing.  
 
The economic crisis will undoubtedly have an impact. Unfortunately, owing to a lack of data 
availability and reliability and the high degree of volatility, it is impossible to make reliable 
forecasts. 
 
The data problem also makes it difficult to give a consistent overview of demand for and 
supply of nautical personnel at EU level. As mentioned, two categories of nautical staff 
can be distinguished in the IWT sector: 
• Independent entrepreneurs for whom the family background is the main 

determining factor for choosing an IWT career. Those who do choose such a career see 
this as a choice for life. Fewer youngsters with an IWT background are following in their 
fathers’ footsteps and choosing a career as an IWT entrepreneur themselves. 

• This, together with the growing fleet capacity and changing exploitation modes, has led 
to an increased demand for hired nautical personnel. This increased demand has 
resulted in a shortage of qualified nautical personnel. In recent years, this shortage has 
partially been solved by hiring crew members from Eastern European Member States 
and, more recently, Philippine nationals. 

 
It is unclear how the economic crisis will impact the IWT sector. However, it is fairly 
certain that lower demand for transport services will lead to lower demand for hired 
personnel in the short term. If the crisis persists, the overcapacity could also lead to poor 
market conditions, which in turn will affect the attractiveness of entrepreneurship in the 
medium term (recent articles have indicated that freight rates in IWT have already 
decreased by over 25%-50% during recent months38). Therefore, the economic crisis could 
have a double impact on the sector in the medium turn, resulting in reduction of the fleet 
and lower demand for hired personnel: 
• Some entrepreneurs could decide that stopping their business is the best option as 

operating costs are too high and profits too low.  
• The inflow of new entrepreneurs could decrease as market conditions are no longer 

attractive. 
 
In view of the poor quality of available data, it is impossible to estimate how a balance 
between demand for and supply of nautical personnel will be reached. In the long run, 
however, the deterioration of the profession as an independent entrepreneur could 
eventually lead to a worst-case scenario of capacity shortage and a shortage of personnel.  

                                          
38  Newspaper Schuttevaer (4 February 2009 and 6 February 2009); Newspaper “Nieuwsblad Transport” (11 March 

2009). 
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Regarding qualification standards and manning requirements, a lack of harmonisation 
is noted at EU level. Instead, these issues are being dealt with by the Central Commission 
for Navigation on the Rhine, the Danube Commission and national administrations. Also, in 
the field of boatmasters’ certificates there is a lack of harmonisation and the hampered 
horizontal inflow into the profession is considered a problem. 
 

4.2. Recommendations 
 
Five recommendations can be made to EU policy-makers: 
• Harmonise data collection, both for maritime transport and IWT; 
• Stimulate inflow into the profession, both in maritime transport and IWT; 
• Reduce outflow from the profession (this recommendation only applies to the IWT 

sector); 
• Harmonise qualifications, manning requirements and certification, (again, only 

applicable to the IWT sector); 
• Enhance education in both sectors to better match supply of and demand for seafarers. 

4.2.1. Harmonisation of data collection 

 
Problems with data availability and reliability involve both the maritime and IWT sector. 
 
Maritime transport 
 
Employment statistics are incomplete. The statistics at global level are mainly based on 
estimates and do not reflect the total employment situation in all the EU Member States. At 
EU level, employment statistics are published by Eurostat, based on NACE Rev. 1 
classification39. However, these statistics refer to employment in companies where the main 
activity relates to maritime transport. No distinction is made between nautical and land-
based personnel. Neither do they reflect the true number of seafarers working on board the 
EU fleet (because of the non-transparent relationship between ownership, control and 
registration of ships as mentioned in paragraph 2.1.1). 
 
Inland waterway transport 
 
The comment regarding employment statistics is also valid for the IWT sector, i.e. the 
Eurostat figures reflect both nautical and land-based personnel. Moreover, it is unclear to 
what extent these figures include independent entrepreneurs (who still form the majority of 
persons working in the IWT sector). More exact figures can be obtained from national 
bodies, but this is very time-consuming and still not very reliable as no harmonisation 
exists in the methods of keeping national records. This is reflected in the fact that different 
statistical sources often report divergent figures. The same is true for the fleet statistics.   
 
Recommendation 
 
To obtain a clear view on the evolution of the sector and to be able to make reliable 
forecasts, the EU policy-makers could stimulate an EU approach to harmonised data 
gathering and reporting. 

                                          
39  NACE (Nomenclature générale des Activités économiques dans les Communautés Européennes) is a statistical 

classification tool for employment in the various economic activities and sectors. It is designed to categorise 
employment data in a harmonised manner by attaching a letter and digit code to each activity. 
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4.2.2. Stimulating the inflow into the profession 

 
The inflow into a maritime or IWT profession is largely based on personal interest.  
 
Maritime transport 
 
The choice for a maritime career mainly stems from a personal interest in the sea and 
idealism. As many seafarers are recruited in coastal regions and islands, the location of 
home or place of upbringing seems to have a large influence on this choice. With 22 
Member States having a considerable coastline, there is a high potential for attracting more 
youngsters into a maritime career.  
 
Inland waterway transport 
 
The choice of a career in the IWT sector is mainly influenced by family background. 
Furthermore, the wish to travel, the desire for adventure and opportunities for working as 
an independent IWT entrepreneur at a relatively young age attracts people into the 
profession. These characteristics, however, are not recognised by a large group of young 
people. In fact, most youngsters who choose an IWT career for reasons other than their 
family background do so because they have come into contact with the IWT sector in some 
way. Once again, the location of home or upbringing is of some influence. 
 
Interviews have demonstrated that there is large potential exists in the EU for horizontal 
inflow. This horizontal inflow potential mainly involves former seafarers, but could also 
apply to people coming from other sectors. However, the qualification requirements 
represent a barrier, particularly for the latter group.  
 
Recommendations 
 
At EU level, much effort has been placed on promoting maritime transport, short sea 
shipping and inland navigation as environmentally friendly modes of transport. Campaigns 
promoting the nautical sectors as attractive sectors for building a career have so far only 
been initiated at national level. The launching of an EU campaign could be more effective 
and therefore the EU policy-makers might examine the possibilities of launching such a 
campaign.  
 

Reducing the barriers for the horizontal inflow would make the IWT profession more 
attractive. Directive 96/50/EC leaves the possibility of reducing the requisite four-year 
period for obtaining a boatmasters’ certificate to only one year (see paragraph 3.4.3). This 
possibility does not exist in the Rhine Patent Regulation. Therefore, the EU policy-makers 
could together with the CCNR and the DC look at harmonising and facilitating inflow.  

4.2.3. Reducing outflow from the profession 

 
Maritime transport 
 
In maritime transport, outflow from the profession is influenced by several factors: 
• Positive: career opportunities ashore; 
• Negative: low compatibility with social and family life, poor living conditions on board 

and negative work-related issues. 

 66 



The shortage of qualified personnel in maritime and inland waterway transport 
 

This outflow, however, is in most cases not a loss from the sector as most former officers 
continue their career within the maritime cluster where their qualifications and experience 
are highly valued.  
 
Inland waterway transport 
 
In the IWT sector, the European Parliament can play a role in reducing the outflow. As 
mentioned in paragraph 3.2.3, the main reasons for returning ashore are low compatibility 
with social and family life, high workloads and low wage levels.  
 
Recommendation 
 
A social dialogue between the European Commission, the European employers’ federations 
EBU and ESO and the European Transport Workers’ Federation, initiated in 2006, is inter 
alia dealing with the problem of high workloads. However, the outcome of this dialogue is 
unclear and opinions regarding its effectiveness differ. EU policy-makers could launch an 
encompassing initiative to better facilitate this dialogue. 
 
EU policy-makers could also facilitate the introduction of new logistics concepts allowing a 
reduction in the time spent on board and maximising the time spent ashore. These 
concepts entail multiple crews being replaced each day and sailing the same stretch of 
waterway40. 

4.2.4. Harmonisation of qualifications, manning requirements and certification 

 
Maritime transport 
 
Maritime qualifications, manning requirements and certification in maritime transport is 
dealt with in international organisations such as the IMO and the ILO. These organisations 
have set out minimum standards with a global scope. EU policy-makers could impose 
higher minimum standards, which should not adversely affect the competitiveness of EU 
shipowners. 
 
Inland waterway transport 
 
In inland waterway transport, on the other hand, there is only a small amount of 
harmonisation. Often this harmonisation is limited to recognising the legislation of other 
countries. Several measures have been initiated at EU level. 
 
 
Naiades 
 
Naiades is an integrated European action programme for inland waterway transport that 
was launched in 2006 and runs until 2013. The programme comprises numerous actions 
aimed at promoting transport on inland waterways. Focus is being placed on five strategic 
areas: 
1) Improving market conditions 
2) Modernising the fleet 

                                          
40  This concept could for example be applied to barges sailing on a fixed haul. By selecting crew members that 

are living halfway along the route, it is possible to switch crews on a day-to-day or on a two-day basis. This 
arrangement involves more regular working times, much shorter periods spent on board and a higher degree 
of compatibility with social and family life. 
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3) Developing human capital 
4) Strengthening the image of inland navigation 
5) Improving infrastructure.  
 
The most important strategic area in the context of this study is the development of human 
capital. This includes the promotion of jobs and skills. The Naiades Programme identifies 
the improvement of working and social conditions in the sector as one of the central 
challenges. The dialogue between the social partners at European level, as described 
above, is the most appropriate way of achieving these objectives.  
 
Furthermore, the harmonisation of minimum manning requirements and a uniform 
boatmasters’ certificate, valid on all Community waterways, come in this strategic area. 
Both actions were initiated at an experts’ meeting in Brussels on 4 July 2008. 
 
Platina 
 
The implementation of the actions from the Naiades Programme is supported by the Platina 
platform, which was launched in October 2008. Platina brings together 22 partners from 
nine European countries. Its tasks include: 
• Providing technical and organisational assistance through the participation of key 

industrial stakeholders, associations and Member States administrations; 
• Organising expert meetings and working groups; 
• Carrying out studies on how to implement the actions that have been selected in the 

Naiades Programme. 
 
Recommendations 
 
Since the platforms founded to promote inland waterway transport have only recently 
commenced their activities, it is too early to come up with conclusions. Nevertheless, some 
recommendations could be formulated: 
• It is recommendable that the EU-policy makers monitor and facilitate the effective 

operation of these platforms.  
• The second recommendation concerns the scope of the platforms. As IWT goes beyond 

EU borders, it is recommendable that harmonisation be reached at European level, 
rather than EU level. 

• Finally, a third recommendation concerns the manning requirements in relation to 
technological change. Paragraph 2.2.2 has been mentioned that the number of crew 
members could be reduced as a result of continuing technical improvement. EU policy-
makers could investigate, in cooperation with the River Commissions, the opportunities 
for reducing minimum manning requirements on the European inland waterway 
network.  

4.2.5. Enhancement of education to better match supply of and demand for seafarers 

 
Maritime transport 
 
In general, nautical education falls under the authority of the national departments of 
education. All national maritime education systems have to comply with the minimum 
requirements laid down in the STCW Code, but maritime education varies throughout the 
Member States. The STCW Convention only lays down minimum standards for seafarers. 
However, these minimum standards do not always meet the qualifications that are required 
in specialised trades (such as the maritime transport of liquid bulk). 
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Inland waterway transport 
 
IWT education in the EU likewise falls under the authority of the national departments of 
education. Recently, a first step towards the enhancement of IWT education was launched 
under the Naiades Programme. 
 
Edinna 
 
Edinna (EDucation in INland NAvigation) is a cooperative scheme between 20 European 
IWT schools and educational establishments launched in February 2009. The scheme aims 
to establish the harmonisation of minimum qualification standards in IWT education 
(analogous to STCW in maritime transport) that will be applicable in all EU Member States. 
As a first stage, Member States can independently decide how these minimum standards 
will be integrated in their national educational structures. As a second stage the platform 
will examine the opportunities for harmonising educational structures. As a third stage the 
harmonised education system will be enhanced by matching the training to the real 
demands of the sector, i.e. with less theory and more practical experience. 
 
Recommendations 
 
Although in maritime transport qualifications, manning requirements and certification 
have been laid down at international level, three recommendations could be formulated: 
• Maritime education in the EU is of crucial importance for strengthening the maritime 

cluster. Unlike other fields of education, international exchange and benchmarking is 
limited. It is recommended that EU policy-makers envisage an initiative to stimulate 
cooperation at EU level between national maritime academies. 

• EU policy-makers could initiate the founding of a European training centre providing 
additional training for specialised trades. In doing so, European maritime 
education would not only be more effective in providing the specialised qualifications 
that are demanded by some shipping companies, but would also take the lead in 
providing highly qualified officers. In other words, the EU could present itself as a 
worldwide maritime knowledge centre for the highest job profiles. 

• Finally, maritime education in the EU should be better calibrated to the requirements of 
the maritime cluster. Close cooperation by maritime academies with shipowners, 
dredging companies etc. should be proactively established. 

  
Since the Edinna platform to enhance inland waterway transport education has only 
recently commenced its activities, it is too early to come up with conclusions. Nevertheless, 
it is recommendable that EU policy makers monitor and facilitate the effective 
operation of this platform.  
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ANNEX 

Annex 1 Ownership of the world fleet 
 
Table The 35 countries and territories with the largest controlled fleets (as at 1 

January 2008) 
 

Number of vessels Deadweight tonnage 
World 
rank 

Country of 
ownership 

National 
flag 

Foreign 
flag 

Total National 
flag 

Foreign flag Total Total as % of 
world total 

1 Greece 736 2,379 3,115 55,766,365 118,804,106 174,570,471 16.81% 
2 Japan 714 2,801 3,515 11,620,381 150,126,721 161,747,102 15.58% 
3 Germany 404 2,804 3,208 14,588,066 79,634,721 94,222,787 9.07% 
4 China 1,900 1,403 3,303 34,351,019 50,530,684 84,881,703 8.18% 
5 Norway 792 1,035 1,827 14,182,841 32,689,255 46,872,096 4.51% 
6 Unites States 855 914 1,769 20,301,154 19,526,996 39,828,150 3.84% 
7 Korea 756 384 1,140 19,122,776 18,580,931 37,703,707 3.63% 
8 Hong Kong 311 346 657 18,228,651 15,195,788 33,424,439 3.22% 
9 Singapore 536 333 869 16,440,270 12,192,284 28,632,554 2.76% 
10 Denmark 317 544 861 10,466,920 16,967,723 27,434,643 2.64% 
11 Taiwan 93 497 590 3,986,356 22,163,936 26,150,292 2.52% 
12 United Kingdom 394 482 876 10,479,296 15,522,244 26,001,540 2.50% 
13 Canada 206 213 419 2,352,552 16,395,893 18,748,445 1.81% 

14 
Russian 

Federation 
1,532 579 2,111 5,986,569 12,051,321 18,037,890 1.74% 

15 Italy 559 214 773 11,419,633 6,320,035 17,739,668 1.71% 
16 India 474 60 534 13,956,575 2,096,910 16,053,485 1.55% 
17 Turkey 495 531 1,026 6,431,016 6,728,712 13,159,728 1.27% 
18 Saudi Arabia 61 103 164 801,539 12,144,926 12,946,465 1.25% 
19 Belgium 87 146 233 6,087,051 6,067,624 12,154,675 1.17% 
20 Malaysia 314 78 392 7,399,196 3,769,710 11,168,906 1.08% 
21 Iran 116 63 179 5,080,136 5,176,747 10,256,883 0.99% 

22 
United Arab 

Emirates 
54 370 424 521,677 8,403,618 8,925,295 0.86% 

23 Netherlands 503 259 762 4,136,349 4,499,185 8,635,534 0.83% 
24 Cyprus 111 144 255 2,828,540 4,484,942 7,313,482 0.70% 
25 Indonesia 728 122 850 4,807,801 2,450,354 7,258,155 0.70% 
26 Sweden 154 211 365 1,758,402 5,159,712 6,918,114 0.67% 
27 France 182 176 358 3,036,041 3,490,150 6,526,191 0.63% 
28 Kuwait 40 29 69 3,953,100 1,348,386 5,301,486 0.51% 
29 Vietnam 358 50 408 3,192,261 1,394,075 4,586,336 0.44% 
30 Spain 190 192 382 1,422,309 3,075,812 4,498,121 0.43% 
31 Brazil 130 14 144 2,472,017 1,949,344 4,421,361 0.43% 
32 Thailand 302 39 341 3,520,841 500,984 4,021,825 0.39% 
33 Switzerland 29 129 158 847,265 2,731,566 3,578,831 0.34% 
34 Bermuda 0 62 62 0 3,216,806 3,216,806 0.31% 
35 Croatia 78 39 117 2,086,397 978,977 3,065,374 0.30% 
         

 
Total 35 
countries 

14,511 17,745 32,256 323,631,362 666,371,178 990,002,540 95.35% 

         
 World total 16,798 19,515 36,313 342,662,755 695,633,834 1,038,296,589 100% 

 

Source: UNCTAD (2008) 
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Annex 2  Seagoing manpower supply estimates 
 
Table Global seagoing manpower supply estimates, 200841 
 

Supply country 

Officer 
Numbers 

BIMCO / ISF 
2005 

Rating 
numbers 

BIMCO / ISF 
2005 

Officer 
numbers 
Drewry / 
PAL 2008 

Rating 
numbers 
Drewry / 
PAL 2008 

Australia 4,800 3,200 3,200 5,300 
Bangladesh 4,500 4,000 4,800 3,700 
Brazil 4,500 12,200 5,500 12,000 
Bulgaria 2,100 3,100 2,800 3,200 
Canada 4,600 10,100 4,600 8,000 
China 42,700 79,500 51,800 104,200 
Croatia 10,300 9,200 16,000 10,000 
Denmark 5,500 4,200 6,000 4,600 
Egypt 4,000 18,000 3,500 18,000 
Germany 4,800 1,900 6,700 3,000 
Greece 17,000 15,000 17,000 15,000 
Honduras 4,200 15,300 4,200 15,300 
India 46,500 32,400 31,200 56,000 
Indonesia 7,800 34,000 8,000 34,000 
Italy 9,600 11,400 12,000 18,000 
Japan 13,000 6,900 12,700 6,100 
Latvia 7,500 10,000 6,700 7,800 
Malaysia 4,200 8,400 4,000 7,000 
Mexico 4,000 5,300 4,500 5,500 
Myanmar 6,000 23,000 10,000 20,000 
Netherlands 3,900 1,000 3,600 900 
Norway 8,100 7,300 8,300 7,700 
Philippines 46,400 74,000 50,400 80,000 
Poland 8,400 4,700 8,700 4,700 
Romania 8,400 4,700 9,000 6,200 
Russia 21,700 34,000 22,700 34,500 
South Korea 8,200 5,000 7,000 4,500 
Spain 4,000 6,000 4,500 5,500 
Sweden 4,900 9,000 5,000 8,000 
Taiwan 4,300 2,700 4,300 2,700 
Turkey 22,100 60,300 32,400 53,000 
Ukraine 28,900 36,100 35,400 40,000 
United Kingdom 14,000 4,500 15,400 5,000 
USA 6,400 14,100 6,400 11,000 
Vietnam 10,500 7,000 10,500 7,000 
Others 58,700 143,500 60,000 120,000 
Total 466,500 721,000 498,800 747,400 

 

Source: Drewry Shipping Consultants (2008) 

 

 

                                          
41  This list only includes the 35 nations which in 2005 (Bimco update) had a reported supply figure of more than 

4,000 officers per country. 
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Annex 3  Indicative officer wages for some selected countries  
 
Table Indicative officer wages for some selected countries42, converted into 

euro43 
 

Country  Master 2nd officer 
Tanker 7800 - 10900 5400 - 7600 

Denmark 
Dry cargo 6500 - 9500 4900 - 5400 
Tanker 6100 - 9500 2100 - 3700 

Latvia 
Dry cargo 3900 - 4900 1900 - 2700 
Tanker 6800 - 9500 2400 - 4100 

Poland 
Dry cargo 4100 - 5800 2400 - 3900 
Tanker 5400 - 8200 2900 - 3500 

Romania 
Dry cargo 4100 - 5800 2000 - 3000 
Tanker 6100 - 10900 4400 - 6500 

Spain 
Dry cargo 5400 - 9500 2900 - 3200 
Tanker 10200 - 15600 4800 - 6800 

UK 
Dry cargo 8800 - 15000 3500 - 4400 

 

Source: Drewry Shipping Consultants, 2008 

 

                                          
42  These wages cover basic pay, vacation, guaranteed / fixed overtime and leave subsistence 
43  In many cases officer wages are paid in US $. To convert these wages into euro, an exchange rate of €1 = 

$1.4708 has been applied. 
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Annex 4  Minimum wages in inland navigation for  
The Netherlands 

 
Table Minimum wages in the Dutch inland navigation sector 
 

Minimum wages in the Dutch inland navigation sector * 
Agreed within the Dutch Central Bureau of inland navigation 
Applicable as from 1 January 2009 
   
 Tankers Motorships 
Captain   

Capacity > 2,500 tonnes € 2.265,09 € 2.033,69 
L > 86 m € 2.210,00 € 1.994,86 
70 m < L < 86 m € 2.145,78 € 1.953,30 
L > 70 m € 2.081,56 € 1.913,60 

   
Skipper € 1.935,25 € 1.837,07 
   
Mate  € 1.669,94 

L > 86 m € 1.757,94  
L < 86 m € 1.693,24  

   
Able Seaman   

Age ≥ 23 years € 1.669,94 € 1.638,28 
Age < 23 years   

3 years of experience € 1.565,45 € 1.565,45 
2 years of experience € 1.421,80 € 1.421,80 
1 year of experience € 1.278,09 € 1.278,09 
no experience € 1.134,61 € 1.134,61 

   
Seaman   

Age ≥ 23 years € 1.646,28 € 1.613,76 
Age < 23 years   

3 years of experience € 1.406,53 € 1.406,53 
2 years of experience € 1.262,44 € 1.262,44 
1 year of experience € 1.118,78 € 1.118,78 
no experience € 975,26 € 975,26 

   
* These wages do not include surcharges for overtime, weekends or 24/24 navigation. 

 
Source: Central Bureau for inland navigation 
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