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24th Interim Meeting of the ASA Seafarers Committee 

Xiamen, 15th - 18th October 2018 

 

Annotations to AGENDA 

 

1. Adoption of the Agenda 

The Committee will be invited to adopt the Agenda already circulated to SC 
members on 21st September 2018. 

2. Association Report presentation 

Each delegation is invited to present a general report on its local development 
concerning seafarers and comment on the following agenda items, if applicable. 
Discussion will be followed after the presentations on key issues which delegates 
consider important. Presentations in PPT format are preferable. 

3. Local seafarer development 

Each delegation is invited to report on the current supply and demand situation of 
local seafarers, and describe local efforts being made on recruitment, retention 
and training. 

In Asia, some countries are seafarer-supplying, some others are demanding. To 
address the unbalanced situation, a possible sharing system of Asian seafarers is 
desirable. In this regard, the Project on Establishment of the Seafarer Excellence 
Network of the Asia-Pacific sets a good example. Each delegation is invited to 
discuss this issue and may further comment on the appropriateness and 
effectiveness of the Project. For more details about the Project, please visit:  

https://aimp2.apec.org/sites/PDB/Lists/Proposals/DispForm.aspx?ID=2231  

4. ILO Maritime Labour Convention 

a) The inconsistency of PSC requirements on the maximum period that a seafarer 
can serve onboard a ship under MLC 2006 

There’s inconsistency in port State control inspection regarding the maximum 
period that a seafarer can serve continuously onboard a ship under MLC 2006. A 

https://aimp2.apec.org/sites/PDB/Lists/Proposals/DispForm.aspx?ID=2231
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few port States hold that the maximum period is 12 months, a few other States 11 
months, another a few States 13 months, some other States do not exercise any 
restriction on the maximum period. The inconsistency has resulted in, to certain 
extent, confusion in implementing the MLC 2006. Delegations are invited to 
discuss the issue. 

b) Report of members on other issues experienced in implementation of the 
Convention 

5. STCW Convention 

a) Agenda items and outcome of HTW 5 

The Sub-Committee on Human Element, Training and Watchkeeping (HTW) held 
its fifth session from 16 to 20 July 2018 in IMO headquarters in London. The 
following agenda items had been discussed: 

 Validated model training courses 

 Reports on unlawful practices associated with certificates of competency 

 Guidance for STCW Code, section B-I/2 

 Comprehensive review of the 1995 STCW-F Convention 

 Role of the Human Element 

 Revision of the Guidelines on Fatigue 

 Review of SOLAS chapter II-2 and associated codes to minimize the incidence 
and consequences of fires on ro-ro spaces and special category spaces of 
new and existing ro-ro passenger ships 

 Amendments to the IGF Code and development of guidelines for low-
flashpoint fuels 

 Revised SOLAS regulation II-1/3-8 and associated guidelines 
(MSC.1/Circ.1175) and new guidelines for safe mooring operations for all 
ships 

 Measures to harmonize port State control (PSC) activities and procedures 
worldwide 

During HTW 5, among other things, the following newly developed or revised 
model courses have been validated: 

 Electro-technical rating (the Philippines) 

 Ratings as able seafarer engine in a manned engine-room or designated to 
perform duties in a periodically unmanned engine-room (Germany and 
Singapore) 

 Liquefied natural gas (LNG) tanker cargo and ballast handling simulator (1.36) 
(Malaysia) 

 Proficiency in personal survival techniques (1.19) (China) 

 Use of leadership and managerial skills (the Philippines) 

 Safety training for personnel providing direct service to passengers in 
passenger spaces (the Philippines) 
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 Passenger ship crowd management training (the Philippines) 

 Crisis management and human behaviour training (the Philippines) 

 Radar Navigation at Management Level (1.08) (China) 

 Automatic Identification Systems (AIS) (1.34) (Malaysia and Argentina) 

b) Report of members on issues experienced in implementation of the Convention, 
such as the mandatory manning of able seafarers deck/engine on board 

The Manila Amendments to the STCW Code provide the minimum training and 
certification standards for new ranks on board, such as able seafarers deck/engine, 
electro-technical officers and ratings. Delegations are invited to report and discuss 
difficulties and experiences, if any, in training and manning such ranks, as well as 
other experiences in implementing the STCW Code. 

6. Psychological health and best practice 

a) Seafarers’ workload and stress 

Stress is not a modern day phenomenon, but it does sometimes feel that the 
pressures of technology, lack of shore leave, increased paperwork and working 
with fewer people can take a terrible toll. “Stress” can’t be measured, and affects 
different people in different ways at different times. It is a moving target – but when 
the conditions are right, it can hit and have a massive effect. According to unions, 
stress occurs where demands made on individuals do not match the resources 
available or meet the individual’s needs and motivation. Stress will arise if the 
workload is too large for the number of seafarers and time available. 

At sea, there are many potential “stressors”, and these need to be recognized and 
managed. They come in different forms – they can be individual causes or 
organizational causes. Increasingly important at sea is the concept of 
“organizational stress” – this can be brought on by the environment, culture, 
demands, systems and management that have to be dealt with. Given that 
seafarers work under the increasing influence of safety management systems, the 
effect that these demands have can have a massive impact on quality of life. For 
further discussions on seafarers’ stress, please refer to (as attached): 

 A STUDY ON THE FACTORS INFLUENCING THE SEAFARERS’ STRESS 

 OPTIMISING WORK PERFORMANCE UNDER STRESS FOR THE 
MERCHANT NAVY 

b) Practice in helping seafarers relieve negative physical and mental effects 

Delegations are invited to discuss and share their experiences in containing 
seafarers’ stress on board. For in-depth information on this issue, please visit: 
http://www.crewtoo.com/category/crew-life/health/ 

7. Piracy and armed robbery 

a) Current situation 

According to reports received by the International Maritime Organization, 169 
incidents have so far occurred worldwide in 2018 (as of 21 September 2018). 

http://www.crewtoo.com/category/crew-life/health/
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While this represents a 34% increase over the 126 incidents reported during the 
same period in 2017, the current level for 2018 is on par with other previous years 
and below the average of the last five years. For more details, please refer to (as 
attached): 

 MSC 100-14 - Developments since MSC 99 (Secretariat) 

b) Anti-piracy training and other support 

Delegations are invited to share their experiences in anti-piracy training and 
arranging other support for seafarers on board 

8. Seafarer Facilitation 

According to the 2017 Shore Leave Survey of US ports by the Seamen’s Church 
Institute, 23% of vessels had at least one seafarer denied shore leave last year, 
with Filipino, Chinese, Burmese and Indian seafarers the most affected. The 
overwhelming majority of those rejected did not have the correct visa to enter US 
territory, a problem which occurs in ports in many other parts of the world. 

The IMO Convention on Facilitation of International Maritime Traffic (FAL 
Convention) was designed to prevent this. Given the nature of a seafarer’s work, 
the code explicitly prohibited states from requiring crew to obtain visas for shore 
leave. The same right is also enshrined in the International Labour Organization 
(ILO) Conventions 185 and 108. 

Members are invited to report difficulties experienced in facilitation of shore leave 
for seafarers 

9. Establishment of working group(s) 

Article 16 (Standing Committees) of the ASA Constitution states that: “(t)he 
Standing Committee may, whenever required, form sub-committees or working 
groups for specific purposes or issues and shall appoint a Chairman for each of 
such sub-committees or working groups.” With approval of SC Chairman Fu 
Xiangyang and for the purpose of better discharging SC duties, the Seafarers 
Committee is considering the establishment of an intersessional working group on 
a specific issue discussed above, to conduct in-depth discussion and research. 
Delegations are invited to take part. 

10. Any Other Business 

Members are invited to raise any other business, if any 

11. Next meeting 

The Committee to discuss the date and venue for the next interim meeting 
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A STUDY ON THE FACTORS INFLUENCING THE SEAFARERS’ STRESS 

 
 

J.Rengamani 

Dr.M.Sakthivel Murugan 

Abstract 

 

The study examines the factors that are influencing the seafarers’ occupational stress based on the 

occupational stress indicators. The study investigates the work-related stress factors, physical stress 

factors and psychosocial stress factors in the process of assessing the stress levels of the seafarers who 

work on-board the ships. The occupational stress has been documented as one of the most important 

workplace health hazards for employees in developed and developing countries (Paul E. Spector, 2002[18]; 

Danna & Griffin, 2002[8]). Stress or Stressor refers to any environmental, social, or internal demand which 

requires the individual to readjust his/her usual behaviour patterns (Holmes & Rahe, 1967)[10]. Stress 

rarely has a single source point, rather stress has been found to have many different sources. Stress can 

be caused by acute or chronic physical stressors, or by psychological and social stressors (Sapolsky, 

1994) [19]. The majority of stressors tend to be those associated with psychological and social issues that 

are related to both personal and work lives. The study had analysed the work-related stress using 

student’s t-test and also had classified the stressors into five manageable factors by using Factor analysis. 

The stresses incurred by the seafarers were then compared by testing the hypotheses by using one way 

ANOVA.  

 

Keywords: Stressors, Psychosocial stressors, Physical stressors, Work-related stressors. 

 

Introduction 

 

Stress is inevitable in today's complex life since 

right from the time of birth till death an 

individual is invariably exposed to various 

stressful situations.  The threat of political and 

economic imbalances and uncertainties, 

unemployment, poverty, urbanisation and 

increased socio-economic complexities and 

innumerable other factors contribute to Stress 

(Aziz, 2004)[3].   

 

Stress is an important psychological concept that 

can affect health, well-being and job 

performance in negative dimensions, 

(Mojoyinola, 1984[16]; and Olaleye, 2002[17]). It 

is regarded as a force that pushes a physical or 

psychological factor beyond its range of stability, 

producing a strain within the individual.  

 

Stress is the process by which environmental 

events (stressors or challenges) threaten us, 

how these threats are interpreted, and how they 

make us feel (Baum et al, 1997)[4].  

 

Lazarus (1966)[15], conceived stress to be a 

threat of anticipation of future harm, either 

physical or psychological events that lower an 

individual self-esteem. It is an affective 

behaviour and physical response to aversive 

stimuli in the environment.  

 

According to Selye (1976)[20], stress is a state 

within the organism characterized by general 

adaptation syndrome. In other words, it is the 

nonspecific response of the body to the demand 

made upon it.  

 

Stress may be acute or chronic in nature.    It 

exists in different forms. It may be 

psychological, emotional, social, occupational or 

job related. Stress experienced by workers at 

work is called job stress. It may be due to a 

number of factors such as poor working 
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condition, excessive work load, shift work, long 

hours of work, role ambiguity, role conflicts, 

poor relationships, with the boss, colleagues or 

subordinate officers, risk and danger, to mention 

a few. Certain responses indicate the presence 

of job stress in an individual, or group. It may 

manifest by the presence of headache, sleep 

disturbances, difficulty in concentration, short 

temper, upset stomach, job dissatisfaction and 

low morale.  

 

Cartwright and Cooper (1997)[5] further pointed 

out that in the short term, stress can lead the 

employees to stomach disorder, headaches, 

sleeplessness, emotional distress and loss of 

energy/motivation, and in the long term, it can 

give to serious illness and even early death, 

most likely due to cardiovascular disease (heart 

diseases). 

 

There are a number of workplace factors, called 

job stressors that make jobs stressful and 

difficult for number of employees in services as 

well as manufacturing industries. Additional 

stressors concern interpersonal relationships at 

work, such as conflicts with the behaviour of 

supervisors, conflicts with colleagues, conflicts 

with subordinates and conflicts with 

management policies (Paul Spector, 2002)[18]. 

Kahn and Byosiere, (1992)[13] and Taylor, 

(1999)[22] further pointed out that there are 

some other stressors in the organizational 

context, such as having insufficient resources to 

do the job (e.g., defective equipment or 

inadequate supplies), or low salaries structure. 

Research has clearly demonstrated that all of 

these job stressors are connected with 

employees’ health and well-being.  

 

As is characteristically found in various studies, 

higher levels of stressors (e.g., heavy workload 

and uncertainty about supervisors’ expectations) 

were associated with physical symptoms, such 

as headaches, and poor job attitudes. 

 

Job-related psychosocial stressors are often 

attributable to high job demands, shift work, 

external work controls and the limited scope for 

decision-making. The effort-reward model is 

increasingly used to assess job-related stress, 

mainly with regard to cardio-vascular diseases.  

Seafaring is associated with special mental, 

psychosocial and physical stressors and cannot 

be compared with jobs ashore. The working and 

living conditions in seafaring are characterized 

by long-time separation from family and home 

for months, growing economic pressure as well 

as considerable and partly extreme psychosocial 

problems.  

 

Crimmins and Hayward[6] observed that work 

disability was associated with stressful jobs, lack 

of job control, and environment hazards for 

humans. Seamen are often faced with time-

pressure and hectic activity during their voyage. 

The likely stress level depends on the rank and 

the job tasks on board. It is assumed that 

officers have to endure high stress due to their 

comprehensive responsibilities for personnel and 

material. 

 

Watch-keeping and acute operational failures 

require increased activities with long and 

irregular working hours. The International 

Labour Organization (ILO, 2006)[11] determined 

the maximum working times of seafarers to be 

14 hours per day. In seafaring, this time span is 

often considerably exceeded, especially on ships 

with frequent port clearances.  

 

The working conditions on board cargo or 

passenger ships are different. The crew of cargo 

ships consists of about 10 to 20 seafarers. 

These crews have a physically stressful job, 

especially on container ships (i.e. lashing of 

containers in a storm).  

 

Additionally, seafarers on cargo ships or tankers 

are possibly exposed to dangerous goods (i.e. 

toxic gases and fumes, explosive substances, 

chemicals). On passenger liners the physical 
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stress is less when compared with the stress on 

cargo ships.  

 

Besides the type of ships, their size also 

influences the working situation: the stress 

increases in smaller vessels, with more reduced 

crews, shorter stays at ports and through 

insufficient recreation.  

 

On the other hand, large container ships 

operating worldwide are regarded as stressful 

due to monotony and isolation during long-term 

voyage. Systematic investigations of the 

seafarers stress have as yet scarcely been 

performed. 

 

Objectives 

 

The objectives of the study were to analyze the 

factors (stressors) influencing the seafarers 

stress:  

 

 To investigate the mean differences of the 

work-related stressors through the student’s 

t-test.   

 

 To examine the physical & psychosocial 

stressors of the seafarers through Factor 

analysis and ANOVA.  

 

In order to achieve the objectives, this article is 

organized around the following working 

hypotheses: 

 

 H1: There is a significant difference in the 

mean values of individual work-related 

stress factors of seafarers. 

 

 H2: There is a significant difference in the 

mean values of the physical & Psychosocial 

stressors of the seafarers. 

 

Methodology 

 

The target population was considered as 

seafarers of Indian origin who were working at 

various levels/job categories on the deck side 

and the engine side of foreign going merchant 

vessels. The total sample size considered for the 

study was 385. 

 

The study consists of two parts. In the first part 

of the study, the work-related stressors of the 

seafarers such as Mental strain of accomplishing 

the set-task, Lack of rewards for 

accomplishment, Lack of self-confidence to 

work, Social relations, Feeling of threat, Physical 

oppressiveness, Unpleasant work conditions, 

Lack of support & Sense of responsibility, were 

measured on a five-point scale from 1 (strongly 

disagree) to 5 (strongly agree). The 

questionnaire designed for the evaluation of 

subjective perception of work and the individual 

feeling of work-related stress, allows the 

individual estimation of the feeling of stress. 

 

In the second part of the study, the survey 

elicited the demographic and job-related data, 

usual shipping routes, shipboard working hours, 

type and size of the ships and average number 

of crew members on board. To assess the stress 

due to long continuous working days, the 

occurrence of extremely long working times was 

registered.  Furthermore, the most stressful job 

activities such as watch-keeping at sea (officer 

on watch on the bridge), district route of a 

seagoing vessel (navigation through highly 

frequented routes), port clearance (loading and 

unloading, safety techniques and hygiene 

control measures), port manoeuvres (arrival and 

departure), administrative tasks, and routine 

activities during the voyage.  

 

To assess the stress load, the seafarers were 

asked to respond based on a scale from 1 (very 

weak) to 5 (very strong), the individual 

relevance of each factor was recorded to 

determine the respective stress level. By means 

of a subsequent factor analysis, the loading of 

each stressor to the above mentioned stress 

categories were explored. 
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The questionnaire which included both the parts 

of the study was administered to 550 seafarer 

respondents and the completed responses were 

obtained from 416 respondents, of which 385 

respondents were considered for further study 

after scrutiny. 

 

Measure of Seafarers’ Stress  

 

In the first part of the study, it is evident from 

Table-1 that the cronbach’s[7] alpha values are 

reasonably high and hence it can be inferred 

that the scales are consistent and reliable. 

 

Table 1: Cronbach’s Alpha Values 

Factors 
Cronbach’s 

Alpha 

Mental strain of 

accomplishing the set-task 
0.72 

Lack of rewards for 

accomplishment 
0.71 

Lack of self-confidence to 

work 
0.78 

Social relations 0.71 

Feeling of threat 0.73 

Physical oppressiveness 0.82 

Unpleasant work conditions 0.81 

Lack of support 0.77 

Sense of responsibility 0.81 

 

The result of the Questionnaire survey regarding 

the work-related stress of the seafarers shows 

that the p-values of all the stress factors 

(stressors) are less than 0.05 (Refer Table-2). 

This clearly indicates that the seafarers, 

irrespective of the deck-side seafarers or the 

engine-side seafarers, have a sort of mental 

strain while accomplishing their tasks and they 

are also incurred to the high levels of physical 

oppressiveness.   

In addition, the seafarers have strong feeling 

towards the factors such as lack of rewards for 

accomplishment, lack of self-confidence to work, 

feeling of threat, unpleasant working conditions 

and the lack of support from their peers or 

superiors.  The stress level on ships travelling 

worldwide was considered higher due to the 

separation from their family. This is probably 

caused by the long distance from home as well 

as by missing social contacts due to the fact that 

these ships only stop a few times in ports. 

 

In spite of the levels of stress incurred by the 

seafarers on-board, the seafarers with long 

period of service at sea subjectively estimated 

their work as less burdening and stressing as 

compared to the new entrants.  

 

The seafarers were aware of their own abilities 

of meeting job requirements, the seafarers work 

experience at sea reduced uncertainty while 

solving problems, the seafarers were aware of 

the safety and health related rules of work on 

vessels, the seafarers had gained and 

consolidated theoretical and practical knowledge 

and skills of coping with difficult situations. 

 

Table 2: Significance of  mean values of 

individual stress factors examined by Student's 

t-test (significance level = 0.05) 

Stress factors t p 

Mental strain of accomplishing 

the set-task 
2.04 0.015 

Lack of rewards for 

accomplishment 
2.05 0.012 

Lack of self-confidence to 

work 
2.02 0.019 

Social relations 1.94 0.009 

Feeling of threat 1.98 0.019 

Physical oppressiveness 2.02 0.022 

Unpleasant work conditions 2.04 0.016 

Lack of support 2.06 0.014 

Sense of responsibility 2.02 0.023 
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Factor Analysis 

 

In the second part of the study, the individual 

stress load of 22 known seafaring stressors was 

asked. Table-3 shows the factor loadings of 

principle component analysis through varimax 

rotation. The analysis was developed in three 

steps. First, an exploratory analysis using a 

correlation matrix for all of the 22 variables was 

computed. In the second step, a principal 

component method was used to extract the 

factors. A rotation varimax (orthogonal) was 

conducted to make the factors more 

interpretable. Factors loading values were 

considered indicators of significant factorial 

contribution. The extracted factors are    

Physical stressors, Psychosocial stressors, Social 

stressors, High work demand, High management 

tasks.  

 

The physical stressors comprised six attributes: 

heat in workplaces, noise, ship movement / sea 

sickness, hard physical work / lifting and 

carrying, lack of exercise, and climatic changes 

during the voyage.  

 

The psychosocial stress was summarized in four 

stress categories: shift, long working days, 

irregular working hours, lack of sleep. 

 

The social stressors due to migration were 

classified as separation from their family, long 

stay on board, conflicts between crew members, 

isolation.  

 

The high work demand factors were classified as 

time pressure / hectic activities, high volume of 

work, high responsibility for their own activities, 

pressure due to decision-making, monotony, 

lack of independence.  

 

The high management tasks comprised of 

insufficient qualification of subordinate crew 

members & high responsibility for the work of 

other crew members.  

 

TABLE 3—Factor Analysis of the Stressors 

(Varimax Rotation) 

Factor-1: Physical stressors 

Heat in workplaces  .91 

Noise  .93 

Ship movement, sea sickness  .82 

Hard physical work, lifting, carrying  .84 

Lack of exercise  .71 

Climatic changes during the voyage  .73 

Factor-2: Psychosocial stressors 

Shift .88 

Long working times per day  .84 

Irregular working times  .79 

Lack of sleep  .75 

Factor-3: Social stressors 

Separation from the family  .81 

Long stay on board  .74 

Conflicts between crew members  .72 

Isolation  .78 

Factor-4: High work demand 

Time pressure, hectic activities  .89 

High volume of work  .86 

High responsibility for the own 

activities  
.78 

Pressure due to decision-making  .72 

Monotony  .79 

Lack of independence  .69 

Factor-5: High management tasks 

Insufficient qualification of 

subordinate crew members 
.79 

High responsibility for the work of 

other crew members 
.71 
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The scales of the factors such as physical 

stressors, psychosocial stressors, social 

stressors, high work demand & high 

management tasks have good internal 

consistency & reliability with the Cronbachs[7] 

Alpha values of 0.93, 0.86, 0.89, 0.78 and 0.81 

respectively. 

 

TABLE 4—One way ANOVA of the factors 

of Stress 

Stressors F-ratio p 

Physical stressors 3.021 0.018 

Psychosocial stressors 3.014 0.026 

Social stressors 2.129 0.015 

High work demand 3.189 0.001 

High management tasks 3.136 0.024 

 

One way ANOVA was conducted on the selected 

factors of stress. The comprehensive results of 

one way ANOVA are given in Table-4. It is 

evident that the    p-values for all the stressors 

are less than 0.05. To study in detail, the 

stressors are considered individually: 

 

The Physical stressors such as heat in 

workplaces, noise, ship movement, sea sickness, 

hard physical work, lifting, carrying, lack of 

exercise and climatic changes during the voyage 

are considered as the most vital factors in 

influencing the seafarers stress when they are 

on-board. 

 

The Psychosocial stressors such as irregular 

shift, long working times per day, irregular 

working times & the lack of sleep would actually 

put the seafarers in great stress. The 

psychosocial stressors of the seafarers may even 

lead to accidents. 

 

The Social stressors / problems due to migration 

such as separation from the family, long stay on 

board, conflicts between crew members & 

isolation will enable the seafarers to completely 

delink from the social life. 

 

The High work demand such as time pressure, 

hectic activities, high volume of work, high 

responsibility for the own activities, pressure 

due to decision-making, monotony & lack of 

independence are considered as the most 

important factors of stress. 

 

The High management tasks such as insufficient 

qualification of subordinate crew members & 

high responsibility for the work of other crew 

members will affect the morale of the seafarers. 

 

Conclusion 

 

This study reveals that the long working days, 

heat in work places, separation from their 

family, time pressure/ hectic activities, and 

insufficient qualifications of subordinate crew 

members are the most important stressors on 

board. The seafarers with higher stress due to 

heat in shipboard operations had shorter job 

duration at sea. The stressors of heat and noise 

show that physical stressors on ships currently 

are still very important in spite of the increasing 

mechanization in seafaring.  

 

In the study, the separation from the family is 

regarded as a further important stressor on 

ships. The associations between professional 

group and shipboard stressors were not 

significant except for heat in workplaces. 

Especially the engine room personnel, 

permanently being close to the heat-producing 

engines, stated a higher stress level due to heat 

in their workplaces.  

 

Additionally, the time pressure aboard was 

regarded as more stressful by less-than one 

third of the engine personnel, but by half of the 

deck-side seafarers. A higher stress level due to 

insufficient qualification of subordinate crew 

members was slightly more frequently 

complained about by deck than by engine room 
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seafarers. The stressor separation from their 

family also depended on the age of the seafarer 

and was more predominant in younger 

seafarers, particularly when having children.   

 

The deck-side officers stated a higher stress 

level due to time pressure and hectic activities 

on board. This can be attributed to their 

frequently extremely long working days due to 

unexpected situations and to the increasing 

amount of administrative duties.  

 

Extremely high number of working hours over a 

lengthier period of time combined with a lack of 

sleep can elicit chronic fatigue, health problems 

and safety risks on the vessels.  

 

The study showed that engine room seafarers 

had a lower stress level than deck side seafarers 

due to long working days and time pressure or 

hectic activities. This indicates regular working 

hours and routine procedures in the engine 

room, whereas especially the deck personnel 

has to react to permanently changing job 

demands such as port clearance, district routes 

and watch-keeping at sea. 
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OPTIMISING WORK PERFORMANCE UNDER STRESS  
FOR THE MERCHANT NAVY 

 

 

This paper aims to formulate a strategy for maximizing work performance for seafarers under 

stress. This paper concerns itself chiefly with seafarers in the merchant navy; naval officers 

serving as part of the country‟s defence force work under different conditions from that of 

the merchant service. Based on a preliminary study into the different kinds of existing job 

stressors, known stress factors and stress mitigation methods, this paper proposes a strategy 

for maximizing seafarer‟s work performance, at the same time drawing a distinction between 

reducing stress and optimizing performance. 
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1. INTRODUCTION 

 

Due to the isolated work environment aboard ships, it is of paramount importance for 

seamen to be in optimum condition at all times, such that they can respond to any 

emergencies on board; after all, the ship is their home. However, rules governing the way of 

life aboard merchant ships, such as work scheduling, are less stringent than those of naval 

vessels, resulting in a possible neglect of the welfare of merchant seamen. This may lead to 

decreased job satisfaction and mental and physical wellbeing, thus contributing to the onset 

of stress which further exacerbates the problem of poor performance of duties. This paper 

aims to find a model that would allow for the seamen‟s optimum performance while under 

stress. 

Stress is defined here as the psychological and physical state that is induced due to 

various factors, as discussed later in this paper. This state results in the person being unable 

to perform his duties with the usual diligence, accuracy and efficiency; in order words, the 

„stressed‟ seafarer is unable to perform to his full, optimum potential. 

We first identify through literature reviews and a survey of seamen in the merchant navy, 

the key factors that result in stress when on board. We then develop a model that reduces the 

incidence of stress occurring, thus indirectly reducing the instances of poor performance due 

to stress. As to the dealing with performance while under stress, we take into account the 

notion that stress may actually help certain kinds of people work better, thus being under 

stress actually results in optimum overall performance with respect to the ship. It must be 

mentioned now, though, that this paper is focused on benefiting the individual rather than the 

company. Optimum overall performance with respect to ship may be negative in relation to 

our study because of this, because the stress level of the individual concerned may be raised 

and is consequently detrimental to them.  

 



2. LITERATURE REVIEW 

 

There is little literature on combating stress for personnel at sea. However, there have 

been studies regarding the causes of stress for personnel at sea. Among these factors, sleep 

has been identified as having a “strong causal relationship [with]” performance (Miller & 

Firehammer, 2007). Studies conducted have shown that personnel with little sleep miss 

“subtle pattern changes” when undertaking vigilance tasks. In addition, temporary 

deprivation of sleep results in a degradation of human performance for at least three days 

after sleeping hours have returned to the normal 8 hours per night, without the degradation of 

performance being noticed by the personnel themselves. These two scenarios are dangerous 

on their own and when combined, it becomes extremely dangerous, particularly when sailing 

through busy channels and during storms and fogs or at night when visibility is extremely 

low. In particular, Miller cites critical levels of fatigue between 8% to 21%, driven primarily 

by personnel on the 4 hours on, 8 hours off schedule on merchant ships. Although 8 hours are 

the universally agreeable period of sleep, the seamen virtually never get to enjoy a full 8 

hours of uninterrupted sleep due to the need to attend to other personal matters such as 

showers and phone calls home, and the cycle of day/night rotation upsets the circadian 

rhythm. 

Food, or the quality of food, is another factor that contributes to the onset of stress in 

marine personnel. In a comparison of health-related behavior and stress at sea and ashore, 

seamen showed more frequent occurrences of and higher levels of stress at sea than ashore. 

This may be attributed to the disrupted sleep that they are able to get, and the lack of proper 

relaxation exercises due to space and time constraints. Poor health (relatively speaking) due 

to food of lower nutritional value than ashore coupled with the sleep deprivation frequently 

experienced by seafarers (Miller & Firehammer, 2007) results in an individual who is not 

performing at his optimum. In addition, he might not have the mental energy to cope with the 

demands of being away from home on the close confines of a ship, leading to high levels of 

stress. Monitoring the nutritional value of food served on board the different ships and 

voyages is recommended. Alcoholism is also a problem in the merchant navy, with alcohol a 

fast and easy way to escape the boredom of long journeys between ports. The periods 

between access to alcohol would result in extremely high stress levels for alcoholic seamen. 

As promotions for seafarers are based on performance reports conducted by their 

superiors (eg captains or chief engineers), Implicit Stress Theory as postulated by Perrewe et 

al may hold the key to yet another reason for stress at sea. The Implicit Stress Theory 

predicts that raters will judge individuals’ performance as lower if those individuals are 

perceived to be under stress. (Perrewe et al, 1993) As such, seafarers are stressed by the idea 

that they must not appear to be stressed, resulting in a boomerang effect. However, what 

stressed individuals lack in performance, they make up for in perceived commitment, which 

is an asset today, as the marine sector faces a shortage of marine personnel. (Low, 2007) At 

the same time, these “committed personnel” are also at the highest risk of burnout (Perrewe 



et al, 1993), which may lead to an overall shortened service time. One has to bear in mind 

though, that commitment and burnout are perceived by the rater and may not actually be 

experienced by the individual himself. 



3. THE CONCEPT OF STRESS 

 

Stress as a psychological factor has been studied at length by psychologists and 

organizational behavior practitioners. The type of stress discussed in this paper is slightly 

more complicated in that it does not deal solely with organizational stress (which may be 

alleviated automatically in a lesser or greater extent when the individual leaves the 

workplace) nor does it deal solely with psychological stress (because seafarers deal with 

stress within the framework of an organization: they are consistently within the organizer for 

extended periods of time). Although it may be argued that psychological stress is the all-

encompassing term for stress that is experienced, the author would like to define here, that 

psychological stress as mentioned in this context, refers to the stress perceived or 

experienced by a person as a result of his personality and/or character; that is, what Kenny 

and Cooper (2003) term “personal trouble”.  

It has been recommended that the idea of “organizational stress” be eradicated and 

replaced with “occupational stressors” due to the issue of “coping” with stress being different 

from the issue of “dealing” with stress. Before proposing the eradication of the idea of 

organizational stress, Kenny and Cooper propose in their paper, Occupational Stress and 

Management, the idea of occupational stress as being influenced by two factors:  “personal 

trouble” and “public concern”. The former concerns itself with the personality of the 

individual, while the latter is related to the work characteristics. In this paper, we will 

continue using this concept to define the causes of stress in seafarers, and address the issue of 

work performance through these two factors.  

In addition, there are various factors that have a significance difference for the merchant 

navy when we talk about organizational stress 

 

Differences between merchant navy stress and organizational stress 

- Organisation as family when aboard ship (when we discuss commitment, is it to the ship 

as a home or to the company as a home or to the paycheck as a home?) 

- Work load requirements (work load for each officer/rating in the merchant navy is pre-

determined and responsibility charts are well-delineated: in the event of mischance, 

blame can be dished out according to those charts, it is highly unlikely that work load 

requirements change) 

- Working time (for each officer working time is also fixed based on number of watch 

hours. Although these may change due to unforeseen circumstances such as sickness or 

storm, there is little variation on the number of work hours) 

- Management levels (merchant navy works on a highly bureaucratic, hierarchical and 

authoritarian system. Each ship‟s crew answers to the captain of the vessel. There is little 

or no room for dissidence when the captain‟s word is the last word. Compare this to 

where suggestions/complaints can be brought up to a level higher. On a ship this is not 



immediately possible and one rarely sees the impact till the ship is brought to shore, 

which may be months later) 

- Suggestion of 24 hour accessibility and info overload as a possible stress point: this is not 

particularly applicable as seafarers have all along have to deal with this issue 

- Seafarers dun expect shore mgmt to make things better for them; they accept that this is a 

high-stress high-risk high-paying (solely monetary value) job, whereas normal org people 

have higher expectations of HR and mgmt to help alleviate this issue through “Staff 

welfare” services. Seafarers have little staff welfare 

 

3.1 JOB STRESSORS 

A questionnaire was conducted of 50 seafarers including both engineers and officers, from 

nationalities including India, Singapore and Burma. These three job stressors figured in the 

responses of 100% of the respondents, whether as primary or secondary stressors, namely: 

- Performance Appraisals and Theory Examinations (Still a case of hierarchy and 

experience. Meritocracy plays a part but experience and superior recommendation still 

plays a larger part) 

- Problems in the family, prolonged absence from home 

- Friction between individual and other members of the crew 

It is also proposed in this paper that there exist other stress-causing factors that have not been 

identified by the seafarers because they do not recognize them as such. These factors include 

lack of nutrition (good food), lack of sleep, extreme temperature and claustrophobia. Most 

seafarers get used to life on board ship, so seasickness, lack of sleep and claustrophobia 

gradually become part of their routine such that they do not identify them as stress-inducing 

factors, although they are constantly at the back of their mind. 

Using the Parker and DeCotiis‟ model (as discussed below), these three job stressors fall 

under the Career Development, Extraorganizational Issues and Relationship at Work. While their 

model included a factor “Corporate management out of touch”, the respondents to the survey 

indicated that they did not expect the shore management to find ways to eliminating job stress on 

board ship, because they felt that the job stress experienced on board was “part and parcel” of 

being a seafarer. At the same time, although they did not expect it, they suggested that the shore 

side management could organize more get together activities such as sporting activities perhaps 

in order to let them get to know their fellow colleagues better.  

3.2 STRESS MANAGEMENT MODELS: A SHORT DISCUSSION 

Various stress management models have been proposed: (what are the limitations of these 

models? Or discuss the limitations at the end of my final model? Think end of final model is 

better, because we can sum the variances) 



- Commitment level as a buffer against stress 

- Personal work stress decrease with higher perceived work standard 

- BSCI stress mgmt instrument to help determine an individual‟s performance and 

consequently the best kind of method to mitigate stress/ the best way to implement a 

work site stress mgmt programs 

- Personal resources as a mediator of relationship between job demands and exhaustion and 

influence perceptions of job resources 

- Efficacious or optimistic employees report lower levels of severe fatigue meaning that 

they might be resistant to adverse conditions //improve performance 

- Mobilisation of job resources may be of value for employees to thrive (in conjunction 

with empowerment of employees‟ personal resources //improve performance 

 

Job Stressor Categories (Parker and Cotiis, 2003)

- Aspects of Job 

o Autonomy 

o Stability 

o Pay-performance limitations 

o Task variety 

o Emphasis on achieving 

o Actual base salary 

o Hours worked per week 

- Structure, Climate, Information Flow 

o Recognition of good 

performance 

o Fairness 

o Formalization 

o Centralization 

o Quality of decision making 

o Communication adequacy 

o Communication openness 

o Emphasis: profit vs people 

o Concern for individuals 

o Corporate management out of 

touch 

- Career development 

o Training quality 

o Basis of promotions 

o Performance feedback 

o Emphasis on individual 

development 

- Relationships at work  

o Trust 



o Support form boss 

o Cohesiveness 

- Aspects of role 

o Innovativeness encouraged 

o Role conflict 

o Role ambiguity 

o Boss‟s 

encouragement/support 

o Boss‟s task orientation 

o Closeness of supervision 

o Tenure in job 

o Tenure in company 

o Organization level 

o Supply support 

- Extraorganizational variables 

o Age 

o Sex 

o Number of dependants 

o Years of education  

 

 

In this paper, we seek a solution to maximizing work performance while under stress 

because we acknowledge that stress is constantly in existence, although in varying levels, 

while at sea. At sea, it is important to perform well while under stress because performance is 

extremely important for the well-being of the entire crew and ship: the ship is your home and 

the crew your proxy family. 



4.  ALLEVIATING STRESS VS MAXIMISING PERFORMANCE-  

COPING WITH STRESS VS DEALING WITH STRESS 

 

Kenny and Cooper in their paper Occupational Stress and Management (2003) highlight the 

difference between “coping with stress” and “dealing with stress”. With regards to “coping with 

stress”, the individual‟s coping mechanism is closely tied to his personality. Because personality 

changes are hard to effect, the coping mechanism will be hard to change as well. They suggest 

instead, to shift the focus to mechanisms that help individuals deal with stress instead. Dealing 

with stress suggests harnessing personal resources to solve problems, while coping with stress in 

effect measures the reactivity of the individual when faced with the problem; solving the 

problem is not of primary concern when talking about coping, how well one lives with the 

problem is. 

In the same way, alleviating stress and maximizing performance has the same difference. 

When one alleviates stress, the mental burden placed on the individual is reduced. He is able to 

live with the extra demands and/or changes in the environment without exhibiting signs of 

mental incapacity or abnormality. Whether the individual acknowledges and recognizes the 

presence of a stressor is not crucial. What is crucial is that the psychological burden placed on 

him by the stressor does not cause him to become mentally incapacitated. In contrast, 

maximizing performance under stress involves the individual being able to recognize the 

presence of a stressor, deal with the impact of the stressor such that he is able to recognize the 

stressor, yet not allow his performance to be overly affected by the presence of the stressor. 

Some of the methods discussed above address this issue of dealing with stress in addition to 

coping with it. While not all the methods are directly applicable to the merchant navy, just as not 

all the job stressor variables as defined by Parker and DeCotiis (1983) are directly applicable, the 

methods and variables provide a solid platform from which to develop performance 

maximization methods applicable to the merchant navy. 



5. METHODS TO MAXIMISE PERFORMANCE FOR THE MERCHANT NAVY 

 

Several ways of reducing stress have been proposed by researchers. These include among 

others the Brief Stress and Coping Inventory (BSCI) stress management instrument to help 

determine an individual‟s performance and the best way to implement a work site stress 

management program.  

Several factors have been targeted as the focus in stress management programs. These 

include personal work standards, commitment level, personal resources, optimism and job 

resources. 

Using these factors as a basis, and including the Parker and DeCotiis model, the model 

proposed seeks to help determine the methods of minimizing stress in the merchant navy and 

consequently maximize the performance of the merchant navy when they are working under 

stress whether or not they are in stressful conditions. 

5.1 THE MERCHANT NAVY 

The merchant navy is unique in the sense that they are economically oriented: their 

sailing schedules, port stays and remuneration are based on their work performance, which in 

turn translates to the company‟s profits and earnings. Unlike the defence navy, where high 

degrees of discipline are fostered due to the bureaucratic structure, pension scheme and the 

general discipline of a military force, the merchant navy lacks the military discipline that makes 

enforcing the bureaucratic structure and high discipline required of a seaman. 

The modern seaman differs from the traditional seamen in that they do not receive 

payouts based on the amount of profit garnered on a particular trip. Instead, they receive fixed 

paychecks based on their rank, length of services, and other factors that the crewing department 

takes into account, much like the way the human resource department determines salaries and 

pay raises. Thus, work performance does not directly translate into higher profits. The link is 

vague and indirect. One can liken it to the scenario where the good is never acknowledged but 

the bad is broadcasted all over the world. Imagine a tanker who has made several voyages, 

carrying hundreds of thousands of tons of fuel over the several trips. No notice is paid to this 

tanker until it collides and the crew dies, or an oil spill occurs. This leads to caution on the part 

of the seamen for they do not wish to deal with accident reporting. However, is this resistance 

sufficient to spur them on to greater work performance? 

Measuring work performance among the merchant navy is an extremely tedious task, 

because of the variety of ranks and relevant duties, in addition to there being different 

requirements for different kinds of ships, for example, special provisions are made for tankers as 

opposed to those for a container ship or passenger ship. Using the regulations and definitions as 

set out in the Standards of Training, Certification and Watchkeeping (STCW) provide a solution 

to this problem: work performance will be based on the requirements of the STCW for the 

particular position or duty. Optimising work performance, then, would mean achieving a level of 



performance close to or exceeding that specified in the STCW. STCW requirements are the bare 

minimum for any ship that is sailing in international waters and are governed by the International 

Maritime Organisation (IMO). By achieving a performance level close to or exceeding that 

specified, the seaman would have exceeded the minimum expectations for safety on board 

merchant vessels and thus indirectly ensure that the cargo is delivered intact and in keeping with 

the deadline as much as possible, given that sometimes ships are given schedules that are 

impossible to meet unless the vessel travels at the speed of an aviation vessel. 

Stress for merchant navy officers does not gain a new definition; stress still implies the 

psychological, physiological or physical elements that affect performance. While some people 

may feel that they “work better under stress” (stress taking on a positive, motivational role), this 

paper seeks to address the issues and concerns of those to whom stress is a negative, affective 

factor that causes disruption to their normal work, be it through psychological, physiological or 

physical means.  

Causes of stress for the seamen are similar to those of land-bound workers, except with 

the added factor of home-sickness and worry when problems occur at home. The seamen have a 

much longer response time as compared to a land-bound worker because of the former‟s relative 

distance from land: should the vessel be in the middle of a trade route, it will need to dock at a 

port before the seamen can catch a flight or other transportation modes back to their families. 

Non-stress-induced fatigue also affects the seamen, due to the way their job functions. While on 

a vessel seamen are at work 24 hours a day; should the vessel dock at a port and prepare for 

loading/unloading, several seamen may have to forfeit their sleep in order to oversee the port 

operations and ensure that they are aware of any emergency situations onboard. 

Fatigue induces stress and stress induces fatigue. This appears to be a chicken and egg 

problem. The nature of the problem and the role and background of fatigue is explored in the 

IMO‟s amendments. Readers interested in fatigue and its role on seamen may wish to consult the 

IMO amendment. Other factors causing stress are listed below and will be discussed 

individually. 

Seamen are most affected by stress that are caused by psychological factors, not least 

because these are the factors that are least able to be resolved on board ship, whether internally 

by the seamen, or with external help from his crew members or the shore management.  

At the top of the list of these psychological factors is the notification of problems or even 

emergencies at home. Reaction time for seamen to family emergencies are terrifyingly long, 

because of the time needed for the initial message to be reach the seaman, for the seaman to 

notify the company of his need to sign off from the vessel and for the vessel to reach a port of 

call such that he is able to make his way home from there, subject to flight/train availability. 

While these flight issues are usually outsourced to travel agents specializing in movement of 

merchant navy crew, thus reducing the need to jostle for tickets with the general public, the 

period after receipt of the message and prior to sign off is an extremely stressful period for the 

seamen. We call this period the “family emergency stress” period, occurring during the pre-

signoff stage.  



Seamen have to undergo constant performance evaluation by the captain of the ship. 

Coupled with the conflict and tension associated with long periods of confinement with the same 

group of people, this is another factor for stress. Promotion and the associated pay raise is gained 

not just through the recommendations of the executive members of the crew (Captain, Chief 

Mate) but also through competency training and grading conducted through maritime academies. 

While the worry of passing examinations may not be a huge weight on the sailor‟s mind while at 

sea, the worry of not getting a good performance grade bears greatly on the sailor. We term this 

“grading stress”, which occurs throughout the entire period on board ship, but peaks at the initial 

sign-on period and the pre-signoff period. 

Interpersonal relationships among the crew are a source of constant stress, particularly if 

the seaman is unable to get along with his crew members. There has been more than one case 

where the seaman has left the profession for good, signing off in the middle of a voyage because 

of his inability to continue working under the stress imposed upon him by uncooperative and (to 

him) unfriendly crew members
1
. As the shipping network is closely connected, especially within 

the same company, negative interpersonal relationships tend to be viewed with more importance 

because negative feedback from one set of crew has the possibility of translating into negative 

reception by members of another crew on another vessel which the seamen has to join. We term 

this “peer stress”, occurring throughout the period at sea, peaking after a few weeks into the 

term, where enough time has passed for friendly/unfriendly relationships to develop within the 

crew. 

A stress factor that is common to seamen and land-bound staff is the stress associated 

with entering a new working environment. For seamen, this occurs as often as every 6 months or 

less, where they sign off a vessel, take a vacation and sign onto another vessel. Although one 

might argue that one tanker is much the same as another tanker, we can liken this argument to 

one that says the finance department in company A is much the same as another finance 

department in company B. Each vessel, though of the same type, has its own quirks, and each 

captain has a different method of management. We term this “new environment stress”, 

occurring only during the initial weeks of joining ship. 

Physiological factors causing stress are just as difficult to deal with as psychological 

factors because there is little or no way of improving environmental conditions to mitigate this 

form of stress: the crew of a container ship sailing through the waters near Alaska cannot simply 

turn off the refrigerant element of the gigantic freezer in which they find themselves. In the same 

way, the crew of ships sailing through the middle of an ocean on a hot, humid day can only have 

the airconditioner turned up to that level; they are still subject to the mercy of the sun overhead 

and the reflected heat from the ocean waters, while trapped in their standard uniforms. 

                                                                 

1
 Mani’s case 



Another instance of stress occurs during the loading/unloading of cargo at ports, where 

everyone is required to be present whether or not he has been on watch before the actual 

unloading period. This contributes to a lack of sleep and consequently fatigue. 

There is no doubt other factors exist that contribute to the stress experienced by seamen. 

However, we deal only with the factors mentioned above when we attempt to optimise the work 

performance of seamen under this form of stress. 

Understanding the role of job stress helps us identify the possible methods that can be 

used to optimise work performance. This understanding is summarised by Parker and DeCotiis‟ 

Model of Job Stress. (Cooper & Kenny, 2003)Through Parker and DeCotiis‟ analysis we are able 

to see a relationship between the stressor and the 2
nd

 level outcome. In the same way, the Stress 

Distribution Wheel below attempts to let the reader see the relationship between the five key 

areas and the method selected to deal with the stress problem. 

Stress sources can be differentiated between the physiological and psychological sources. 

In this paper, we concentrate on psycho and physiological methods of alleviating stress such that 

work performance can be optimized. 

Understanding the different methods allow us to know how we will use it for each part, 

as well as their role in the Stress Distribution Wheel (SDW). 

Methods 

Coping Inventory 

OBSE 

Personal Resources 

Personal Work Standards 

Performance Measures 

Engineering Watch 

Bridge Watch 

Ranks & Related Duties 

Captain 

Chief Engineer 

Officers/Engineers 

Cadets 

Based on our knowledge of the duties of each rank, and the performance measures used for each 

rank we can determine the time period at which the stress is most likely to occur and thus decide 



upon the method used at that point in time to optimise the work performance. Once a pattern has 

been observed, the company may then choose to invest (and determine the amount of 

investment) in each method. 

5.1.1 RANKS AND (HIGHLIGHTED) RELATED DUTIES 

Captain 

The Captain is in charge of everything associated with the running of the ship, and has 

the final say over all matters on board, including but not limited to crew timetable scheduling, 

vessel safety and environmental issues, law and order onboard and decisions on 

when/where/how and if to sail. Especially during emergencies, the STCW decrees that the 

decision of the Captain supersedes the decisions of all other stakeholders, including shipowners 

and charterers. Whether this decree is always followed is debatable. 

Chief Engineer 

The Chief Engineer is in charge of all the engines, but reports to the Captain, who makes 

the final decisions on issues regarding the engines, with input from the Chief Engineer. In 

particular, the Chief Engineer has to ensure that engine operations comply with regulations 

regarding emissions and environmental impact, at the same time operating with maximum 

efficiency. In the event of environmental guidelines being breached by the ship‟s engines, the 

Chief Engineer and Captain will both be tried for this violation. 

Deck Officers/Engineers 

Deck Officers are in charge of the navigation and daily operations of the ship. In other 

words, they are in charge of everything except the engines and daily tasks such as cleaning and 

cooking. These tasks are usually performed by ratings (able seamen, including positions such as 

motorman for engine). Deck Officers are divided into senior and junior officers, senior officers 

comprising the Captain and Chief Officer, while junior officers being the 3
rd

 Officer (Third 

mate) and 2
nd

 Officer (Second mate).  

The Chief Officer typically handles the administrative duties onboard before submitting 

the documents for approval to the Captain. These documents include the crew schedule which is 

drawn up by the C/O, as well as equipment requirements onboard ship, including entertainment 

equipment such as Xboxes, which are available on some ships. 

Engineers 

Senior Engineers are the Chief Engineer and 2
nd

 Engineer, while the 3
rd

, 4
th

 and 5
th

 

Engineers are the Junior Engineers. The engineers are responsible for inspection and 

maintenance of the engines such that the engines are running in optimum conditions at all times, 

subject to environmental regulations governing emissions from ship‟s engines.  



In the event of engine malfunctions, the engineers are to inform the C/E and Captain of 

the malfunctions and recommended action. Upon approval by the captain, the engineers may 

then proceed with the repair of the engines. For minor engine problems, this step may be skipped 

and the repairs may continue but all malfunctions and repairs have to be noted in the engine log 

book, similar to that of the watch log. 

 

Cadets (Deck and Engine) 

Cadets are onboard ship to gain sea hours and experience in preparation for their career as 

seamen. As such, they are exposed to a variety of tasks and have a varied job scope, depending 

on whether they are engine, deck or dual cadets
2
. Cadets typically experience higher stress levels 

due to the different tasks they have to undertake, ranging from the menial (cleaning up tanks on 

tankers) to the more „sophisticated‟ (assisting in navigation/watchkeeping). If it is the cadet‟s 

first time onboard, there is the added stress of homesickness and the ardous procedure of earning 

their sealegs. In addition, certain cadets may find the rituals associated with virgin equatorial or 

Mediterranean crossings extremely stressful. 

5.2 METHODS 

5.2.1 COPING INVENTORY 

Using results drawn from the Brief Stress and Coping Inventory proposed by Rahe and Tolles 

(2002), the “Coping Inventory for Stressful Situations” allows us to classify the types of reaction 

to stress into task-oriented, emotion-oriented and avoidant coping methods. This allows us to 

determine the type of optimum performance that a seaman is able to deliver, thus assigning him 

to a position that is best suited for his stress coping mechanism, such that the methods used to 

optimise his performance will be more efficient, and over time, more effective.  

5.2.2 PERSONAL WORK STANDARD 

Hsieh has established in his paper “The Relationship between Employees‟ Personal Work 

Standards and Perceived Work Stress” that  

“[personal work standards of employees] was related to high work centrality, long hours worked 

per week, high salary, and high organizational level. Perceived work stress was related to high 

work centrality, long hours worked per week, and high salary. 

The data in Table 2 indicate that when personal work standards were entered into the equation 

after the control variables, it contributed a significant portion of the variance in perceived work 

stress, F(1, 231) _ 5.22,p < .01, and the regression coefficient was negative, indicating that 

perceived work stress tended to decrease with higher personal work standards.” (Hsieh, 2004) 

                                                                 

2
 Dual cadets: An initiative by AP Moller to train cadets in both engine and deck tasks, such as navigation.  



This presents us with one method of increasing work performance through reducing 

stress: groom seamen to have high personal work standards such that they will perceive work 

stress to be less of a burden and more of a challenge. Of course, the subjectivity of work 

standards is a hot bed for conflicts, particularly after having been on the same vessel for more 

than 3 months with the same group of people. This is the cognitive dissonance Hsieh spoke about 

in his paper regarding the cooperation between people of different work standards.  This 

dissonance is amplified by the stress of being in confined quarters with the same social circle for 

three to six months at a go. While allowing the reduction of work stress, we have increased the 

propensity of conflict among the crew.  

5.2.3 PERSONAL RESOURCES 

Xanthopoulou, Bakker, Demerouti and Schaufeli write that “job demands are the main predictors 

of negative job strain” and that personal resources, aspects of the self that are linked generally to  

“ resiliency and refer to individuals‟ sense of their ability to control and impact 

upon their environment successfully (Hobfoll, Johnson, Ennis, & Jackson, 

2003). We include three typical personal resources, namely, self-efficacy 

(Bandura, 1989), organizational-based self-esteem (Pierce, Gardner, 

Cummings, & Dunham, 1989), and optimism (Scheier & Carver, 1985), all 

of which have been recognized by Hobfoll (2002) as fundamental components 

of individual adaptability.  ” (Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007) 

Which gives us an idea of the relationship between job demands and job strain. 

In this paper, we adopt the paper‟s view of self-efficacy as the individuals‟ perceptions of 

their ability to meet demands in a broad array of contexts. 

5.2.4 OPTIMISM 

Optimism refers to the “ tendency to believe that one will generally experience good 

outcomes in life (Scheier & Carver, 1985), which increases the propensity to take action and deal 

with threats (Aspinwall & Taylor, 1997).” (Xanthopoulou, Bakker, Demerouti, & Schaufeli, 

2007) 

Developing seamen‟s personal resources or their perception of their personal resources 

increases the positivity with which they regard job demands. The more they feel that job 

demands are reasonable (due to an increase in resources that makes the job easier), the lesser 

they will feel job strain. 



5.2.5 ORGANIZATIONAL-BASED SELF-ESTEEM (XANTHOPOULOU, BAKKER, DEMEROUTI, & 

SCHAUFELI, 2007) 

Organizational-based self-esteem (OBSE) is defined as  

“. . . the degree to which organizational members believe that they can satisfy 

their needs by participating in roles within the context of an organization” 

(Pierce et al., 1989, p. 625).    ” 

Although OBSE features as part of personal resources, it is identified as a separate category here 

because of the different components of OBSE that is relevant to each particular rank. These 

components include 

(1) Resourceful work characteristics (such as influence, fairness and support) 

(2) Employee motivation 

(3) Employee attitudes (such as satisfaction, commitment) 

(4) Performance 

The OBSE model expects that self-efficacious and/or optimistic employees will focus more 

on resources than on job demands and they will consequently experience lower levels of 

exhaustion and higher levels of work engagement. This higher level of work engagement will be 

a contributing factor to our perception of their job strain. 

In addition, components (1) to (4) are issues we want to attack using an appropriate method. 

For example, if OBSE(1) is listed as a method to optimise work performance in the SDW, we 

would want to examine the individual‟s influence on decision, the fairness with which he is 

treated and the support he receives from fellow crew.  

This leads us to propose the method of enhancing the OBSE components relevant to the 

individual seaman.  In this case, it would be to teach him how to increase his influence, fairness 

and support, although it is noted that the concept of influence is less relevant to seamen due to 

the strict hierarchy of authority that is maintained at all times. 

OBSE(1) 

Resourceful work characteristics help water down stress by giving the seaman the ability to 

delegate work in the form of seeking external help, or making changes to certain methods of 

doing work, even though he is not in a position of authority to do so. Having resourceful work 

characteristics would imply being able to garner support from fellow crew members for a 

proposition he has, or not receiving excessive negative treatment in the event of error. 

 

OBSE(2) 



Employee motivation is “the psychological feature that arouses [the employee] to action toward 

a desired goal”. (dictionary.com, 2007) It is about how willing the employee is to take actions to 

further his goals within the organisation, be it faster promotions, higher payscales or personal 

achievements in terms of efficiency and seamanship. Motivated employees typically experience 

less stress because they are able to see the light at the end of the tunnel and are willing to travel 

towards that light. Less motivated employees see every task as yet another dreary obstacle in 

their otherwise uneventful climb to their goals. This perspective leads them to experience stress 

because they do not have the willingness or energy to think up solutions to the problem at hand, 

or to complete their tasks effectively and efficiently. This may also lead to the conflict of 

personal work standards, as mentioned earlier, where seamen with higher work standards find 

fault with those with lower work standards. 

OBSE(3) 

Employee attitudes towards work are closely tied in to employee motivation: Motivated 

employees tend to look at work in a more positive light and consequently are more satisfied and 

committed to their work, either because they love it or because they see it as a stepping stone to 

their goals, with each stone crossed a milestone marking their achievements. Less motivated 

employees tend to be less satisfied with work and see stepping stones as obstacles to an easy 

upward promotion. Less satisfied and less committed employees would be the exact opposite. 

Commitment has been shown to be a stress buffer by Donald Parker (1983). Improvements in 

employee attitudes would have a positive effect on stress alleviation. 

OBSE(4) 

Performance, both actual and perceived, weighs heavily on the minds of all the crew. Perceived 

performance might be out of the control of the seaman, as this depends highly on the personal 

work standard of the external observer. However, performance that can be controlled by the 

individual seaman, will be governed to a great extent by OBSE(2), (3) and (4). Positive values 

for 2,3,4 will enhance the controllable section of performance of the seaman. Knowledge that 

performance can be controlled by the individual to a certain extent will allow the seaman a lesser 

degree of stress.  

5.3 PERFORMANCE MEASURES 

The Standards of Training, Certification and Watchkeeping (STCW) Convention is a 

system that is governs seamen, in particular merchant seamen. It sets forth requirements 

pertaining to acceptable standards of training and certification required to be undertaken and held 

by the seamen in order for them to be able to assume positions and promotions within the 

seafaring hierarchy. It also sets out guidelines, as suggested by the International Maritime 

Organisation, for charterers and shipowners. The convention covers all aspects of seafaring life, 

including personnel safety and performance quality. It is these two aspects that allow us to 

determine the performance measures of seamen. 



Bridge Watch 

The STCW requires that a person reporting for duty be fit(author‟s emphasis) for duty in 

terms of efficiency and effectiveness.  

In addition, the officer in charge of a navigational watch must take into account 

limitations in the qualification and fitness of the other available watch members in the decision 

making process. 

Individuals should also be assigned to locations where they can most effectively and 

efficiently perform their duties, including the possibility of re-allocation (of duties). 

The author perceives “fit” as having a maximum of 0.08% blood alcohol level (BAC) 

during watch duty, with the last consumption of alcohol being more than at least 4 hours prior to 

the commencement of watch duty.  

At the same time, the STCW states that “minimum periods of rest” as stipulated by the 

STCW does not imply that all excess times after the minimum rest periods should be “devoted to 

other duties, in particular keeping watch”. 

The chief requirement of a watchman is the “effective utilization of the bridge”, which 

requires fitness and competency in watchkeeping. 

As such, optimum work performance for a watchman can be taken to mean  

(1) How effectively has the bridge been utilized in terms of 

a. Avoiding possible collisions and other accidents 

b. Navigational purposes 

(2) How fit the seaman is when carrying out his watch duty such that 

a. He exhibits the skills necessary to  

i. Avoid possible collisions and other accidents 

ii. Navigate 

iii. Take into account the limitations and qualifications of other available 

watch members during the decision making process 

With these assessments being made by the captain or other members of the crew who are 

familiar with the procedures and processes of a watch. 

Engine Watch 

Requirements for an engine watch follow those of a bridge watch, with particular 

emphasis on fitness for duty. First aid skills are highly emphasized in the hazardous engine room 

environment.  

 

 

5.4 USING THE SDW 



This paper does not propose new methods to minimizing or eliminating stress to optimise 

work performance. Rather, it suggests, through the SDW, a method to determine the best existing 

method to choose to combat a particular problem. 

The SDW is a wheel that is superimposed on each other, such that whenever the factors 

(rank and coping inventory types) are aligned according to the needle on the wheel, the proposed 

method according to the OBSE is highlighted. In addition, the user looks up the Primary Factors 

according to a table that comes with the wheel to determine any other additional methods that are 

necessary to be implemented.  

 

The following assessments have to be made prior to utilization of the SDW.  

 

1. Individual Assessment 

The seamen are assessed on their stress levels after each voyage for the initial purpose of 

determining their stress factors and periods. Assessments thereafter will be to monitor the 

success rate of the treatments that have been undergone. 

2. Points to note in individual assessment 

a) The assessment is done in two phases: the individual assesses himself according to a 

stress factor checklist; any other officer who has worked with him assesses him according 

to the same checklist and any discrepancies are noted.  

b) These discrepancies are analysed by the Captain and a final decision made regarding the 

differences 

c) Final answers will be based on the same answers given by both in the stress factor 

checklist and the decisions made by the captain 

 

3. Factors to assess 

a. Period of service before sign-on 

b. Particular periods of stress that have been observed 

c. Type of duty performed on that ship 

d. Any particular incidents/abnormalities on that voyage that is not directly related 

to the individual (eg massive storms) 

e. Reasons for particular stressful periods (from the point of view of both the 

individual and his external assessor) 

3.1 Point (b) in particular is taken with reference to how well the individual has 

performed his duty according to those (1) stipulated in the STCW and (2) distilled from 

the STCW and placed in the SDW. 

Periods of observed stress is equivalent to periods where the individual is not performing up to 

the standards expected of him by (1), (2) and the demands of his hiring company. In this case, we 



operate under the assumption that any and all poor performance is due to stress and not due to 

factors such as inadequate training, since training is a prerequisite under the STCW. 

4. Determining methods 

Using the points in (3) and (3.1), we align the wheel to the direction of the arrow to 

discover the OBSE methods. We also look under the “Primary Factors” table to 

determine other possible causes and methods. 

 

5. Methods 

Having determined the „method‟ or focal area, the crewing department of the main 

company can source for trainers and organizations specializing in motivational training  

with respect to the focal area and/or take steps to setup or implement tasks targeting the 

focal area. 

In the example below, the cadet is an emotionally-oriented person, thus we use OBSE 

methods 2, 3, 4 as primary methods, and look up other primary factors to determine the 

specific treatment. 

  

Fig 1. Stress Distribution Wheel 

 

 

Table 1: Primary stress factors 

Factor Method 

Family 

Emergency 

-Coping Inventory 

-Merchant Family Support Network 



-Quick Response Time of Shore Personnel to arrange for crew‟s sign-off 

Appraisal OBSE(2) 

OBSE(3) 

OBSE(4) 

-Personal Work Standard Differences 

Peer Stress -On-shore seminars for team-bonding 

-Minimise instances of same-ship scheduling of high-conflict persons 

New 

Environment 

Stress 

-OBSE(2) 

-OBSE(3) 

-use commitment to occupation to decrease stress level 

-use same-ship scheduling as far as possible 

Fatigue -Personal Resources 

-Optimum scheduling methods 

Climate -Hot/Cold Air Conditioning 

-Different uniforms for different climates 

 

Table 2: Background stress factors 

Factor Method 

Piracy -Availability of Medication onboard 

-“Hope” (optimism) in the form of  

(1)high salary (2)entertainment onboard (eg xbox, 

playstation etc) 

Bad Weather 

Homesickness 

Risk inherent in sailing 

 

 

5.4.1 CHECKS AND BALANCES 



Having invested in the training methods according to the SDW, the company has to 

ensure that it reaps benefits. Continual assessments will allow them to see if the area has been 

targeted accurately and if the crew is handling stress better than before. 

Of course, stress cannot be eliminated 100%; it can only be reduced to a minimum. Based on 

the quality standards set by the parent company, the individual may continue undergoing training 

to cope with stress until he reaches the company‟s goals. Else, he may be taught the necessary 

skills to cope and left on his own to figure things out. 

 



6. CONCLUSION 

This study is limited in that no concrete methods have been proposed. Rather, what this study 

tries to do is to find a method that optimizes the investment on the appropriate stress coping 

mechanisms targeting specific areas instead of general training. Further study can be made into 

actual methods targeting seamen and their problem areas. At the same time, further studies can 

also be made to investigate the high rate of seamen leaving the sea for good and venturing onto 

land professions instead. 



7. AREAS FOR FUTURE STUDY 

This paper has concerned itself with determining the best investment options for minimizing 

stress and consequently maximizing work performance for the merchant navy such that the ship 

is at all times operating under conditions of safety and efficiency, which translates into cost 

savings and profit generation for the parent company. However, while performance 

maximization may arise through improvements to the psychological and general wellbeing of the 

seafarer, these improvements are not highly correlated to retention of seafarers in the profession. 

The high rates of seafarer exodus from the sea-going profession is a growing concern in the 

shipping industry. Although ships are getting more and more technologically sophisticated and 

the number of crew needed to man the ship may be consequently reduced, reduction in 

manpower would lead to greater stress levels on the remaining crew, despite the enhanced 

technology. This is due to the legal and operational responsibilities placed upon the crew. As 

ships get bigger, experienced crew will become a treasure companies want to lay their hands on. 

This group of experienced seafarers, however, seem to be more interested in coming back to 

shore, even in the face of rising salaries and growing recognition as a skilled workforce. How 

these seafarers can be retained is an area further studies into might prove interesting.  



WORKS CITED 

1. Cooper, C. L., & Kenny, D. T. (2003). Introduction: Occupational Stress and Its 

Management. International Journal of Stress Management , 10 (4), 275–279. 

2. Hsieh, T.-H. (2004). The Relationship Between Employees‟ Personal Work Standards 

and Perceived Work Stress. International Journal of Stress Management , 11 (2), 

177-187. 

3. International Maritime Organisation. Standards of Training, Certification and 

Watchkeeping (STCW) '95. 

4. Jick, T. D., & Burke, R. J. (1982). Occupational Stress: Recent Findings and New 

Directions. Journal of Occupational Behaviour , 1-3. 

5. Miller, N. L., & Firehammer, R. (2007). Avoiding a Second Hollow Force:The Case 

for Including Crew Endurance Factors in the Afloat Staffing Policies of the US Navy. 

Naval Engineers Journal , 119 (1), 83-96. 

6. Parker, D. E., & DeCotiis, T. A. (1983). Organizational Determinants of Job Stress. 

ORGANIZATIONAL BEHAVIOR AND HUMAN PERFORMANCE , 32, 160-177. 

7. Perrewe, P. L., Fernandez, D. R., & Morton, K. S. (1993). An Experimental 

Examination of Implicit Stress Theory. Journal of Organizational Behavior , 14 (7), 

677-686. 

8. Rahe, R. H., & Tolles, R. L. (2002). The Brief Stress and Coping Inventory:. 

International Journal of Stress Management . 

9. Thomas, M., Sampson, H., & Zhao, M. (2003). Finding a balance: companies, 

seafarers and family life. Maritime Policy & Management , 59-76. 

10. Wall, M. R. (1980). Job satisfaction and personality of Merchant Navy. Maritime 

Policy & Management , 155-174. 

11. Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2007). The 

Role of Personal Resources in the Job Demands-Resources Model. International 

Journal of Stress Management , 14 (2), 121-141. 

 

 

 

-End- 



I:\MSC\100\MSC 100-14.docx 

 

 

 

E 

 
 
MARITIME SAFETY COMMITTEE 
100th session  
Agenda item 14 

 
MSC 100/14 

21 September 2018 
Original: ENGLISH 

 
PIRACY AND ARMED ROBBERY AGAINST SHIPS 

 
Developments since MSC 99 

 
Note by the Secretariat 

 
 

SUMMARY 

Executive summary: This document reports on developments related to piracy and armed 
robbery against ships since MSC 99 
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Reports on acts of piracy and armed robbery against ships 
 

1 Reports of actual and attempted attacks by pirates and armed robbers against ships 
are continuously promulgated via the Piracy and Armed Robbery module of the Global 
Integrated Shipping Information System (GISIS) as soon as they are received by the 
Secretariat from Member States and reporting organizations and entities. Relevant guidance 
is available within the above-mentioned module to assist users to create and download 
customized reports, e.g. by geographical area or time period.  
 

2 According to reports received by the Organization, 169 incidents have so far 
occurred worldwide in 2018 (as of 21 September 2018). While this represents a 34% 
increase over the 126 incidents reported during the same period in 2017, the current level 
for 2018 is on par with other previous years and below the average of the last five years.  
 

3 MSC 95 approved the Recommendations to Governments for preventing and 
suppressing piracy and armed robbery against ships (MSC.1/Circ.1333/Rev.1) which provide, 
inter alia, relevant guidance for the submission of reports on piracy and armed robbery 
incidents to the Organization. However, the Secretariat continues to receive few reports on 
piracy and armed robbery incidents directly from Member States. As such information would 
enhance the utility of the database, Member States are urged to provide information to the 
Secretariat at marsec@imo.org using the reporting form from MSC.1/Circ.1333/Rev.1, 
appendix 5. 
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4 MSC.1/Circ.1333/Rev.1 also incorporated a provision on the establishment of a 
National Point of Contact (NPoC) for communication of information on piracy and armed 
robbery to the Organization. As a consequence, the Contact Points module of GISIS has been 
expanded to incorporate this information. To date, only 37 Member States and one Associate 
Member have provided such information through marsec@imo.org  
 
Questionnaire on privately contracted armed security personnel  
 
5 Information received by the Secretariat in response to the Questionnaire on 
information on port and coastal State requirements related to privately contracted armed 
security personnel on board ships (PCASP) (MSC-FAL.1/Circ.2), continues to be posted, in 
the language received, on IMO's public website. To date, only 20 Member States and one 
Associate Member have provided the information requested. 
 
Regional developments since MSC 99 
 
South China Sea, Straits of Malacca and Singapore and the Sulu-Celebes Seas 
 
6 Since 2015, there has been a reduction in the total number of incidents reported for 
the South China Sea, the Straits of Malacca and Singapore as well as the Sulu-Celebes Seas. 
In 2018, as of 21 September, 50 incidents have been reported, of which 40 were committed 
incidents, which is on par with the 51 total incidents for these areas reported to the 
Organization during the same time period in 2017.  
 
7 For the Sulu-Celebes Seas in particular, a total of seven incidents (five committed and 
two attempted attacks) were reported to the Organization so far this year (as of 21 September). 
Amongst the five committed incidents, one incident involved abduction of crew. This is an 
improvement compared with the same period in 2017, when six attempted and six committed 
incidents took place, three of which resulted in crew abduction. According to information 
received, enforcement agencies of coastal States in the area are successfully sharing 
information and undertaking enforcement actions which have in turn led to arrests of 
perpetrators.   
 
West and Central Africa 
 
8 In West and Central African waters, 59 incidents were reported in 2018 so far, 
compared to 30 in 2017 in the same period; an increase of 97%. This number is the highest 
over the last five-year period, which had an annual average of around 40 incidents. 
This development has occurred in spite of recent successful law enforcement operations by 
coastal States in the region. 
 
9 The characteristics of the incidents in this region are high usage of guns and attacks 
to ships underway: 14 out of 59 incidents (24%) reportedly had guns involved, compared 
with 15% of total incidents globally. Out of 59 incidents, 23 (39%) were attacks to ships 
steaming, compared with 25% of global incidents.  
 
South America - Venezuela 
 
10 The number of incidents in the Caribbean region overall decreased from 12 in 2017 
(1 January to 21 September) to seven incidents in 2018 in the same time period. However, the 
coastal waters off Venezuela remain an area of concern. All seven incidents reported in the 
Caribbean region in 2018 so far, and nine of the incidents reported in 2017 in the same time 
period, took place in the coastal waters off Venezuela. 
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Gulf of Aden and Western Indian Ocean 
 
11 In 2018 so far, three incidents in the Gulf of Aden and two incidents off the coast of 
Somalia were reported to IMO, compared with six incidents in the previous reporting period. 
All of the incidents in 2018 were attempted attacks where pirates/robbers tried but failed to 
board, and no casualties or hostages were reported. In the same period in 2017, two out of six 
incidents resulted in actual ship hijackings. In the same time period last year, six incidents took 
place, including two which resulted in actual ship hijackings.  
 
12 As reported to MSC 99, in several of the incidents early this year, pirates came very 
close to successful hijackings of ships and were not dissuaded by their first failure. The 
continued attempts serve as a timely reminder that piracy in the region has been suppressed, 
but not eradicated.  
 
IMO guidance and Best Management Practices (BMP) 
 
13 The effective implementation of IMO guidance and Best Management Practices 
(BMP); the presence, where legal and appropriate, of privately contracted armed security 
personnel (PCASP); and the continued presence of international naval forces in the Gulf of 
Aden and Western Indian Ocean remain of utmost importance. Flag States need to continue 
to monitor the threat to ships flying their flag and set appropriate security levels in accordance 
with the ISPS Code. 
 
14 It is likely that criminal networks will continue to seek opportunistic targets and, as 
such, the importance of continued vigilance and adherence to IMO guidance and BMP cannot 
be overemphasized. In addition, regional specific guidance, including for the Gulf of Guinea 
region, the southern Red Sea and Bab al-Mandeb, the Maritime Security Transit Corridor in 
the Gulf of Aden, and the Re-CAAP Regional Guide to Counter Piracy and Armed Robbery 
against Ships in Asia, is available on the IMO website. 
 
Floating armouries 
 
15 In considering the issue of floating armouries, MSC 99 noted, inter alia, that 
ISO 28007 for private maritime security companies could be applied for accredited certification 
of floating armouries but would require an informative annex to clarify the unique requirements 
for such vessels. The Committee also noted that the issue of floating armouries was currently 
being examined by the United Nations Office on Drugs and Crime (UNODC) in consultation 
with IMO, at the request of Member States.  
 
16 The Committee further noted that a number of delegations expressed strong 
reservations on the competence of the Organization to develop guidance on floating 
armouries, making reference to detailed discussions on the issue at previous sessions of the 
Committee. At the time, the Committee concluded that it would be premature for it to undertake 
further work pending the outcome of the UNODC legal conference in Colombo, Sri Lanka, 
which was to take place from 18 to 20 June 2018. 
 
17 At the UNODC legal conference in June, which the IMO Secretariat attended, a legal 
framework for floating armouries was presented and discussed at length by experts from over 
20 countries, academic institutions and international agencies. Outcomes of the discussion are 
expected to form part of a future Second Edition of the UNODC document "UNODC: Maritime 
Crime: A Manual for Criminal Justice Practitioners". 
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Action requested of the Committee 
 
18 The Committee is invited to note the information provided in this document and, in 
particular, to: 
 

.1 remind Member States to update the information related to their National 
Point(s) of Contact for communication of information on piracy and armed 
robbery to the Organization;   

 
.2 request Member States to continue to provide information to the Secretariat 

at marsec@imo.org, using the reporting form in appendix 5 of 
MSC.1/Circ.1333/Rev.1); 

 
.3 request Member States to complete the Questionnaire on information on port 

and coastal State requirements related to privately contracted armed security 
personnel on board ships (PCASP) (MSC-FAL.1/Circ.2) to be posted on the 
website of the Organization; and 

 
.4 continue the diligent application of the well working IMO guidance and Best 

Management Practices; invite Member States to continue to provide naval 
assets and flag States to continue to monitor the threat to ships flying their 
flag and set appropriate security levels in accordance with the ISPS Code. 

 
 

___________ 
 


