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Abstract

Cruise ship workers and cruise ship employment are commonly described in popular
literature as the stories of either ‘perfect workers in a dream job’ or ‘exploited workers
on sweatships’. However, these popular portrayals tend to overlook the social and
economic complexities of the work and the diversity of subjective experiences amongst
cruise sector seafarers. To address this gap, this study investigates the social
representations of the working lives of seafarers on-board cruise ships. Using the case
of Filipino seafarers, one of the nationalities with the largest proportion of workers in
the cruise ship sector, this study explores how workers in a globalised industry make
sense of their employment experiences in relation to their lives. Q-methodology, a
systematic research approach combining quantitative and qualitative methods in
studying perspectives, was used to identify shared viewpoints on the working lives of
cruise ship employees. Participants were asked to rank-order a set of 48 statements,
which represent a range of occupational, organisational and work-related issues that
they faced throughout their employment experience, along a fixed grid of
agreement/disagreement taking the shape of an inverted pyramid grid (Q-sorts).
Participants were also interviewed to elicit the rationales and narratives behind their
sorting decisions. Factor analysis of 99 completed Q-sorts yielded four factors which
were interpreted as ‘work-views’ or shared and holistic viewpoints on working lives.
The accounts of ‘Good-fit’, “Troubled’, ‘Professional’ and ‘Ambivalent’ workers
capture a more nuanced social representation of the working lives of cruise ship
employees than those commonly presented in popular literature. These accounts of
the working lives of cruise sector seafarers are discussed, in terms of the concept of
work orientation, to highlight the workers’ multiple motivations and expectations of
cruise ship employment, and to illustrate the embeddedness of work attitudes in social

relationships on-board and in the communities of origin.

Key words: Filipino seafarers, cruise ship sector, social representation, work

orientation, work-views, Q-methodology
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CHAPTER 1

Introduction

This study aims to explore the working lives of Filipino seafarers! working on-board
cruise ships and how they are socially represented. In popular literature, cruise sector
seafarers and their work and life on-board are commonly portrayed in the manner of
either ‘perfect workers in a dream job’ or ‘exploited workers on sweatships’. Typically,
crewing agencies and cruise companies highlight the economic and non-economic
benefits of working on a cruise ship to market such employment to potential workers.
One example is the following advertisement?, posted on the social media page of a
large crewing agency in Manila, which invites applicants to:

Cruise through a sea of opportunities! Do you want to embark on

an exciting and rewarding shipboard career?

Do you have excellent customer service and communication skills?
Are you proficient in English and eager to travel and fulfil
professional growth?

The advertisement promises an ‘exciting and rewarding career’ to would-be workers
and seemingly suggests the same ‘unexcelled excursion into the glamorous life” (Berger
2006 p.124) that cruise passengers pay to experience. Working on-board cruise ships
is perceived to be an attractive employment option, a ‘dream job’, precisely because it

appears to merge paid work with free leisure activities. Cruise ship employees are

! The term seafarer may traditionally refer to an able bodied seaman, engineer, or captain aboard a bulk
carrier or a container ship. But under the Maritime Labour Convention (2000), the word ‘seafarer’ is an
umbrella term for ‘any person who is employed or engaged or works in any capacity on board a ship’ (p.3).
As such both the marine crew (e.g. deck and engine department) and hotel staff (e.g. entertainment, food

and beverage, retail, cabin, etc.) on-board cruise ships are both seafarers.

2 Source: https://goo.gl/xphEOb [Accessed on 6 October 2016]


https://goo.gl/xphEOb

presented as individuals who are earning a living while visiting holiday destinations in

different parts of the world.

Travellers and potential travellers wish to join a cruise to learn, relax, or bond with
others (Elliot and Choi 2011) but before booking a cruise package they consider
different on-board attributes such as entertainment and recreation amenities, core
facilities, and other supplementary services. For holiday-makers, it matters to know
what restaurants, cabins, crew services and performances or shows are available before
they purchase a cruise package (Xie et al. 2012) and not just the different ports of call.
For them, the cruise ship is a destination in itself. All these on-board amenities rely on
the pivotal role of the workers who deliver the services and run the operations. Without
a workforce, the cruise ship as a product and as an experience would not be possible
for the company let alone profitable. Employers therefore need to hire ‘ideal workers’
who are committed to work performance, have excellent English communication
skills, and are capable of providing exceptional customer service and adapting to the

unique conditions of working at sea.

Under the deregulatory system of flags of convenience — where a ship flies a state flag
which is different from the country of its beneficial owners — seafarers, today, can be
flexibly recruited from any country in the world (Chin 2008b). As a result, it is common
to find that the crew of a ship originates from as many as 40 countries (Wood 2004).
Yet, cruise ship workers from the Philippines seem to be a popular choice among cruise
companies. For example, an industry newsletter describes the vital role played by
Filipino workers on one cruise ship in this manner:

The crew is very international, with senior staff hailing from

Italy...and the highest percentage [of workers] coming from the

Philippines (where would the cruise industry be without
Filipinos) (Sbarsky 2014 p.10, emphasis added).

Over the years, the Philippines has remained a major supplier of seafarers on
international ships (Chapman 1992; BIMCO and ICS 2015; Drewry 2015) including
cruise ships (Wu 2005; Milde 2009). For example Royal Caribbean Cruises Ltd (RCCL),

one of the largest cruise line operators, has about 65,000 workers but 11,000 of them



are from the Philippines (BMD 2016). Aligned with the expansion of fleet operations,
RCCL announced their plan to increase the number of their Filipino crew to 30,000
by 2020 (ABS CBN News 2016a). The large cohort of Filipino crew aboard cruise
ships when compared to other nationalities is viewed as a testament to the company’s
preference for Filipino employees because of their ‘excellent professional reputation’
(Milde 2009 p.80). Filipino cruise sector seafarers are thus perceived, described or
socially represented as ‘readymade workers’ for cruise ships because they ‘work hard’

and are seen as ‘subservient’ and ‘happy’ (Terry 2013).

A contrasting representation of work and workers on-board cruise ships in popular
literature is the narrative of ‘exploited workers on sweatships’. There are numerous
reports about the difficult working conditions on-board such as long and irregular
working hours (Bruns and Hutchinson 2015), exhausting workloads (Kobus 2012c),
low pay (Topham 2012), cramped living quarters (Kobus 2012b), vulnerability to
physical injuries (Ziegler 2015), unfair dismissal (Walker 2016) and little legal
protection (Presser 2017). However, these deplorable conditions of overworked and
underpaid cruise ship crew are deliberately hidden from the view of the passengers
(Klein 2002; Zhao 2002; Weaver 20052) and of course rarely mentioned in job
advertisements. According to the International Transport Federation (Mather 2002

p.2) abuse of rights is widespread across the industry. Cruise ship workers have:

e insecure, short-term contracts

e Jow wages and high costs, including illegal agents’ fees to
get the job

e cxtremely long working hours and high work intensity
leading to fatigue

e poor management practices, including bullying and
favouritism, plus racial and gender discrimination

e high labour turnover, fatigue and inadequate training,
giving cause for concerns about safety

e cmployers who are hostile or resistant to trade union
organisation and collective bargaining.



The difficult work realities of international seafarers (Couper et al. 1999; Alderton et
al. 2004; Sampson 2013; Walters and Bailey 2013) particularly those working aboard
cruise ships (Chapman 1992; Frantz 1999; Klein 2002; Chin 2008a; Gibson 2008) have
been widely documented and validated in academic research. These studies highlight
the mismatch between the ‘official’ narratives of employer advertising, worker

expectations and the objective reality experienced by seafarers whilst at sea.

It is likely that employers, news agencies, labour unions, and governments promote
and perpetuate certain narratives about work and workers on-board cruise ships in
order to advance a specific agenda. As their narratives represent and re-constitute what
is ‘real’ about cruise ship employment and seafarers, they compete, resist, limit or
exclude other ‘versions’ of the same reality (Howarth 2006a). The difficulty however
in being caught up with these popular representations of cruise ship employment and
its workers is not that they are false but that these employer/labour union portrayals
only focus on specific aspects and may not present the big picture (Adichie 2009). This
dichotomous version of reality sometimes results in over simplistic accounts — the
‘dream job’ versus ‘sweatship’ image of the employment experience or the ‘perfect
worker’ versus ‘exploited worker’ image of cruise ship employees — that may not always
reflect seafarers” own views. One plausible remedy therefore is to turn the focus
towards seafarers’ subjective experiences of working in the cruise industry and use
these socially situated conceptions as grounds to rethink the common representations
in circulation. After all seafarers are at the very focus of these narratives and it is

reasonable to argue that the power to define what work means, also belongs to them.

The aim of this study, therefore, is to investigate the social representations of the
working lives of seafarers in the cruise industry that emerge from the workers
themselves. In this way, a wide spectrum of patterns of thinking about cruise ship
seafarers and their work can be systematically considered (Worthington and Rask 2015)
not only the major, circulating or stereotypical ones but also potential alternative and
marginal forms. The mode of representation explored here is both discursive and
social. The approach is ‘discursive’, and not demographic (e.g. representing the entire

population of global seafarers or the Filipino seafarers as specific group), insofar as it



relates to an ensemble of ideas, positions, perspectives, (Keck 2004 p.45; Hajer 1995)
or ways of seeing and talking about (Addams 2000) the working lives of seafarers in
the cruise industry. Discursive representation is not always preferable to or better than
demographic representation but a feasible alternative (Dryzek and Niemeyer 2008).
The approach is also ‘social’ insofar as the structure of ideas, positions, or subjective
views is shared by a group of people and not just held by a single individual (Sammut
2015; Addams 2000). Again, this ‘group of people’ is to be understood not in terms of
their membership of a particular occupation but in terms of their holistic similarity in

stance towards issues of working life.

Identifying these social representations of the working lives of cruise sector seafarers
is significant in that it gives us an insight into the experience of work in a globalised
industry in a number of distinct ways. Understanding the social representations of the
work and life of cruise sector seafarers reflects contemporary meanings of labour and
employment in an economically and socially relevant globalised industry. This is
particularly significant given the rapid growth of cruise ship tourism in recent years.
Estimates from Cruise Lines International Association (CLIA) show that over the last
twenty years, from 1995 to 2015, the demand for cruise travel has increased from 5.67
million (Dowling 2006) to 23.2 million passengers (Cruise Lines International
Association (CLIA) 2016) representing an annual growth rate of 15.5%. As the industry
continues to expand every year, the need for workers in the marine and hotel
departments of cruise ships also increases (Wiscombe et al. 2011). The CLIA reported
that in 2014, the cruise industry generated close to a million jobs which translates into

$39.3 billion in wages and salaries.

The employer/labour union portrayals of work and workers on-board cruise ships
mentioned above serve as resources with which active and potential seafarers
construct, communicate and elaborate (Gubrium and Holstein 2009) their own
meanings and understanding of work. Cruise ship workers are enmeshed within these
competing claims to reality which offer ways to communicate, negotiate, resist,
innovate and transform (Howarth 2006a) their own meanings of work and lived

experiences. By privileging how seafarers perceive, make sense of, and represent their



own working lives we can moderate the positive and negative stereotypes about cruise
ship seafarers and gain a more nuanced understanding of precarious work in a
globalised sector. These ‘worker-generated’ narratives of working lives can contribute
in a comparative research of work and life of precarious employees in other sectors or

industries (Mosoetsa et al. 2016).

The sector-identity pairing referenced in the employer narrative — that seafarers from
the Philippines are ‘ideal’ workers on cruise ships — is of significance because the
narrative is premised on power and status differentials (Mosoetsa et al. 2016). This
popular representation may create an ethnic labour niche for Filipinos (McKay, S.
2007) but it simultaneously typecasts or locks them into subordinate or non-
supervisory positions (Terry 2013). In this regard, Filipino seafarers provide a
compelling case for analysis as they illustrate the subjectification and lived effects of
social representations (Bacchi 2009). As shown above, Filipino seafarers are a popular
and populous workforce in the cruise sector because of their image as ‘hardworking’,
‘flexible’, ‘family-oriented’, ‘subservient’, ‘happy and nice’. Filipino seafarers on-board
cruise ships are the very °‘subjects’ of the TPerfect-Workers-in-a-Dream-Job’
representation. Having worked at sea, they nevertheless have experienced first-hand
any material impact (e.g. fatigue, low income, job insecurity) aligned that ‘the

Exploited-Workers-on-Sweatships’ representation.

Even though a focus on Filipino seafarers limits the empirical sample, the study overall
contributes to an important research agenda about comparing the experiences of
precarious workers in different sectors (Mosoetsa et al. 2016). As new labour subjects
in a globalised context precarious workers, along with informal workers in national
contexts, ‘diversify the spaces and scales of collective organising beyond the workplace
to include neighbourhoods, local communities, as well as transnational networks’
(Chun and Agarwala 2016 p.636). However before any meaningful collective action
can happen, ‘cultures of solidarity’ (Fantasia 1988) based on ‘mutual affinities and
associational bonds beyond the workplace and in other spheres of workers’ everyday
lives’ (Chun and Agarwala 2016 p.636) must first be established. This is where a

mapping of discursive representations of the working lives of cruise sector seafarers



becomes relevant because it opens up an opportunity for a reasoned discussion about
the social and economic complexities of work that are often overlooked when only

broad and competing representations of cruise ship employment are given attention.

Objectives of the Study

Research Problem

To problematise the social representations of the working lives of seafarers in the

cruise industry, the following research question is asked:

Using the case of Filipino seafarers on-board cruise ships, how do workers in a globalised industry

matke sense of their employment experience in relation to the wider context of their lives?

The term ‘making sense’ can be understood as a process of comprehending lived
experiences through ‘the ongoing retrospective development of plausible images that
rationalise what people are doing’ (Weick et al. 2005 p.409). Sensemaking follows from
the premise that the ‘experiences that make up who we are influence how we interpret
events’ (Mills and Weatherbee 2006 p.269). This interpretation of events involves an
evolving and plausible understanding of ‘what is going on’ and a basis for prospective
action. To bring participants in an ‘instance of sensemaking” (Weick 1995) about their
work and life as cruise sector seafarers, the research focuses on the subjective points
of view they hold on the different occupational, organisational and work-related issues
before going on-board, during their time on the ship, and after completing their
contract. This situates the concept of working life not just in the immediate confines
of the workplace/the ship but also other social and interpersonal considerations of the
participant’s life (Potter 2015). The use of the term ‘employment’ is deliberate to
reiterate two important points: (a) that tasks cruise sector seafarers perform on-board
a ship are carried out in exchange for income; (b) and that the work process is under
the control of the employer (Keller and Cappelli 2013). Whether or not such

employment experience aboard cruise ships is subjectively represented by participants



as well-rounded/positive ‘work’ or as arduous/negative ‘labour’ (Standing 1999) is an

empirical question the study will address.

Specific Research Questions

To begin to resolve the research problem, the following specific research questions are

asked:

1. What working life issues are more relevant to cruise sector seafarers?

2. What work-views or patterns of shared viewpoints on working life can be
identified and described within a sample of Filipino cruise sector seafarers?

3. To what extent are these work-views (dis)aligned with each other?

4. How do these work-views relate to popular representations of Filipino cruise
sector seafarers as ‘perfect workers in a dream job’?

5. What do work-views reveal about the work orientation of Filipino cruise sector

seafarers?

The first research question frames the concept of ‘working life’ by exploring a range
of occupational, organisational and other work-related issues that cruise sector
seafarers encounter before, during and after their temporary but repeated employment
on-board ships. The identification of these working life issues is the starting point for

comparing how on-board employment is experienced and is related to other spheres

of life.

The second research question aims to empirically demonstrate the extent to which a
sample group of Filipino cruise ship workers cluster towards a finite number of shared
viewpoints. QQ-methodology, which blends quantitative and qualitative methods, is
used as a research approach because of its potential in systematically mapping social
representations across individuals. Briefly, participants will be asked to sort a set of
statements based on their agreement/disagreement with them. Statistical analysis of

the sorting pattern of statements can reveal shared and holistic viewpoints that may be



interpreted as distinct work-views or shared and holistic viewpoints on working lives

that represent cruise ship workers and cruise ship employment in distinct ways.

Having identified these work-views from sample participants, the third research
question aims to compare and contrast these discursive representations of working
lives by highlighting their distinctive, differing and aligning stances on issues. The
substantive focus of the study is asserted in the fourth research question which
explores the continuities and discontinuities between the participants’ work-views and
the employer/labour union narratives of cruise ship employment and seafarers. In
particular, results will be compared with the ‘Perfect-Workers-in-a-Dream-Job’

narrative as it directly relates to Filipino seafarers.

Finally, the fifth research question revisits the workers” own representations of their
working lives to explore the concept of work orientation, ‘the meaning attached by
people to their work which predisposes them to think and act in particular ways with
regard to that work’ (Watson 2012 p.241). By discussing work-views in terms of work
orientation we can highlight the interplay between job rewards, employment
relationship and socio-cultural context in capturing a more nuanced social

representation of the working lives of cruise ship employees.

Overview of Content

This thesis is structured in eight substantive chapters.

Following on from the introduction, Chapter Two reviews the ‘background discourses’
that may influence the ways in which cruise sector seafarers perceive, make sense of
and represent their own working lives. It begins with a background on consumerism,
rationalisation and globalisation in the cruise industry within which seafarers are
embedded. The chapter also reviews in more depth popular literature that presents
competing portrayals of work and life on-board cruise ships. Chapter two closes by
discussing how cruise companies, cruise passengers and Philippine state agencies

collectively contribute to an image of Filipino seafarers as ‘perfect workers’.
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Chapter Three develops the theoretical framework of the study. After reviewing
empirical research on cruise ship employees, the chapter explores the links between
work orientation, stance, viewpoint and social representations. It argues that the focus
of cruise sector research revolves around work motivations and responses to work that
may be subsumed under the concept work orientation. Considering different
approaches to work orientation, the chapter suggests a broader focus on the social
representation of working lives that in the process implicates the interaction between

the workplace and non-work setting in making sense of the employment experience.

Chapter Four discusses the techniques of data collection, method of gathering data
and the epistemological foundations of Q-methodology, in researching shared
viewpoints. The chapter opens by justifying why a Q-methodological approach is more
suitable in exploring social representations than other research designs. It then
discusses the different steps in conducting a Q-study by highlighting its quantitative

and qualitative features across the pre-study and main study phases.

The empirical findings of the study are shown in two chapters. Chapter Five presents
the viewpoints of what I have termed as the ‘Good-fit’, “Troubled’, ‘Professional’ and
‘Ambivalent’ work-views. The main points of each discursive representation are
summarised narratively and are further discussed using interview data from
participants. The Good-fits said that cruise ship employment is about meeting travel
aspirations whilst delivering good service to passengers. The Troubleds emphasized the
challenges cruise ship workers encounter before working on a ship, whilst on-board
and after completing a contract. The Professionals narrated a strong identification and
commitment to working on cruise ships. Finally, the Awmbivalents viewed cruise ship
employment as a combination of advantages and disadvantages that every worker must

realistically assess.

Chapter Six then explores the inter-relationship between these work-views by
highlighting their areas of consensus and concurrence. The work-views have differing
stances on some issues but they are in alignment with each other in suggesting: (a) a

generally positive evaluation of the employer; (b) the acceptance that working on a
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cruise ship normally entails both physical and emotional labour; (c) the notion of a
‘shared inner self” as a basis for relating with co-workers; (d) and the strong emphasis

they place on maintaining family relationships.

Chapter Seven makes two analytic points. Firstly, each of the four work-views only
partially support and refute some of the key assumptions of the employers’ ‘Perfect-
Workers-in-a-Dream-Job’ narrative. Secondly, a closer analysis of these work-views
reveals heterogeneous work orientations suggesting that the workers’ simultaneous
pursuit of various types of job rewards throughout their working lives needs to be

understood in the socio-cultural context within which they are situated.

Chapter Eight concludes the study by summarising the thesis and outlining key
theoretical and methodological — contributions,  policy implications and

recommendations for future research.
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CHAPTER 2
The Global Cruise Ship Sector and

the Filipino Seafarers

... people matke sense of their lives through the stories that are avatlable to them,
and attempt to fit their lives into the available stories.

(Laurel Richardson 1990 p.129)

The empirical aim of this study is to explore how Filipino seafarers working on-board
cruise ships construct social representations of their working lives. In weaving together
their similar views on organisational, occupational and work-related issues a collective
story emerges (Richardson 1990) instead of an autobiographical account or a cultural
narrative. However, these collective narratives about the working lives of cruise sector
seafarers are not constructed within a vacuum. Scholars have argued (Richardson 1990)
that there is a dialectical relationship between people’s meaning-making /stance-taking
and ‘the situations, institutions and social structures in which they are embedded’
(Wodak et al. 2009 p.8). The general point is that, whilst cruise sector seafarers are able
to discursively represent the social reality of work, it is important to realise that their
position, as a specific group of workers, is shaped by the logics and discourses of the

institutions and situations around them.

As employees, cruise ship workers are deeply situated in the day to day life on-board a
cruise ship and are therefore subjected to the same consumerist lifestyle and rationalist
mode of production that characterise cruise ship tourism. Whilst the focus of the study
is on individual and social representations of working lives it is equally true to say that
Filipino seafarers are portrayed in specific ways by various interest groups such as
crewing agencies, cruise companies, the media, and the Philippine government. These
narratives about the cruise ship industry, images of on-board employment and

perceived reputation of cruise sector seafarers from the Philippines contribute to the
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‘available stories’ upon which study participants can draw from in representing their

own working lives.

The present chapter is divided into three sections to discuss the ‘background
discourses’ that may frame the seafarers’ own representations of their working lives.
The first section presents an overview of the world cruise ship industry. The positive
and negative aspects of the industry are described and summarised using the concepts
of consumerism (Disneyization), rationalization (McDonaldization), and globalisation
in the maritime industry. Understanding the working conditions of cruise ship workers
means understanding how the cruise ship industry operates. Firstly, the ship is the site
where the seafarers in the study physically live, work and socialise. The cruise ship plays
a fundamental role in how they view work within the wider context of their lives. The
ship represents the structural conditions that shape seafarers’ ongoing attitudes and
behaviour at work and within which their lived experiences happen (Watson 2012). In
this context, the passengers are seen as consumers whilst the seafarers are the agents
of production. Although they have different vantage points or assume complementary
‘roles’, both the passengers and the seafarers are subjected to the same logics of

consumption and rationality that characterise the cruise ship and the industry.

The second section reviews how cruise ship employment and life on-board ship are
socially constructed in the popular media. The third section situates the case of Filipino
seafarers within the population of Overseas Filipino Seafarers (OFWs) and the
different ways their image is constructed in the popular literature, by the cruise and
crewing companies and by the Philippine state at large. Reviewing how cruise ship
employment in general, and Filipino seafarers on-board cruise ships in particular, are
constructed in popular literature is important because these everyday discourses serve
as available discursive resources (Richardson 1990) through which participants make
sense of their lifeworld or their immediate direct experience of activities of everyday
life. In the age of social media, online sources are relevant in bridging the gap between
what seafarers know and what can be expected of life on-board ships (Raub and Streit
2006). More than just a marketing tool, the internet has become a space for the

construction and communication of a collective identity for Filipino seafarers as a
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particular group of workers (Watson 2008). In sum, the narrative constructed from the
views of, and maintained by the cruise companies, crewing agencies, the state and other
stakeholders form the socially available and discursive sources that seafarers’ may draw
from in understanding their lives and constructing their work identities (Watson 2012;

2008; Collinson 2003).

2.1 The Cruise Ship as a Cathedral of Consumption

After 32 months of construction at the cost of US$1 billion, Royal Caribbean
International’s Harmony of the Seas made her maiden voyage on 15 May 2016. The
super-sized ship which measures 218 feet wide, 1,187 feet long and weighs 227,000
tonnes is the world’s largest cruise ship to date. She boasts the following characteristics

(Sims 2016):

e 18 decks

e 6,780 guests

e 2500 state rooms

e 20 restaurants

e 23 swimming pools with slides

e 2100 crew members from 77 different countries

Literally and figuratively, the Hammony of the Seas is a gargantuan representation of the
multi-billion dollar cruise industry. One approach to make sense of the cruise industry
is to view the ship as a ‘modern cathedral of consumption’ — a setting or a structure
that promotes consumption of a wide variety of good and services (Ritzer 2010a). By
viewing the cruise ship as a new means of consumption and commodification marked
by hybrid consumption of various merchandise and performative service work in a
themed environment, we can also highlight the ship as a site of rationalization

characterised by efficiency, calculability, predictability, and control.
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2.1.1 Consumerism in the Cruise Ship Sector

Bryman (2004; 1999) conceptualised ‘Disneyization’ as the ways in which ‘the
principles of Disney theme parks dominate’ various sectors of the world. According
to Bryman, Disney parks have four key unique characteristics which may also be
observed on cruise ships (Weaver 2006). Firstly, the cruise ship is a themed
environment — a stylised place that creates the ambience of fantasy and fun. For
example, the Harmony of the Seas offers a seven nights/eight days round trip cruise of
the Eastern Caribbean from Fort Lauderdale in Florida, USA. The ship is a means of
transport to different ports of call but the ship, given all its amenities as a ‘floating
resort’ (Wood 20006), is in itself is a tourist destination (Wood 2004). The visual motif
varies from one ship to another and Cruise Lines compete to attract cruise passengers
by offering different packages, on-board activities, shore excursions and

accommodation that can be enjoyed.

Secondly, cruise ships are characterised by the sale of merchandise such as souvenirs,
t-shirts, jewellery and perfume. Perhaps the most successful example of brand
consumption is the Disney Cruise Line, a subsidiary of the Walt Disney Company
(Weaver 20006). The Disney brand and the ship reinforce each other. Visitors of Disney
World are enticed to see how ‘the magic’ is recreated at sea: on the ship, cruise
passengers are also able to consume every valued emblem of the Disney brand. Each
of the more than fifty cruise lines (cruisemapper.com) aims to promote a particular

brand that sets them apart from others and caters for a targeted market.

Thirdly, cruise ships are places of hybrid consumption where the purchase of
merchandise and various form of services, on-board and in different ports of call, are
interlocked with each other. The Cruise Lines International Association (CLIA), the
largest trade network of cruise companies, suppliers and travel agents, estimated that
in 2014, direct expenditure from cruise lines, crew and passengers amounted to
approximately US$56 billion (Table 1). CLIA-member cruise lines spent in the region
of US$40 billion for a variety of goods and services to support their global cruise

operation (CLIA 2015).
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Table 1 Direct expenditures within the cruise sector

Category Amount

(in billion USS$)
Home port passengers 7.56
Transit passengers 7.07
Passenger total 14.63
Crew 12.7
Cruise Lines 39.87
TOTAL 55.77

Source: (CLIA 2015)

On top of the cruise package, passengers spent almost US$15 billion on retail goods,
shore excursions and other services throughout the trip. Even crew members made
US$1.3 billion worth of purchases of goods and services. CLIA (2015) further
estimated that on average the crew and the passengers spent US$127 million on local
transit and retail (food and beverages, accommodation, tours and transit, etc.) for every
visit day at ports of call. These tourism-related activities in the local communities and
cities are intertwined with the passengers’ purchase of the cruise package. It is for this
reason that the cruise industry claims that they have a direct and indirect economic

impact on local/national economies.

Cruise-related consumption is very intense from the point of view of both the
passengers and the crew who make these purchases. One review? of a ship has the
following remarks:
Pro: a dizzying number of on-board activities and top-notch
entertainment ensure you’ll never be bored.

Con: The ship’s central Royal Promenade is a bit like a shopping
mall, and sales pitches are at every turn.

This illustrates how the contained space of the ship is maximised as a revenue-capture
system (Weaver 2005c). The propensity to buy amongst passengers is reinforced by

both the on-board environment and the medium of transaction. These purchases, from

3 Source: ‘Freedom of the Seas Review’ Available at: https://goo.gl/M1s81z [Accessed 13 December

2016].
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booking to the payments of goods and services on-board, can only be made via debit
or credit cards that distance the vacationer from the ‘pain of spending’ and so result in
over consumption. The perceived cost of the product or service on-board seem small
compared to the large resource of money made accessible through the credit/or debit
card (Morewedge et al. 2007). Unlike the use of cash, where the actual transaction is
seen and the amount of money to be paid is counted and realised, the use of
credit/debit cards throughout the cruise vacation makes the monetary exchange

invisible and appear less painful.

A final aspect of Disneyization on-board cruise ships is the performative labour of the
crew, particularly of the service workers in the entertainment, food and beverage, hotel,
retail and personal care divisions. Customer service is part and parcel of the overall
ambience of the cruise ship that cruise passengers look for when considering whether
to purchase a package (Xie et al. 2012). For workers who interact with passengers,
‘emotion is not just a response to the work situation but actually is the work™ (Tracy
2000 p.91). Smiling for example is a required emotional display in order to maintain
the ambience of fun and enjoyment on-board. In addition to physical tasks (e.g. serving
drinks and food, taking used plates and cutlery back to the galley), bar and restaurant
waiters on cruise ships are also required to ‘labour emotionally’ (Hochschild 1983) as
they are expected to greet and chat with the passengers with happiness, calmness,
pleasantness and politeness to make their stay comfortable (Zhao 2002). The tips
passengers give to staff are based on their ability to create a rapport as much as their

efficient delivery of products and services.

2.1.2 Rationalization in the Cruise Ship Sector

A complementary trend to consumerism on cruise ships is the process of
rationalization. Ritzer (2010a; 1998) coined the term ‘McDonaldization’ (after the fast
food chain McDonald’s) to describe a tendency in the organisation of work towards
efficiency, calculability, predictability and control. Firstly, the improvements in design
and increasing size of ships are clear indications of integrating the efficient means of

production. Small sized ships (5,000 to 25,000 tonnes) can accommodate between 200
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to 500 passengers. Mid-sized ships (25,000 to 50,000 tonnes) carry between 500 and
1200 passengers whilst a large ship (50,000 to 100,000 tonnes) can carry up to 2,400
passengers. The largest ships are called mega-ships weighing 100,000 to 150,000 tonnes
and can carry as many as 4,000 passengers. Back in 2006, the Royal Caribbean
International’s Freedom of the Seas was the world’s largest cruise ship (Dowling 2000). In

a matter of 10 years, the Freedom of the Seas was outsized by the Harmony of the Seas.

Table 2 Top 10 largest cruise ships

: Launch
ind oate | S W G| ©b/man | oW
(Registry)
1 | Harmony of the Seas 2016 226,963 1,188 215 | 5,479/6,780 | 2,100
(Royal Caribbean) (Bahamas)
2 | Allure of the Seas 2010 225,282 1,187 215 | 5,492/6,410 | 2,384
(Royal Caribbean) (Bahamas)
Oasis of the Seas 2009 225,282 1,187 215 | 5,400/6,360 | 2,219
(Royal Caribbean) (Bahamas)
4 | Quantum of the 2014 168,666 1,141 136 | 4,180/4,905 | 1,500
Seas (Nassau,
(Royal Caribbean) Bahamas)
5 | Anthem of the Seas 2015 168,666 1,141 136 | 4,180/4,905 | 1,500
(Royal Caribbean) (Nassau,
Bahamas)
6 | Ovation of the Seas 2016 167,666 1,138 136 | 4,180/4,905 | 1,500
(Royal Caribbean ) (Bahamas)
7 | Norwegian Escape 2015 164,600 1,069 136 4,248 | 1,742
(Norwegian Cruise (Nassau,
Line) Bahamas)
8 | Liberty of the seas 2007 160,000 1,112 185 | 3,798/4,960 | 1,360
(Royal Caribbean) (Bahamas)
9 | Norwegian Epic 2010 155,873 1,081 133 4,100 | 1,738
(Norwegian Cruise (Bahamas)
Line)
10 | Freedom of the Seas 2006 154,407 1,112 185 | 3,782/4,515 | 1,400
(Royal Caribbean ) (Bahamas)
Source: https://goo.gl/BMUbwy [Accessed 9 December 2016]

All ten ships in Table 2 weigh more than 150,000 tonnes and thus may appropriately
be called ‘super-sized’ ships (Weaver 2005¢). It can be noticed that eight out of the top
10 largest cruise ships are owned by Royal Caribbean. These super-sized ships also
contain a ‘large quantity of things’ such as ‘food that is available in great abundance
and with great frequency and the bundling of lots of entertainment into one package:
casino, spa, night club, visits to island and so on’ (Ritzer 2010a p.93). Harmony of the
Seas tor example would need an optimal means of feeding up to 9,000 people including

passengers and crew.
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Departure Itinerary ports

07 Jan 4 ™ Departing from Fort Lauderdale,

Everglades, Florida
7 nights / 8 days, round-

trip Eastern Caribbean 08 J]an 07:00 - 14:00 ¢ M Nassau, New Providence Island, Bahamas
Cruise 10Jan 10:00 - 12:00 ¢ ™= sSaint Thomas Island, Charlotte Amalie,
Usvi
Prices starting 1 08:00 - 17:00 Ul Philipsh stm Island, D h
11 Jan 08:00 - 17: — ilipsburg, 5t Maarten Island, Dutc
from $1049 J . psburg,

Antilles

14 Jan 4+ ™ Arriving in Fort Lauderdale, Everglades,
Florida

Figure 1 Sample Itinerary for "Harmony of the Seas'
Source: https://goo.gl/jUA18P [Accessed 19 December 2016]

Calculability is another aspect of rationalization. In a bid to compete for passengers
and revenue, cruise lines highlight key statistics about their ships including their
individual passenger capacity, the number of ships in the fleet, and the various
attractions vacationers can find on-board. Almost half of the cruise industry market is
controlled by only three cruise lines/brands that reflect the largest holding companies
(see Appendix 1, p.252). In terms of market share in numbers of passengers in 2015,
21% cruised with Carnival Cruise Line, 17% travelled with Royal Caribbean
International and 10% chose Norwegian Cruise Line. However, in terms of the market
share of revenues, Royal Caribbean International is the top (14%) followed by

Norwegian Cruise Line (9%) and Carnival Cruise Line (8%).

The third aspect of rationalisation is the tendency towards predictability particularly
in relation to ‘imposition of order, systematisation, routine and consistency’ (Weaver
2005d p.352). A sample itinerary of the Hammony of the Seas in Figure 1 illustrates
predictability in terms of the start and endpoints of the trip and where the ship would
be at particular times and dates. The measured portions and standardised quality of
food served are also examples of predictability. Although ships generally vary in their
interior décor, some ships are structurally identical to one another other as with the
Carnival Cruise line’s ‘conquest class’ of ships (e.g. Carnival Conguest and Carnival Glory).
In addition to similar staterooms and public rooms, each ship weighs 110,000 tonnes
and has a guest capacity of 2,980 persons. It must be noted however that the kind of

predictability observed in McDonald’s (e.g. the McBurger bought in Cardiff has the
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same quality with a McBurger in Manila) do not directly apply to cruise ships. Cruise
lines compete with each other by offering diverse and unique products and services.
There are cruises that cater for those who travel on a budget or vacationing with family
members. There are also cruise packages designed for couples or those who want to

embark on a luxury cruise.

The fourth aspect of rationalization according to Ritzer is control. The cruise company
carefully choreographs the physical and social environment of the ship for both the
passengers and the workers. For example, casinos, bars and shops are strategically
located near the walkways to entice passengers (Weaver 2005d). The ‘sales pitches at
every turn’ and the ‘fantasy world” on-board are simulated spectacles the company and
its workers craft to produce the on-board experience (Ritzer 2010a). The seafarers, as
workers, are ‘temporary residents’ of the ship for longer periods than the passengers
and are subjected to more structured forms of control. As workers, they are expected
to perform a particular role in delivering the cruise experience. Hotel and cruise staff
with direct contact with passengers are trained to ‘look, speak, and behave’ in specific
ways towards guests. The marine crew and other support hotel staff (e.g. carpenter,
dishwasher, laundry staff etc.) are prohibited from entering passenger areas. Finally,
eating areas are also separated according to rank — there is an officers’ mess, a staff

mess and a crew mess (Thompson 2002).

2.1.3 lIrrationality of Rationality

The cruise ship as a cathedral of consumption may be a symbol of rationality but it has
also engendered consequences that lead to the very opposite of rational systems such
as ‘inefficiency, unpredictability, incalculability, and loss of control’ (Ritzer 2010a p.80).
Risks to people and harm to the environment are two crucial irrationalities that arise

in relation to cruise ship tourism*. Seafarers aboard merchant vessels such as container

* Over the years, sociologist Ross Klein (2016¢) has maintained the website cruisejunkie.com which reports
key statistics and information on the problematic issues about the world cruise industry including accidents,

health, environment and labour concerns.
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or cargo ships are known to be exposed to various types of occupational risks including
disasters, accidents, piracy, cardio-vascular diseases, stress (from fatigue, isolation,
adjustments in multicultural setting), and communicable diseases (e.g. influenza,
malaria etc.) (Oldenburg et al. 2010). Whilst these types of risk remain a threat to cruise
ship seafarers, the passengers and crew alike may also be at risk of crime, outbreaks of
disease, and accidents whilst on-board. Cruise ships, especially the supersized ships,
produce various types of waste materials that can pollute air, water and land if not
properly disposed of. Several observations around these irrationalities are worth

mentioning.

Firstly, the sheer number of people aboard and the very nature of the business give
rise to risk of crimes that are not normally so frequent on other types of ship. Crimes
prevalent on-board cruise ships (see Table 3) include theft, sexual/physical assault,
suicide attempts and people going missing. According to the International Cruise
Victims Association, 563 incidents of crime on-board cruise ships were reported to the
Federal Bureau of Investigation (FBI) in 2011 but cruise lines only reported 102
incidents (Klein 2016a). The cruise lines’ tendency towards under reporting crime on-
board is to be expected as it may damage the company’s reputation and cast doubt on
its ability to protect and secure passengers (Diaz et al. 2014). FBI data shows that 44
percent of alleged crimes in 2011 were physical assaults but the cruise lines declared
not a single incident (see Table 3). The hyper consumerism which fuels intense
monetary transactions among passengers creates vulnerabilities to crimes against
property. One quarter of the total cases of crime reported were incidents of minor
theft (126 cases) and major theft (16 cases — major being of a value of US $10000 or

more).

The committing of crimes and the health risks associated with promiscuous behaviour
are more or less expected on cruise ships since the latter are contained spaces for the
entertainment of thousands of people 24 hours a day every day of the week (Thomas
2003b). In 2011, the FBI recorded 149 incidents of sexual crime, such as indecent
exposure, contact, assault and rape. As expected, cruise lines under report these crimes

against the persons.
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Table 3 Alleged crimes aboard cruise ships, 2011

Crime Cruise Line FBI
Websites

Assault - 248
Assault with serious bodily injury 17 5
Death 5 11
Overboard 4 8
Rape 34 28
Sexual assault 29 57
Sexual contact - 57
Sexual — other (i.e. indecent exposure) - 7
Theft - 126
Theft over US$10,000 13 16
TOTAL 102 563
Soutce: https://goo.gl/ullRtr [Accessed 1 May 2017]

Klein and Poulton’s (2011) study on sexual crimes at sea found that sexual assault
occurs twice as often aboard cruise ships than on land, and that male crew-members
are often the perpetrators of assaults on women passengers and crew. Out of the 684
sex-related incidents recorded from the files of the FBI and two major cruise lines
between 1998 and 2008, 64% were perpetrated by crew on passengers, 18% passenger
on passenger, 15% crew on crew, and only two percent were incidents in which the
aggressor was a passenger and the victim a crew-member. Crew-initiated assaults
comprised 79% of the incidents and involved crew members in roles that dealt with

passengers such as room stewards, waiter and bar workers among others.

The liminal character of shipboard life could be a contributing factor to the rise of
crime and behaviour involving sexual risk. The combination of the remoteness of
cruise ships, and for the passengers the short holiday stay on-board, create spaces
where the norms, statuses and responsibilities of behaviour that operate in their daily
lives when at home and on land are temporarily relaxed (Thomas 2005). For crew-
members, the ship is a shared workplace and living space that is ‘both physically and
emotionally removed from the ties and constraints of their homes and families’
(Thomas et al. 2013 p.88). This suggests that the ship’s physical and social
environments shape peoples’ risk behaviour in a way that may sometimes lead to sexual
crimes. In case of the workers, the sexually-charged ambience of cruise ships further

adds to the vulnerability of women employees who are already at risk of sexually
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transmitted diseases due to their limited access to contraception and restricted access

to ship doctors (Thomas 2003b).

The 2011 data from the FBI included at least 11 incidents of death and eight cases of
people going overboard. Longitudinal data from cruisejunkie.com shows that from
2000 to 2016, a total of 284 passengers and crew, or 17 persons per year, went missing
(Klein 2016b). Of these incidents, 57 were from ships of the Carnival Cruise Line and
41 from Royal Caribbean International. Closer analysis of data on 210 persons who
went overboard from 1995 to 2013, (Klein 2013) showed that victims were mostly
males (74%) with an average age of 39 years. In three out of four incidents, the victim

was a passenger. Only 17% of the individuals were rescued.

A second aspect that undermines the control of a ship environment, as an aspect of
the rationalisation of the industry, is the outbreak of illness. Infectious diseases may be
brought onto the ship in the course of crew and passenger embarkation and their
spread is intensified by the crowded and confined environment of the ship. Health
risks specific to cruise ships, and which are passed on from person to person via food,
water, air or contaminated surfaces, include gastro intestinal (9 to 10%) or respiratory
(19 to 29%) illnesses (Duong et al. 2016). From 2002 to 2016, 504 outbreaks of illness
(e.g. gastrointestinal virus, E. coli, salmonella, shigella etc.) on-board were recorded
(Klein 2016h). A total of 60,799 people were reportedly affected in the period covered.

On average, in each of the 34 outbreaks occur every year, more than 4000 got ill.

Minor accidents (e.g. fires) and major accidents (ships running aground or sinking) are
other examples of events that cannot be completely controlled despite the safety
regulations implemented and advancements in technology. Data compiled at
cruisejunkie.com shows that from 1990 to 2013, a total of 448 incidents of disabling
and major events were reported (Klein 2016d). Included were 139 incidents of
shipboard fires; 101 (73% of total fire incidents) of have occurred since 2005. Another
‘major’ source of incidents was ship collisions in which 79 (72% of 106 total collision
incidents) happened after 2005. From 1973 to 2013, there were 131 reported incidents
of passenger ships running aground, 66 (or 50%) happened post 2005 (Klein 2016f).
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Moreover, from 1979 to 2013, were been 55 reported incidents of ships sinking

including ferries, passenger ships and cruise ships (Klein 2016g).

Environmental pollution is a final but major negative consequence of cruise ship
tourism. Environmental concern becomes even more pronounced as cruise lines outdo
each other in building bigger ships year after year. As a result more waste products
including blackwater, greywater, solid waste, hazardous waste, bilge water, ballast
water, and air pollutants are discharged than ever before (Copeland 2008; EPA 2008).
Data from cruisejunkie.com shows that from 1990 to 2013, a total of 314 cases of
environmental violations were reported (Klein 2016e). Out of these, 131 (or 42%) are
still pending resolution. In the remainder of the cases, the cruise line was either issued
a warning, referred to the flag state for further trial or fined. In at least 21 cases, the
cruise line was fined between US$100,000 to US$18 million. On 6t December 2016,
Princess Cruises, a subsidiary of Carnival Corporation was fined US$40 million for
illegally dumping 4,227 gallons of contaminated waste 23 miles off the UK coast
(Telegraph 2017).

2.1.4 Globalisation and the Cruise Ship Sector

The increasingly Disneyized and McDonaldized tourist industry is underpinned by
globalisation within the maritime industry. Firstly, the cruise sector is literally global in
that almost all regions of the world have been impacted by cruise ship tourism.
CruiseMapper.com estimated that as of December 2016 there were 851 river and ocean
going cruise ships. A snapshot of their locations is shown in Figure 2. Most of the
‘pins’, which represent a cruise ship’s global position, are concentrated in the Caribbean
and the Mediterranean — these areas remain top cruise destinations (CLIA 2015). The
figure also shows the presence of cruise tourism across Southeast Asia (Wood 2002).
A second feature of globalisation is that cruise lines are ultimately run by transnational

corporations (Wood 2000) that consolidate and concentrate capital.
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| 2000mi ||
Figure 2 A tracker map of cruise ships
Source: http://www.cruisemapper.com/ [Accessed 28 May 2017]

There are more than 50 cruise lines operating all over the world. Most of these ocean
cruise lines are headquartered in the US (e.g. Celebrity Cruises, Viking Cruises) the UK
(e.g. Cunard Line, Disney Cruise Line, Thomson Cruises), Germany (e.g. Hapag-Lloyd
Cruises, AIDA Cruises), Finland (Birka Line), Italy (MSC Cruises), Norway (Sea
Dream Yacht Club) and Australia (P&O Cruises Australia).

However, the biggest and most popular cruise lines are in fact subsidiaries of a larger
holding corporation. As a parent company, the holding corporation owns various
‘brands’ of cruise lines. Cruise Market Watch (2016) estimated that 83% of cruise
passengers and 79% of overall revenues of the entire cruise industry in 2015 were
generated by the top three corporations (see Appendix 1, p.252). The largest is the
Carnival Corporation which owns 10 cruise lines and has a fleet of 104 ships. Overall,
these ships can carry more than 238,000 passengers and employ 92,000 workers on-
board. About 48% of all passengers in 2015 cruised with a Carnival-owned ship. At

42%, Carnival also has the biggest overall share in terms of revenues.
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The Royal Caribbean Cruises Ltd is the second largest parent company in the industry
and has a full or partial stake in six cruise lines — five are wholly owned and one is a
joint venture (T'UI cruises). Royal Caribbean has 48 ships with a total passenger
capacity of 142,000 and employs a crew of 49,000. Twenty five percent of passengers
in 2015 chose to cruise with a Royal Caribbean-owned ship and this generated
approximately 24% of total revenues. Royal Caribbean’s biggest cruise line is the Royal
Caribbean International which has 25 ships. The third largest holding company is the
Norwegian Cruise Line Holding Ltd which owns three cruise lines and a total of 22
ships. It has a market share of 10% for passengers and 12% for revenues. The
participants in this study mostly worked in subsidiary cruise lines of either Carnival or

Royal Caribbean.

A third — and perhaps the most important — aspect of globalisation within the cruise
industry is deterritorialization or the way in which the notion of tourism and tourist
destination are disembedded from the geographical limits of a place (Wood 2004,
Tomlinson 2003). This can be observed in the ship’s interior design, the flags of
convenience regimes and the ethnically diverse workforce. Fach cruise ship is
meticulously embellished with particular décor evocative of an ambience or
reminiscent of actual places which may be different from the area it is cruising. The
bigger and the taller ships become, the more the ships ate distanced/divorced from

the sea itself.

The nationalities of on-board employees reflect global interconnections. Cargo and
container ships normally have between 5 to 55 seafarers (Ellis and Sampson 2008). By
comparison, the ethnically diverse crew of a super-sized cruise ship, reaches more than
2,000, and is recruited from as many as 40 different countries (Wood 2000). This may
be appropriately described as a mini-United Nations (Chin 2008b). On a cruise ship,
it is common to find that the marine officers are largely European and the captain
specifically is more likely to originate from Italy or Germany. The hotel managers and
heads of security are European or American whilst cabin attendants and waiters are
originally from Southeast Asia. A survey of the world cruise fleet in 2000 showed that

99 different nationalities can be identified but more than 67% of the total workforce
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in the sample is comprised of 10 major nationalities, Filipinos being the most common

(29%) (Wu 2005).

The flexibility in employing a multinational workforce in the global maritime industry
is underpinned by minimal regulation through the flag of convenience system. Even
though the parent companies are ‘American’ the ships are domiciled in another country
in which the ship can be registered at a lower cost. This allows for seafarers to be
recruited globally, and may be associated with fewer taxes and regulatory requirements
(Winchester 2001). The ships of Carnival Cruise Line are registered in either Panama
or Malta whereas the ships of Royal Caribbean Cruises and Norwegian Cruise Line are

all registered in the Bahamas (e.g. see Table 2, p.16 and Appendix 1, p.252).

2.2 Portraying Work and Life aboard Cruise Ships

A second background discourse that may influence cruise sector seafarers’
representation of working lives is formed around the ways in which jobs on-board
cruise ships are perceived in general and are portrayed in popular literature. For
example, the perception of job quality on-board cruise ships can be described in terms
of the presence or absence of economic and non-economic benefits. These job
positions may be distinguished into what Kalleberg (2011) called ‘good jobs’ and ‘bad
jobs’. A good job provides fair and reasonable pay with sufficient health insurance,
retirement plan and other fringe benefits. A job is also good if workers have
considerable autonomy and flexibility over their work activities and control over the
termination of the job. A good job is also characterised by reasonable security, meaning
and positive working relations (Watson et al. 2003). In contrast, bad jobs usually offer
low pay and scant to no fringe benefits, and accord very limited autonomy, control and

security to workers.

The good job/bad job characterisation is broadly reflected too in the populat online
literature about the work and life of cruise sector seafarers such those put out by cruise
companies, news websites, blogs of former cruise ship employees among others. Given

the contained and mobile work environment of cruise ships, these pieces of literature
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not only present an image of cruise ship employment but also portray the day-to-day
life of workers on-board in particular ways. In this section, the discursive constructions
of employment experience, life on-board, and of the employees are only conceptually
separated from each other. However, these distinctions often reinforce each other in
texts of popular literature forming what may be described as the ‘perfect worker in a

dream job’ narrative and the ‘exploited worker on sweatships’.

2.2.1 Good job, Good life

Table 4 shows statements from separate sources that present the ‘enticing’ benefits of
jobs aboard cruise ships. In Example-1, a former cruise ship employee explains that
there is great potential to benefit from high earnings on-board because food and
accommodation for the duration of the contract are free. Apart from buying items for
personal use such as phone/internet cards and souvenirs the former employee claims
that living costs aboard are minimal and potentially enable workers to save a substantial
proportion of their wages. Furthermore, waiters, cabin stewards and other service

workers may substantially increase their pay through passenger gratuities.

Similarly, job advertisements for the cargo ship sector in local and maritime industry
newspapers in the Philippines explicitly promise ‘very competitive salary packages’
(Alster 2012 p.5) if not ‘excellent remuneration’ (Maersk 2015 p.29). Aside from wages
and tips, a number of cruise companies provide a range of fringe benefits including
medical and dental care, stock purchase program, free return trips, paid leave,
discounted cruise packages for family members, service awards and a retirement plan
(CCL 2017; NCL 2017; Princess 2017). The crewing agency and the principal® may
agree to provide the seafarer with other monetary benefits such as performance, stand-
by, loyalty and study leave bonuses, and perhaps even the offer of ‘guaranteed

employment’ for qualified relatives (Pacific Basin 2015 p.13).

> The term ‘principal’ refers to the ship owner(s).
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Table 4 Portraying cruise ship employment as a 'good job'

Source

What makes cruise ship job a ‘good job’?

1. Comment in an
online
discussion group
by a former
cruise ship
worker (see
Hoeller 2016)

Because accommodation and food comes as part of the
remuneration package for cruise employees, money is only needed on-
board for things like treats, internet access. .. phone cards and anything
bought whilst off the ship. This means that expenses are minimal
so, whilst they don’t make a fortune, the wages and tips that staff and
crew make can be saved (or sent back home if they have family to care
for). Whilst it may take a fair few years to afford that Ferrari, a job on
a cruise ship is a good way to travel the world and gain priceless
experiences while keeping the bank balance in the black.

2. Cruise company®

A career at sea affords you many unparalleled opportunities such as
travelling to exotic locations, building meaningful friendships with
diverse co-workers on-board, and gaining valuable professional
skills in a world-class environment.

3. Crewing agency’

Finding a cruise ship job seems like the dream job to many people.
This type of work has a glamorous image; sailing across the world’s
oceans and seas, visiting many different exotic countries, living on-
board a luxury cruise ship where everyone dresses up for dinner and
enjoys the entertainment and casinos. And of course, all of this comes
for free and you get paid for your work while you are having the
travel experience of a lifetime. (emphasis added)

Note: Emphasis on cited text is added.

It is noticeable that narratives from cruise companies (Example-2 in Table 4) and

crewing agencies (Example-3 in Table 4) generally capitalise on certain economic and

non-economic benefits to make cruise ship employment attractive. This is consistent

with the often cited motivations of cruise ship employees in previous studies (Sehkaran

and Sevcikova 2011; Gibson 2008). Perhaps as a marketing strategy of the companies

looking for potential workers, the job advertisements, as would be expected, focus

on the ‘perks and benefits’ (Raub and Streit 2006) and leave the duties of the job

obscured (Weaver 2005b). Job vacancies on-board are advertised as ‘dream jobs’ that

simultaneously provide good remuneration, opportunity to travel the world for free,

6 Source: https://200.¢gl/G3Qo0j [Accessed 6 March 2017]

7 Source: https://goo.gl/uTDgX2 [Accessed on 1 August 2016]



https://goo.gl/G3QoOj
https://goo.gl/uTDgX2

30

build an international network of friends and gain professional skills that may be useful

in later life (e.g. starting one’s own restaurant business).

MAGSAYSAY A B

Magsaysay i > G ! e
YoB A
April 16,2016 | 8:00 a.m. - 2:00 p.m.

Bacolod Business Inn

EXPLORE GLOBAL CAREER OPPORTUNITIES ONBOARD
« Housekeeping * General Services

Clob Security Guard Child Care Staff
Gaming & Casino Crow Wollore Coordinator .
General Staff Apprentice  Disc Jockey o
Hotol Apprentico Hair Stylst
Laundry Attendant Makeup Artist / Beauty Theropist
ok e e A WORLD OF OPPORTUNITIES
Public Area Attendant Production Assistant
Room Atendant Seamsiress / Tallor c
Slot Atondant urity Guar
Slot Tochnician Spa Thorapist / Reflexologist
Surveillance Trainee
* Galley

® Technical Baker

Eloctricic Butcher
SHicor. Chaf de Partie

cor e
Lights & Sounds Tochnician ~ Commis Chef

Mechanical Fitter ‘Commis Trainee
Photo Printer Demi Chef de Partie . 3
kce Carver Efren is a Dining-Room
: m;?'”'“' E::::\" ’s\:::"d Waiter in Princess Cruises
Borlender Pastry Chef in Flineses,
Bar Stoward Sous Chef

F&B Assistant
Snack Steward

“Being with Princess
Waiter / Waitress

Cruises is a great
experience for it enables me
to see all the beauty our
planet has to offer”

Interested applicants must bring the following requirements:
* Updated resume * Photocopies of Employment
Certficates and valid passport

APPLY NOW AND JOIN THE MAGSAYSAY WORLD!

For

Roam 108 & 109, Dol Bulding, 6th Suest, Bacolod Ciy
»

ewwmagsaysaycareers.com

Figure 3 Social media ads for cruise ship jobs

Another active attempt to portray cruise ship employment as a ‘good job’ is the strong
social media presence of crewing agencies to reach a wider audience and recruit
potential workers. Figure 3 shows selected photos from Magsaysay Careers’ Facebook
page® that capture the attention of would-be cruise ship workers. Whilst they look for
applications for job positions in the housekeeping, general services, technical, galley,
and food and beverage departments of the ship (Figure 3-A) all advertisements
emphasised taking advantage of ‘global opportunities’ (Figure 3-B). To support this
claim there are photos and testimonies of current cruise ship workers (Figure 3-C)
who have built a ‘career’ in the industry. Waiter Efren for example has been ‘seeing the
beauty of the planet’ for over two decades already. Clearly, advertisements such as
these communicate a particularly positive portrayal of employment and life aboard

cruise ships in order to entice a pool of potential workers to apply.

8 Source: https://g00.gl/5SyVWu [Accessed on 1 August 2016]
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Table 5 Portraying ‘a good life’ on-board a cruise ship

Source ‘Good life’ on-board cruise ship

1. Cruise company | There is a common room where our employees can gather to play

(NCL 2017) games, share experiences and even to watch a movie. In some ships,
we even have an Internet Cafe just for our crew to check in with
what's going on back at home.

2. Former crew Official crew parties are arranged by crew welfare and are often a
(Kobus 2012c) celebration of some sort. These parties are the highlight of any
contract, with the vast majority of staff, crew and officers drinking
and dancing the night away on the helicopter landing pad... Did I

mention open bar?

3. News website ...most cruise ships travel to places where the weather is pleasant
(Bean-Mellinger | year-round -- warm-weather locales like the Caribbean, the Bahamas,
n.d.) Mexico and Hawaii -- and the scenery is beautiful. Employees choose

the cruise they sign on to, so if weather's important to them, they can
choose a cruise that matches their ideal climate.

Note: Emphasis on cited text is added.

Recognising the challenges of working and living at sea, the ‘good job’ narrative is
further supported by cruise companies’ claims that life on-board can be filled with
‘excitement and fun’. Aside from covering the basic necessities such as free
accommodation and food, cruise lines provide dedicated facilities such as a bar or a
lounge and a gym in an effort to help the crew adjust to the ‘unique situation’ at sea
(Princess 2017) (Example-1 in Table 5). Since cruise ship workers cannot ‘go home’
after a work shift, these recreational facilities on-board are meant to separate leisure
from work. Although the cruise ship in itself is a place of leisure for passengers, the
crew are not allowed in passenger areas when not on duty. Instead, the workers may
spend their ‘down time’ at the crew bar which offers alcoholic drinks at a reduced price.
As described by a former crew member (Example-2 in Table 5), workers look
forward to regular parties that the management hold for the entire crew. A final
example that suggests a benefit for cruise ship workers is the claim that workers are

able to visit scenic spots at no cost whereas the cruise travellers had to pay (Example-

3 in Table 5).
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Table 6 Portraying cruise ship employment as a ‘bad job’

Source What makes cruise ship job a ‘bad job’?
1. Former ctew It has been five years since I left ships. I quit, not because of the lack
(Kobus 2012a; of international labor laws, long hours, constant safety training
2012b) or exotic ports, but because I was tired of pretending that everything

was always excellent for the sake of paradise-seeking passengers. ..
The hardest part about working in a passenger area is always being
happy, polite and positive, even when confronted with some of the
rudest people on the planet.
2. Former crew It's a sweatshop building entertainment.

(Askin 2016)

Once you're officially working on the ship, regular shifts are three
shifts a day, seven days a week, 80-plus hours a week, with no
days off for eight months. There's not a set schedule because every
itinerary is different, but on a regular weekly sailing, you're going to
work breakfast, lunch and dinner -- with probably a lunch off...
When I worked on [name of ship], which did eight-day cruises, 1
would have one lunch off every eight days. That's it. NOT a happy
time.

Note: Emphasis on cited text is added.

2.2.2 Bad job, Bad life

The image of cruise ship employment as a ‘bad job’ is equally prominent in popular
literature particularly in news reports that highlight the extreme physical and emotional
labour that workers perform in difficult working conditions (see Table 6). Although
work contracts stipulate that employees are expected to work 70 hours a week (48-
hour regular work plus 22-hour overtime) (Fairplay 2003), there are recent reports of
cruise sector seafarers working up to 100 hours a week (Bruns and Hutchinson 2015;
Askin 2016; Presser 2017). This means that employees work up to 14 hours a day for
six to nine months. For the service crew on-board, the job is as emotionally demanding
as it is physically exhausting because they are expected to remain ‘consummate hosts’
who are always ‘happy, polite and positive’ (Kobus 2012c) even towards difficult
passengers and when they are already fatigued. The typical work schedule of cruise
sector seafarers make it virtually impossible to enjoy the supposed opportunities of
global travel as some are required to work during port visits (e.g. cooks) whilst those
who are allowed to visit the ports are only given less than five hours of shore leave
(Example-1 in Table 7). This makes the fringe benefit of free travel as ‘inauthentic

travel’” for the most part (Kobus 2012a; Hoeller 2016).
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Table 7 Portraying ‘a bad life’ on-board a cruise ship

Source ‘Bad life’ on-board cruise ship
1. News Website You’re on one side of the world; your family and friends are on
(Charpentier another... Shore leave is generally less than five hours... You might
n.d.) carry your cellphone, but the cost of using it will quickly eat up your

funds. You are a member of the ship’s staff, not a vacationer. Wages
are not high and vary according to your job. If you're a member of
the hotel staff, your total compensation package includes the cost of
your room and board, a detail some cruise lines fail to mention.

2. News Website "The worst part of the job is being 'owned' by the corporation. They
(Bruns and control what you eat, when you eat, when you can go use the toilet,

Hutchinson 2015) | how cold it is in your cabin, everything. If you've already worked 12
hours that day and they need you for another four, you work it no
questions asked. 'Also annoying is how your day is structured: you
are never given a full night's sleep in ten months...Most crew will
nap when they can because after months of that you're in perpetual
zombie-mode.'

Note: Emphasis on cited text is added.

There are accounts that suggest that the chances of earning a high income are rather
limited particularly for service workers whose compensation is largely dependent on
fixed or discretionary gratuities. For example, one account says that junior waiters earn
only about £250 per month (or 75p an hour if they work 11 hours per day) (Topham
2012). The service crew in bars and restaurants may be able to supplement their pay
from passenger gratuities. In some ships, pre-debited electronic tips from passengers
are preferred over cash tips. However, electronic tips, which may provide an additional
£150 per month, are given to the crew only when a performance target of 96%

customer satisfaction rating is attained (Topham 2012).

The living conditions of cruise ship workers are reportedly not as ‘promised’ either.
One former crew member described the feeling of being ‘owned’ by the corporation
(Example-2 in Table 7) as the ship’s management exerts control in almost all areas
of their life whilst on-board including how tasks are done, food to eat, toilet breaks,
who to mingle with, and access to passenger areas among others. Although food and
accommodation are commonly described as ‘free’ in job advertisements, ‘room,
board, medical coverage, disability and death benefits, recreational facilities’ are

identified as non-cash compensation in work contracts (Fairplay 2003 p.15). Crew
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cabins are significantly smaller than passenger cabins and accommodate up to four
bunk beds in an already cramped space. Some cruise lines make adjustments in their
menu to cater to an international crew but workers complain about the unappetising
and low quality of food served in the crew mess (Kobus 2012¢; Hullinger 2016). To
reduce disordetly behaviour that may lead to the commission of crimes, the ship’s
management impose strict rules limiting alcohol consumption, noise, and smoking, and
they prohibit workers from dating or having romantic/sexual relationship with any of

the passengers.

Given the weak international labour laws workers are left with extreme difficulty in
pursuing lawsuits against cruise lines in cases of ‘unfair dismissals, wage claims and
injuries’ (Fairplay 2003 p.15). In some instances, workers unknowingly sign a work
contract which says that they waive their rights to seek protection under US laws
should they be injured at work, and simply accept an out of court settlement where
they receive only a fraction of what they could otherwise have claimed as compensation

(Presser 2017).

These accounts suggest that cruise ship workers, particularly the lowest ranked, are
overworked, have low pay, have little legal protection and are exposed to different
hazards and health risks. It is not surprising therefore that former cruise ship workers
(Bruns 2008; Bruns and Hutchinson 2015), labour unions (Mather 2002), news
agencies (Reynolds and Weikel 2000), researchers (Klein 2002; Weaver 2005a; Bonmati
2016) have described cruise ships as a ‘sweatships’/’sweatshops’ characterised by

exploitative working conditions.

2.3 Portraying Filipino Seafarers On-board Cruise Ships

Having introduced cruise ship tourism using the concepts of consumerism,
rationalization and globalisation; and having reviewed how ship employment cruise is
portrayed in popular literature, this section focuses on a distinct ethno-national group
— the Filipino seafarer. Before examining how Filipino seafarers make sense of their

working lives, it is necessary to first situate them within the population of Overseas
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Filipino Workers (OFWs) and examine how they are portrayed as workers in the

popular literature.

2.3.1 OFWs, Seafarers and Cruise Ship Workers

Seafarers from the Philippines are often identified as the largest nationality group in
the cruise ships’ international crew (Terry 2013; Milde 2009; Wu 2005) but precise
estimates of their growing population are difficult to arrive at. One reason is that the
Philippine Overseas Employment Administration (POEA) releases limited cruise—
related statistics and another, that cruise companies do not make public the socio-

demographic characteristics of the workers they employ.
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Figure 4 Number of Overseas Filipino Workers, 2005 to 2015
Note: Data in the figure are collated by the author from the annual reports of the
Philippine Overseas Employment Administration (POEA)

According to the POEA, as of 2015, there were about 1.8 million active migrant
workers from the Philippines. Figure 4 shows that the great majority of OFWs were
land-based. Seventy eight percent of deployed OFWs in 2015 worked in different
countries around the world whilst 22 percent were seafarers on international ships. The
number of deployed seafarers (across all sectors) increased from about 208,000 in 2005

to 406,000 in 2015 or a compound annual growth rate of 6.4%.
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Figure 5 OFW Remittances, 2005 to 2015
Note: Data in the figure are collated by the author from the annual reports of the
Bangko Sentral ng Pilipinas (BSP)

The OFW population is economically relevant not only to their own households and
extended families but to the Philippine economy because of the volume of remittance
they regularly send home (Weekley 2004). Remittances improve domestic living
standards by increasing the disposable income of OFWSs’ households and strengthen
macro-economic fundamentals by increasing dollar reserves (Sicat 2012). According
to the Bangko Sentral ng Pilipinas®, the total remittance of OFWs in 2015 was US$25.6
billion (Figure 5). Filipino sea-based workers sent about US§$ 5.8 billion or 22.6% of
the total remittance in 2015. The amount of remittances from seafarers has also been
increasing over time. In 2005, 15.6% (US$ 1.7 billion) of the US$ 10.7 billion remitted

to the Philippines was from Filipino seafarers.

% Translation: Central Bank of the Philippines
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Figure 6 Number of Filipino seafarers by rank, 2006 to 2015
Note: Data in the figure are collated by the author from the POEA annual reports.

The actual number of Filipino seafarers on-board cruise ships is difficult to estimate
as POEA statistics cluster counts in broad categories. According to the POEA, 161,000
(or 40%) out of the 404,000 sea-based workers deployed in 2015 were non-marine
personnel (see Figure 6). Whilst this gives an idea of how many Filipino cruise ship
workers are involved in hospitality related jobs, the estimate is conflated by other non-
marine workers who are not on cruise ships. The ‘non-marine’ category may refer to
sea-based workers deployed as service crew (i.e. hotel, retail, entertainment, food and
beverage divisions) on cruise ships or technical workers in offshore sites (e.g. surveyor,
dynamic positioning officer). Moreover, since cruise ships hire both marine and non-
marine employees, the numbers in Figure 6 do not distinguish the officers and ratings

who may be working in the deck and engine departments of a cruise ship.

Nevertheless, there is reason to believe that the majority of ‘non-marine’ workers are
in fact cruise ship workers. Although most Filipino seafarers were still employed as
able-bodied seamen across different types of ship, in 2015, about 11,000 seafarers were
working as waiters/waitresses presumably on-board cruise ships (see Figure 7). The

consistent increase in cruise ship employment over the last ten years could be driving
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the growing number of Filipino seafarers. The population of deployed Filipino
seafarers peaked in 2009 where their number was estimated at 742,000 (see Figure 4).
Similarly, the number of non-marine Filipino seafarers also peaked in 2009 at 159,000
(see Figure 6). From 2008 onwards, there were significantly more ‘non-marine
workers’ deployed than ‘officers’ on international ships. From 2010 to 2014, there were
as many ‘non-marine workers’ as there were ratings. But for the first time in 2015,
‘non-marine workers’ outnumbered the population of both ratings and officers. The
demographic relevance of hotel staff on-board cruise ships such as cabin stewards,
bartenders and waiters, was recognised in the 2008 poster for the ‘National Seafarers’
Day’ in the Philippines (see Figure 10, p.49). This highlights the important
contribution of Filipino service workers in the industry and their role in increasing the

population of the country’s international seafarers.
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Figure 7 Number of Filipino seafarers by top job positions, 2006 to 2015
Note: Data in the figure are collated by the author from the POEA annual reports.
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Figure 8§ Number of Filipino seafarers by type of ship, 2006 to 2015
Note: Data in the figure are collated by the author from the POEA annual reports.

A comparable source of data for estimating the number of Filipino seafarers on-board
cruise ships is the POEA statistics on seafarers by vessel type (see Figure 8). In 2015,
in the region of 80,000 Filipino seafarers were working on passenger ships. Passenger
ships rank second to bulk carrier ships as the ‘ship of destination’ among deployed
seafarers. Evidently, a cruise ship is classified as a ‘passenger ship’ but so are ferries
and ocean liners. Although the estimate is again conflated, we can observe that between
2008 and 2010, the numbers of seafarers deployed on bulk carriers were as high as
those working on passenger ships. This highlights cruise ships as significant places of

work for Filipino seafarers.

2.3.2 Filipino Seafarers as ‘Ideal Workers’

These statistics are complemented by the pervasiveness of statements, images,
declarations, narratives, reports that position Filipino seafarers in general, and those
working on cruise ships in particular, as the ‘preferred nationality’ of a ship’s
workforce. The often cited (e.g. ABS CBN News 2017; ABS CBN News 2016a; 2016b;
2016¢c; ANC 2016; Sbarsky 2014; Terry 2013; Milde 2009) narrative is that: Filipino
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seafarers are ‘hardworking’, ‘flexible’, ‘subservient’, ‘family-oriented’, and ‘happy’
employees who earn well whilst travelling the world ‘for free’ on-board cruise ships.
This is the Perfect-Worker-in-a-Dream-Job narrative. Images conjured by this
narrative are commonplace and accessible to various audiences particularly potential
and current cruise ship workers. It is necessary to identify how this dominant narrative
is constructed and maintained by particular actors to fully appreciate the social imagery
it produces. The narrative is a two-part discursive construction which idealises both
the job and the worker. As shown in the previous section the idealisation of cruise ship
employment as a ‘good job’, and that workers live a ‘good’ life on-board, is prominent

in the narrative of cruise companies and crewing agencies.

The other half of the ‘Perfect-Worker-in-a-Dream-Job narrative idealises Filipino
cruise ship workers as embodying key attributes of the ultimate cruise ship employee.
Character traits that make the ‘Perfect Worker’ ideal for the job position are endorsed
by ‘industry insiders’ (Terry 2013) such as the cruise companies, cruise passengers and
the Philippine government. In the case of Filipino cruise ship workers, the image of
the valorised actor in the global market is created alongside the image of a hero of
national development (Gibson et al. 2001). Both employers and the Philippine
government racially brand Filipino seafarers as ideal employees for the world cruise
industry and at the same time they are hailed as among the country’s Bagong Bayani
(new/modern hero), a term of praise attached to Overseas Filipino Workers in general
(Duaqui 2013; Encinas-Franco 2013). Guevarra (2014) describes racial branding as ‘an
ideological and institutional process, tool and mechanism through which the Philippine
state and private agencies aim to represent the worth and value of its citizen workers’
(p-132-133). In the following examples I trace the narratives that are linked together to
support the discourse on the ‘value added service’ of cruise sector seafarers from the

Philippines.

Cruise Ship Companies

In January 2016, the Royal Caribbean Cruises, Ltd. (RCCL) announced that they would

be recruiting 30,000 Filipinos within the next five years to work on their 48 cruise ships
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(Magkilat 2016). Royal Caribbean strengthened their partnership with Philippine

Transmarine Carriers Inc. (PTC), their long-time crewing partner in the country, to

streamline the recruitment process and make it easier for qualified applicants to

become employed.

Table 8 ‘Perfect Worker’ narrative from cruise companies

Representative

Why are Filipinos ‘perfect cruise ship workers’?

1. Richard Fain
Chair

Officer
Royal Caribbean Cruises

and Chief Executive

Well we already have more Filipino seafarers than any
other nationality. They provide a tremendous level of
service. Our guests love them and the other thing is
they seem to love us. The employees love working for
us. So they are the best recruiters. They talk to their
friends, their neighbours, their in-laws and bring others to
come — and so great workers and great tradition.!”

2. Adam Goldstein
President and Chief Operating
Officer

Royal Caribbean Cruises

... I have to say that of all the nationalities of the world
that serve on our ships to a something like a hundred and
twenty nationalities of crew. We have more crew from
the Philippines than from any other nation on the
earth. They have been phenomenally amazing employees
over 45 years for Royal Caribbean and they will continue
to be in the future. We are growing the number of
Filipinos that we have on-board the ship. But overall just
an amazing service that people deliver to the

guests.!!

3. Katherine Avelino
Executive Director

Philippine Transmarine Carriers
Inc

Here at PTC, we have already deployed about 12,000
seafarers on various positions in housekeeping, food and
beverages, culinary as well as entertainment and casino.
We also have deployed workers at the marine department.
The numbers are expected to go up until 2020 because we
are the preferred nationality in this industry [translated

from Tagalog]'?

4. Marlon Rofio
President
Magsaysay Maritime
Corporation

Almost 40% of the crew members on-board Costa
Atlantica are Filipinos. Filipino crew members are very
much in demand on-board because of their proverbial
hospitality and quality service.

RCL and PTC’s top executives have made TV appearances in local media (see

Examples 1-3 in Table 8) promoting their move to hire even more Filipinos in their

10 See (ANC 2016)
11 See (ABS CBN News 2016b)
12 See (ABS CBN News 2016¢)




42

already largely Filipino roster of workers on board. In all their appearances, RCL’s top
executives explained that their Filipino workers are known for their ‘tremendous’ and
‘amazing’ service to cruise passengers. Backed by the cruise principal’s belief in the
quality service Filipinos provide, PTC’s Avelino concluded that Filipinos are the

‘preferred nationality’ in the cruise industry.

The popularity of Filipinos as cruise employees is not a case unique to Royal Caribbean
ships. TUI Cruises, a joint venture between a German company and RCCL, specifically
mentions in their promotional advertisements that the majority of their service crew
are Filipinos. For example, one travel website!? evaluating why holiday makers should
opt to sail with Thomson Celebration, a cruise ship under the TUI Cruises, mentions
the ‘warm, friendly service from Filipino and Indonesian crew’ as one of the amenities
potential cruise travellers can look forward to. Carnival Corporation’s Costa Cruises
also employ many Filipino employees through the Magsaysay Maritime Corporation,

their crewing partner in the Philippines (see Example-4 in Table 8).

Cruise Ship Passengers

The cheap labour from developing countries is clearly one of the reasons why shipping
companies hire seafarers from the Philippines (Sampson 2003; S. C. McKay 2007). But
for cruise companies, the views of their passengers also play an important role in
deciding who will be hired. Those who have good customer relationships are at an
advantage because the cruise industry is a business about people. Richard Fain, the
CEO of Royal Caribbean, explains (see Example-1in Table 8) that they hire Filipinos

because their guests ‘love’ Filipinos.

The same positive assessment is shown in some reviews posted on the website
cruisecritic.co.uk, ‘the leading cruise reviews and information site which hosts the
largest cruise community in the world’. Cruise passengers can anonymously write

reviews by cruise line, ship or destination. Some of the most recent comments that cite

13 Source: https://goo.gl/VMvdeA [Accessed on 1 August 2016]
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Filipino workers are shown in Table 9. Whilst this is not an extensive analysis of cruise
reviews, it provides some evidence of the continuing popularity of Filipino seafarers
among cruise passengers. These passengers commend the Filipino staff for their
attention to detail, ability to build rapport, politeness and jovial personality and strong

command of English.

Table 9 ‘Perfect worker’ narrative from cruise passengers

Reviewer/ I'-:assenger, Comment
Ship

Bozzacruise, We had a great holiday. ..always great service from lovely

TUI Discovery Philipino staff and some of the newer European Statf (T'UI has
wisely buddied the newcomers with their Philipino colleagues hoping
they will absorb the best practice.!*

Johnfursel12 The level of service provided by the Philipino crew is very high

Oosterdam with great attention to personal comfort and forming a good
relationship with the client to understand his needs.!

Nomad2504 Philipino and Indonesian crew were invariably polite and quick

Carnival Legend with a smile and a hello. They genuinely appear warm and friendly
despite being away from their families for 6 to 8 months.!©

Dorsettravellers The staff on board were from many countries — the captain and

Saga Saphire cruise director were British, deck and engineering officers of various
European nationalities; catering and hotel staff mostly Filipino;
entertainment by performers from several European countries.!”

Deb1971 The balance of nationalities of the staff had changed, with many

Superstar Virgo more Chinese-only speaking staff and less that appeared to have a
good grasp of English....two Filipino bands were wonderful to listen
to and delightful to speak with and the Filipino cruise staff (Godie,
Francis, Mark, Faye) were the most delightful and welcoming
people...If you do chose to board Superstar Virgo, seek out the
Filipino cruise staff.!?

4 Dated 24 July 2016, available at: https://goo.gl/qil.6c] [Accessed 19 August 2016]

15 Dated 25 June 2016, available at: https://goo.gl/Ivrq8S [Accessed 19 August 2016]

16 Dated 10 January 2016, available at https://goo.gl/ilXeWn [Accessed 19 August 2016]

17 Dated 26 July 2016, available at https://goo.gl/1e]Wef [Accessed 19 August 20106]

18 Dated 2 May 2016, available at https://goo.gl/udPjT2 [Accessed 19 August 20106]



https://goo.gl/qiL6cJ
https://goo.gl/Ivrq8S
https://goo.gl/ilXeWn
https://goo.gl/1eJWcf
https://goo.gl/udPjT2
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The company and passenger narratives praise the hospitality traits of Filipino workers
but this also racializes cruise ship jobs. There is nothing inherently racial about hotel
work but its racialized meanings and attributes are implicated when hospitable traits
are offered as a general tendency among a group of people (Bonacich et al. 2008).
These racialized meanings are then used by cruise companies in determining who is
most suited for the job (Maldonado 2009). Workers who are generally perceived as
hospitable are also more likely to be seen as ‘better suited’ in service occupations and

are therefore more preferred by cruise ship companies.

The Philippine State and Agencies

The positioning of Filipinos as desired employees worldwide is institutionally
facilitated by the Philippine state agencies (Rodriguez 2010; Tigno 2014; Serquifia
20106). Seafarers as the sea-based segment of OFWs are positioned as ‘sailing
ambassadors’ in multinational ships. The Philippine’s Maritime Industry Authority
(MARINA) under the Department of Transportation (DOTr) is designated as the
country’s single maritime administration. Among other functions, MARINA has
authority to issue ‘certification for the deployment of seafarers in the international
seaborne trade’ (Aquino Jr. 2012). As the government’s main agency responsible for
ensuring that all seafarers from the Philippines are compliant with international
standards on skills and competence, MARINA (2015) plays a crucial role in the
‘marketing’ of seafarers as workers to the world. A recent publication from the state
agency claims:

They are the seafarers of choice of international manning

principals because they have recognised the outstanding qualities

of the Filipino: technically competent, flexible, hard-working,

reliable, trustworthy, fluent in the English language, and

imbued with a deep sense of duty and loyalty. Dubbed the

sailing ambassadors of the Philippines, its seafarers have

demonstrated before the global maritime community the best traits
of the Filipino. [emphasis added]
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The OFWSs’ role as ‘ambassadors to the world’ is also formally recognised through the
Bagong Bayani Awards' (BBA) which the private sector initiated in 1983 but since 1989
has been handled by the POEA and OWWA. The aim of the award is to:

‘recognize and pay tribute to our OFWs for their significant efforts

in fostering goodwill among peoples of the world, enhancing and

promoting the image of the Filipino as a competent, responsible

and dignified worker, and for greatly contributing to the

socio-economic development of their communities and our
country as a whole’. [emphasis added]

BBA underscores the main attributes of OFWs as global employees and their role as
economic heroes of the Philippines because of the remittances they send to their home
country. There are five categories of the award but the Capt. Gregorio S. Oca
achievement award is especially given to ‘a seafarer or a group of seafarers’ who ‘have
exhibited exemplary leadership or demonstrated exceptional valor/bravery in
overcoming a problem while at sea’. Over the years many Filipino ‘seafarers’ in the
traditional sense i.e. engine or deck department, have been recognised but 2014 was
significant because seafarers aboard cruise ships were awarded for the first time. The
entire 291 Filipino crew of Costa Concordia, composed mostly of hospitality workers,
(e.g. waiters, bartenders, cabin stewards, cook, etc.) were recognised as ‘outstanding
employees’. A profile?’ for the crew reads:

Amid the chaos and panic at the height of the incident and while

almost all of the passengers and crew tried to scuffle for their own

safety, the Filipino crew ensured that the safety and protection

of the passengers came first. They helped them get into the

lifeboats which they maneuvered by themselves. They even made

trips back and forth to the ship to rescue the remaining passengers

and crew. Unmindful of the danger they were courageous

enough to check all parts of the vessel, searching in every nook and
cranny, so to speak, just to make sure that nobody was left behind.

19 Translation: New Heroes Awards. Source: https://goo.gl/YTNK7D [Accessed on 16 August 2010]

20 Soutrce: https://go0.gl/vmbiBG [Accessed 16 August 2016]
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All the Filipino crew members of Costa Concordia were trained
and passed international safety standards. Such training enabled
them to save passengers and themselves during emergency.

The 291 Filipino Crew of Costa Concordia deserve the Bagong
Bayani Award for Outstanding Employee for exhibiting bravery
and heroism by risking their own lives to save other people.

[emphasis added]

The case of the Costa Concordia’s Filipino crew indicates another perceived added
value to hiring Filipinos — they are not only competent and dedicated workers, they
place the safety and protection of passengers’ ahead of their own. Here, they are no
longer nameless economic heroes who remit significant amounts of their income that
builds the country’s foreign exchange earnings (see Figure 5, p. 30), but they are literal

heroes who save lives.

A final example by which the ‘Perfect Worker’/ Bagong Bayani narrative is perpetuated
is seen in the annual celebrations in honour of seafarers. Former President Fidel Ramos
issued Proclamation No. 828 (in 1996) and Proclamation No. 1094 (in 1997) to declare
the last Sunday of September every year as National Seafarers’ Day (NSD) in the
Philippines. The aim is to ‘give due recognition to the vital role played by ... Filipino
seafarers towards the development of the Philippines as a maritime country’ (Ramos
1997). At every NSD, the Outstanding Seafarer of the Year is recognised. There is also
a Remembrance Rite for seafarers who died whilst working on international ships.
More recently, the festivities have included maritime students competing at various
contests such as postetr/photo, singing, song-writing and even choral. The event is in
a way a means to connect the current and future generations of Filipino seafarers
(Mendoza 2015). Without making any judgment on the reach and value impact of these
celebrations, the posters of the NSD event from 1996 to 2016 (see Gorecho 2015)
reveal much about the image and narrative of seafarers in the national/popular
imagination. Several observations on the pictures and words used in the posters are

important to mention.



47

Let us celebrate together
the

9th NATIONAL SEAFARERS’ DAY

26 September 2004, Quirino Grandstand, Rizal Park, Manila
6.30 am to 12 noon

Opening Grand Parade from M. Kalaw St
O oy
Apostleship of the Sea - Manila

& NSD Committee %
X

<
SPECIAL FEATURES: /. Q%\

* Quistanding Seafarers

of the Year Award (OSYA) 0
* Best Mori!ime é@ R

eemseoen & &
* Best Maritime Q

Song Writing Qe

Presentation

7
¢

*INVITATION is open:

1. To Nominate (OSYA) by July 31,2004 S )

2. To podicioate in the OCP or SWP
by July 31, 2004

Figure 9 National Seafarers’ Day, 2004 Poster

Firstly, the pictures used in the posters present seafaring as a male-dominated
occupation. Of the 21 posters, 11 included sketches of male and female seafarers, six
featured a mostly male crowd, and four included non-gendered sketches. Only four of
the 21 posters included female characters (i.e. 2004, 2005, 2007 and 2008). All posters
mentioned a two-part theme (e.g. ‘Filipino seafarer: Aim high, Reach higher’) where

the first part makes reference to a group: the term ‘Marinong Filipino’ or ‘Marinong
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Pilipino’ was used in 15 posters?® whilst five posters?? used the term ‘Filipino
seafarer/s’. Marino refers to mariner and assumes the male gender. The gender-specific
Marino is often assumed to be working on a cargo or tanker ship and not a cruise ship.
The use of the neuter term ‘seafarer’ is significant because it is more inclusive of

genders and types of ships.

Today, it is less surprising to find women seafarers in the deck and engine departments
of ships (Kitada 2010; 2013) but most women seafarers from the Philippines are
‘seafarers’ because they work in hotel departments of cruise ships (Wu 2005) as cabin
stewards, waitress, sommeliers, entertainers, and activity staff among others. The first
female character in the NSD posters appeared in 2004 — presumably a cabin crew on

a cruise ship as indicated by her uniform (see Figure 9).

The explicit recognition of the significant role of cruise ship workers as Philippines’
‘sailing ambassadors’ and members of the ‘seafarer’ category appeared in the 2008
poster (see Figure 10). The poster brands Filipino seafarers as ‘global leaders in
maritime service’. The inclusion of a female sommelier, a male waiter and a female
steward affirms the growing number of Filipinos as service workers in the hotel
departments of cruise ships. The image also suggests the gendering of these job

positions.

Secondly, NSD themes over the years have focused on three features of the Filipino
seafarers’ image — their attributes, national value and their role as a global player. Nine
posters highlighted Filipino seafarers skills (e.g. 1997), competence (e.g. 2016) and
continuing improvement (e.g. 2004, 2005, 2013, 2015). As a particular segment of sea-

based migrant Filipino workers, six posters have explicit references to the seafarers’

2l For example, the 1998 NSD theme is Marinong Filipino: Marangal na naglilingkod sa mundo [translation,

Filipino Mariners: Honorably serving the world]

22 For example, the 2010 NSD theme is Filipino seafarers: Dangal ng Bayan fo [translation, Filipino seafarers:

The nation’s pride]
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role in nation building. Seafarers are heralded as the country’s source of pride (e.g.
2006) and honour (e.g. 2001, 2010) and as an important partner for economic
development. Five posters positioned Filipino seafarers as trusted and leading maritime
professionals globally. Aside from affirming global standing (e.g. 1998, 2008) two
posters feature the nation’s voice commanding the Filipino seafarers: “Your aim is to

remain world-leading’ (1999) or ‘Keep the World’s Trust’.

—%¥—3 The National Seafarers’ Day Committee
‘4‘°®% and the Apostleship of the Sea
W invite you to the
’
OVIRERS Dy,

X

Outstanding Sea
Deadline of submiss

Song Writing Contest : 1'Conte:
September 09, 2008 September 11,2007

Orat,

TIP Audio Visual Hall OWWA Multipurpose Hall
Sunday, September 28, 2008

7:00 - 9:00 am - Memorial at Sea (Baywalk)
2:00 - 6:00 pm - Celebration Proper (Quirino Grandstand)

Figure 10 National Seafarers’ Day, 2008 Poster

After reviewing a sample of popular material, advertisements, and news reports that

discuss how Filipino cruise sector seafarers are constructed as ‘perfect workers in a
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dream job’, the main assumptions of such a framing can now be outlined. It is

composed of two parts: the ‘Perfect Worker’ narrative and the ‘Dream Job’ narrative.

The ‘perfect worker’ narrative idealises Filipino seafarers as an ‘ideal cruise employee’
who embodies the following characteristics (see Terry 2013 for a more detailed

discussion):

(1) The hardworking assumption carries the implication that Filipino workers are
quick and reliable at assigned tasks even the difficult ones. Associated with this
assumption is the framing that Filipino seafarers are prepared for the job

because of their good language skills and technical competence.

(2) The second assumption characterises Filipino cruise ship workers as bappy and
nice workers who wear a smile at work and are friendly. This cultural stereotype

is seen as particularly valuable in hospitality work on-board cruise ships.

(3) There is a common perception that Filipino workers ‘sacrifice’ their own
pleasures by working overseas in order to help their family. The importance of
family as a core cultural value for Filipinos positions them as naturally caring

and therefore suited to service-related jobs.

(4) The portrayal of Filipinos as flexible employees connotes an ability to adapt to
whatever working conditions or culture in which they are emplaced. This makes
them suited to cruise ship work where workers and passengers are from

different parts of the world.

(5) Finally, the attribute of subservience portrays Filipino cruise ship workers as
docile, controllable and submissive employees. From the point of view of the
company, submissive employees are more manageable than other workers who
are quick to complain about workplace issues. Subservience however connotes
the need to be led or supervised. As subservient workers, they are largely given

subordinate positions that exercise little independence.
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The other half of the idealised social representations of Filipino cruise ship workers

involves the ‘Dream Job’ narrative with three common assumptions:

M

@)

3)

The glamorous assumption paints the image of cruise employees who enjoy
working and living in a luxury ship. This also implies that the job the workers

do is easy and requires relatively little effort.

The assumption that cruise ship work affords the worker an opportunity for global
travel invokes the chance of visiting interesting places around the world with
free transportation. Also associated with this image is the possibility of
developing international networks of friends since the workforce and the

passengers are from around the world.

The assumption of high income is implied in the narrative. Cruise companies and
crewing agencies alike market the jobs on-board as offering competitive salaries
that potential workers from developing countries would not be able to achieve
if they worked locally. The cruise occupation is indirectly advertised as a long-
term employment option. For example the use of the term ‘career’ in online
advertisements for cruise ship jobs seems to be an invitation to do the job for

many years.

Chapter Summary

This chapter reviewed background discourses that may be relevant to how cruise sector

seafarers represent their working lives. Firstly, cruise ship tourism was described as an

example of modern means of consumption. The cruise ship as a cathedral of

consumption illustrates Bryman’s concept of Disneyization. The ship in itself is a

themed tourist destination. Apart from visits to different ports of call, a wide range of

merchandise, products and services are available to purchase on-board making the ship

a place of intense and hybrid consumption. The service workers’ performative labour

in the ship’s themed environment produces the spectacle of the cruise experience

which the passengers consume.
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A counterpart to the consumption process that fuels the growth of the global cruise
industry is Ritzer’s concept of McDonaldization or the tendency towards efficiency,
calculability, predictability and control. Newer and super-sized ships have been
efficient in accommodating more passengers and including parks, malls and pools on-
board. The competition amongst cruise lines is based on calculable metrics of the ship
size, number of amenities, number of passengers, revenue, and the predictability of the
promised itinerary. Control as a rational aspect of the industry is seen in the strategically
designed physical and social environment to which both the passengers and the crew
are subjected. However, cruise lines have been the subject of criticism because of
various crimes that have occurred on-board, outbreaks of gastro-intestinal and
respiratory illnesses, cases of minor and major sea disasters, and their contribution to

environmental pollution.

A third related observation is that cruise tourism is globalised. The hundreds of cruise
ships now in operation have reached all regions of the world. There may be more than
50 different cruise lines operating internationally but most are subsidiaries of three
holding corporations (i.e. Carnival, Royal Caribbean, and Norwegian) that control
more than 80% of the passenger market. The ship is also deterritorialised. Under the
flags of convenience system, cruise ships can fly a flag of a country (e.g. Panama and
Liberia) independent of its beneficial owners (e.g. US). This allows the cruise company
to reduce costs and recruit workers from all around the world making the ship a

multicultural workplace.

Another significant discourse that must be referenced in understanding the working
lives of seafarers is the representation of cruise ship employment in print and online
media. In general, there are two broad images. Cruise companies and crewing agencies
market the idea that working on-board cruise ships is a ‘good job’ (e.g. high income,
travel, international friendships, skills) and it offers a ‘good life’ (e.g. crew parties and
recreational facilities on-board) to workers. For some cruise ship workers, labour
unions and other researchers, cruise ship employment seems to be a ‘bad job’ (e.g. low
pay, long work hours, limited shore leave, hard physical and emotional labour) and a

‘bad life’ (e.g. control in almost every aspect of day to day life) for employees.
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Within the ethnically diverse workforce of the cruise industry, Filipino seafarers are
one of the largest single nationality groups of workers on-board. Their dominance in
service occupations aboard cruise ships seems to indicate that they are recognised as
‘perfect workers’. A review of popular literature from the cruise companies, cruise
passengers, and the Philippine state and its agencies suggest that Filipino seafarers are
portrayed as workers with the qualities of being ‘hard-working’, ‘flexible’, ‘subservient’,
‘family-oriented’, ‘happy’ and ‘nice’. Against this backdrop of empirical literature on
global cruise tourism and the issues of work and life aboard ships, the next chapter
reviews the key theoretical concepts of social representation, work orientation, stance,

and viewpoint.
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CHAPTER 3

Theorising Working Lives:
Work orientation, Social representation,

Point of view and Stance

Whereas definitive concepts provide prescriptions of what to see, sensitizing
concepts merely suggest directions along which to look.

(Herbert Blumer 1954 p.7)

This chapter presents the theoretical framework of the study. It opens with a review
of the empirical studies which focus on cruise ship employees. It will then propose to
contribute to this research literature by using the theories of work orientation and
social representation to examine how cruise sector seafarers make sense of their
employment experience within the wider context of their lives. The argument is that
seafarers’ motivations and reactions to various aspects of their work situation are
reflected in an ongoing process of comprehending, sensemaking and defining their
ongoing situation (Thomas and Thomas 1928). We need to consider these work
attitudes at three different points: before they took the job, during their time on-board
and after their completion of a work contract. In order to apply this framework in the
present study it is necessary to specify how the different representations of working
lives may emerge socially and be identified within a group of seafarers. I propose that
the twin concepts of point of view and stance, which locate the individual within social

interaction, can unpack this process of social representation.
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3.1 Research on Cruise Ship Employees?3: Key themes

Without a doubt the products and services on-board cruise ships that characterise them
as cathedrals of consumption (as discussed in the previous chapter), are entirely
dependent on a capable workforce. The cruise industry has consistently grown over
the last three decades. In that period, popular media attention has largely focused on
the tourism experience and the consumption process but the labour production
rendered by thousands of workers has largely been hidden (Weaver 2005b). A clear
strand of research focusing on workers aboard cruise ships has only emerged and
developed in the last 17 years. Before 2000, studies that tackled the working lives of
cruise ship employees were rare (Zhao 2002; Papathanassis and Beckmann 2011) and
published articles were mostly about the profile and experience of cruise vacationers
(Foster 1986; Mortison et al. 1996; Teye and Leclerc 1998; Meng et al. 2011; Yi et al.
2014). Broadly, studies on cruise sector seafarers have focused on occupational issues
(e.g. tasks, demands an rewards) and organisation issues (e.g. workplace relations and
dynamics) and other work-related matters (e.g. perceptions of cruise ship employment

and motivations).

3.1.1 Occupational Issues

The cruise ship industry straddles the sectors of shipping and tourism. The majority of
a cruise ship’s crew are involved in service positions (i.e. office, entertainment, food
and beverage, hotel, retail, I'T, personal care) rather than in marine positions (i.e. deck
and engine). In a legal sense, workers on-board a cruise ship are called ‘seafarers’ by
virtue of their being on a ship (MLC 2000), but for most of them the job is largely
about hospitality and tourism. They have much more in common with workers in
airlines, cafes, pubs, holiday parks, and tourist companies (Nickson 2007) than with

traditional seafarers on merchant vessels.

23 Most of the studies presented in this section ate studies of ‘service workers’ or the hotel staff on-board
cruise ships. The present study contributes to this literature by including both hotel staff and marine crew

as participants (see Table 15 in p.96)
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Weaver (2005a) has observed that service work on-board cruise ships is commonly
conceptualised as performative and interactive, where employees are expected to
follow ‘routinized and standardized social encounters that involve compliance with
prepared scripts’ (p.10). Frontline service workers within the ship’s hotel department
are managed by the hotel director and the cruise director (see Appendix 2, p.254). As
service workers, they are expected to be patient and friendly towards all passengers,
especially those who may be more demanding. Tracy (2000) suggests that cruise ship
workers become the ‘characters of commerce’ because of the inescapable emotional
labour required of them (Hochschild 1983). Expected to provide a pleasant vacation
experience to passengers, ‘employees engage in self-surveillance and subordinate
themselves on behalf of management goals even when management is not looking’
(p-109). Johansson and Nislund (2009) reiterated the same point when they explained
that service workers aboard cruise ships hide their own emotions of anger, fatigue and
irritation from the view of the passengers who expect the ship to be a ‘paradise-like’
place of fun and relaxation. For the workers, only positive emotions (happiness and
friendliness) are to be shown in public whereas negative emotions (loneliness, anxiety)
should only be dealt with in private. Such performative service work is intimately tied
to a toilsome workload. Zhao (2002) describes the seafarers’ physical labour and
emotional labour in the following account:

They are in darkness about seafarers’ hard labour... Behind the

scene and below the deck, seafarers ... keep the cabin spotless, the

glasses sparkling, the swimming pools glittering etc... However,

once in the scene and on the deck, seafarers, no matter how they

really feel, are obliged to control or manage their emotion so that

they can combine the product of their physical labour with the
product of their emotional labour. They, therefore, appear smiling.

)
Cruise ship employees from the Philippines are illustrative of workers who seem to
have internalised these modes of labouring. Terry (2013) notes that Filipino seafarers
have become popular and populous on cruise ships because the Philippine state, the
crewing agencies and the workers themselves have been effective in discursively

constructing a particular image (see Section 2.3, pp.34-51) of service-oriented workers.
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Filipino seafarers have a perceived reputation of being ‘hard working’ and ‘flexible’,

‘subservient’, ‘family-oriented’, ‘happy and nice’.

The intersection of nationality and job positions aboard cruise ships reflects social
hierarchy and disparities in power relationships (Weaver 2005a). The middle and
bottom of the workplace hierarchy is mostly occupied by workers from developing
countries such as the Philippines. This raises the issue of managing a culturally diverse
workplace and whether there is a ‘fit" (Testa et al. 2003; Milde 2009) between the
workers’ cultural values and beliefs (national culture) and a ship’s management
practices, policies and values (organisational culture). In a series of studies, Testa and
his colleagues (Testa et al. 1998; 2003; Testa 2004; 2007; Testa and Mueller 2009)
showed that the background national culture of cruise employees’ is an important
predictor of job satisfaction. Using Hofstede’s (Hofstede et al. 2010) framework, they
consistently found that workers who came from countries with collectivist and high
power-distance cultures reported higher levels of job satisfaction (Testa et al. 2003;
Testa and Mueller 2009). In collectivist cultures, there is a strong emphasis on the
influence of in-groups such as families and communities. Countries where an unequal
distribution of power in the society is generally expected and accepted, are described
as high power distance cultures. In their framework, countries with collectivist and
high power distance cultures are grouped as ‘traditional’ whereas countries with
individualist and low power distance cultures are grouped as ‘egalitarian’. Philippines,
China, Singapore, and Croatia are examples of ‘traditional’ countries. Examples of
‘egalitarian’ countries include Germany, Italy, the UK and the USA. The researchers
reasoned that:

service workers who happen to be members of the lower class from

the less-developed traditional societies would be more comfortable

in lower level service jobs than their counterparts from the

developed, egalitarian “modern” societies where giving service (as

a vocation) might be viewed as demeaning or subservient. (Testa
and Mueller 2009 p.200)

This argument seems to support the ethno-social hierarchy of occupational positions
on-board  cruise ships which  stereotypically assigns  seafarers  from

developing/traditional societies such as the Philippines to subordinate setrvice
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positions. However, one major criticism is that the measure of national culture
constructs, such as those proposed by Hofstede, are only relevant when used in tandem
with national level variables (e.g. Are egalitarian countries more likely to have higher
average household income and higher educational attainment than traditional
countries?). These national culture constructs are inaccurate when projected onto
individual and organisational level data (Venaik and Brewer 2010; 2013; Brewer and
Venaik 2012) (Does work satisfaction of employees in Cruise Line A vary according
to type of national culture?) because the units of analysis are mixed up. Moreover, there
is a tendency to use these constructs to further reinforce the level of inequality and

associated exploitation in the cruise ship industry (e.g. Testa and Mueller 2009).

3.1.2 Organisational Issues

Foster’s 23-day cruise aboard Pacific Discoverer in 1984 was the first ethnographic
account of social life aboard cruise ships. Although he was using the point of view of
a passenger, Foster (1986 p.217) characterised the cruise ship as a ‘short-lived society’
wherein:

A group of people, most previously unknown to each other, came

together for a brief period and lived in close association in an

environment that imposed upon the need to interact in somewhat
stylized fashion to achieve group goals.

For passengers, the group goal could be to experience an adventure, travel or vacation
but for cruise sector seafarers, the primary goal is to work. The ship as a closed
environment places both the passengers and the workers in particular social
interactions that, to some extent, form a temporary culture, or bonds of togetherness
that arise from being in the same place (Bauman and May 2001). For passengers, this
sense of community lasts for the duration of the trip. For the workers however, the
community is built through an ‘extended social interaction’ (Gibson and Perkins 2015)
lasting throughout the duration of their employment contracts, between six to nine
months. Lee-Ross (2006 p.44) calls this ‘informal group of individuals who see
themselves as members of the same occupation rather than people who are simply

working together in the same organization’ an occupational community. The tendency
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to form occupational communities on-board is facilitated by several factors, for
example the ship being a ‘total institution’ (Ritzer and Liska 1997; Tracy 2000) where
employees work and live at the same time. Moreover, the social setting is determined
by length of contract, ethnic diversity, and social hierarchy. In a study of hospitality
workers serving long trips aboard cruise ships (i.e. four days to three weeks), Lee-Ross
(2008) found that occupational community is significantly demonstrated through job
fusion and job specialization. This sense of community is built around the fact that, as
cruise employees, work and personal life largely overlap (job fusion) by virtue of being
on a ship that is mobile and different from the land-based service-related occupations

(job specialization).

The notion of an occupational community among cruise sector seafarers does not
however mean that on-board employees form one large and tightly-knit group. Gibson
(2008) observed that there were many ‘uniquely identifiable communities” based on
‘rank or position, departmental or occupational membership and in some cases,
nationality or culture’ (p.50). Members of these groups have shared knowledge and
experience and co-exist with other groups on-board. The presence and formation of
these communities present challenges in managing operations particularly in the
context of superior-subordinate and co-worker relations. For example, in a survey of
high customer contact cruise line managers, Testa (2004) found that managers tend to
be more considerate by being more approachable and by looking after the welfare of
their subordinates when they and the employees they manage are from the same
country or share a similar culture. Similarly, the physical environment combined with
the social atmosphere at the workplace were found to significantly influence
organisational commitment and job satisfaction amongst cruise ship employees. Larsen
etal (2012), in a mixed method study, found that workers exhibit strong identification
and involvement with the cruise ship as an organisation (a) when the immediate
supervisor is viewed as fair, respectful and flexible towards supervisees, (b) when they
have positive encounters with guests and co-workers, (c) when they feel adequately
rewarded financially, and (d) when the crew accommodation is satisfactory. However,
only supervisors’ perceived fairness, a positive social atmosphere with guests and co-

workers, and good accommodation, significantly predicted job satisfaction.
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The segregated crew mess (eating areas) is an example of the extent to which
management exerts ‘rational control’ (see Section 2.1.2, pp.17-20) over the daily life
of workers. The separation of eating areas based on rank reinforces the formation and
organisation of identifiable communities on-board based on rank and nationality. In
an ethnographic study of a cruise ship Thompson (2002) described that usually, there
are three separate eating areas for cruise ship employees. (a) The officers’ mess is where
high ranking crew members such as the captain, chief purser, hotel director, and ship
doctor dine. Refinement and formality is required in this small and exclusive area. (b)
The less exclusive and larger staff mess is where singers, band members, dancers, cruise
activity staff, and photographers eat in a cafeteria-like setting. The staff mess is more
occupationally diverse and less formal compared to the officers’ mess. The largest
eating area is the crew mess where hundreds of workers from non-Western countries
share a meal. This symbolic differentiation of workers based on status reinforces
written and unwritten rules of propriety and social attachment to one’s rank or

nationality group.

3.1.3 Issues Beyond the Workplace

A third thematic focus in studies of cruise ship workers relates to perceptions,
expectations and how workers make sense of their experience of living and working
aboard ship. One example of research into seafarers’ perceptions of various aspects of
work on-board cruise ships is the study of Dennet et al (2014) which explored the
different metaphors for work and life on-board cruise ships by interviewing 20
hospitality workers (waiting staff or purser). The ship was usually described as a home’
or a ‘prison’ whilst the work setting was depicted as akin to a ‘battlefield’, ‘high school’,
‘family’ or a ‘microscope’. To describe how they negotiated work and life on-board,
the participants used the terms ‘explorer’, ‘uggler’, ‘ninja’ and ‘builder’. Finally,
participants used the term ‘slave’, ‘theatre performer’, ‘carer’, ‘tactician’ and ‘robot’ to
characterise their occupation. These metaphors are consistent with the occupational
and organisational issues raised in this section. The ship and work setting metaphors
reflect the hierarchy and control on-board. Seafarers’ depictions of occupation in

Dennet et al.’s work reflect the physical and emotional labour discussed previously.
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Studies (Gibson 2008; Sehkaran and Sevcikova 2011; Artini et al. 2011; Artini and
Nilan 2014) have shown that cruise sector seafarers have a variety of motivations when
choosing to go to sea. These include the opportunities to earn a good income and save,
to travel the world; and the esteem and recognition attached to working in a luxurious
environment. Over time, workers continually re-evaluate their reasons for choosing
the cruise ship as a place of work and temporary ‘home’ (Gibson 2008). Cruise ship
employment indeed satisfies different motivations to work but it is possible that the
jobs, positions and experiences of working on-board a cruise ship may have been ‘sold’
unrealistically to potential and current workers (Raub and Streit 2006). Such a
mismatch between working conditions on-board and workers’ expectations may
eventually lead to decreased job satisfaction and increased levels of labour turnover.
Potential seafarers consider a variety of sources of information when thinking of going
to sea on a cruise vessel. In addition to the information that the crewing agencies
convey about working and living aboard cruise ships, potential workers also rely on
other available material such as company specific videos, booklets, and other web-
based sources (Raub and Streit 2006). The need to consider how potential and current
workers understand and make sense of cruise ship employment in such an unusual
work setting is important in terms of the how workers are socialised into the
occupation and the workplace (Matuszewski and Blenkinsopp 2011), and in terms of
realistically recruiting workers who will be fully committed to, and engaged in the job

(Raub and Streit 2000) in the long term.

In summary, an increasing number of studies that focus on the working lives of cruise
sector seafarers highlight the centrality of the workplace. Given a contained and mobile
work setting, the cruise ship has become the most obvious research site and starting
point in analysing social realities of work. As a result, studies have emphasised the
occupational and organisational issues on-board of cruise sector seafarers. These
research trends situate the understanding of cruise ship employment within the
workplace. This opens up an opportunity to consider how the working life of cruise
ship employees relates to settings ‘beyond the workplace’ such as the family and the

local community — a task the present study seeks to address.
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3.2 Work Orientation Theory

The growing literature on seafarers on-board cruise ships connects to the wider
literature on work orientation. In general, research into work orientation has focused
on two areas (Mueller 2000). Firstly, there were early theoretical works (e.g. Maslow
1954; McClelland 1961; Herzberg 1966) and then, more recently, empirical studies (e.g.
Doorewaard et al. 2004; James 2015; Zou 2015) which focused on the motivation to
work (why do people work?) and examined the ways in which workers attain extrinsic
and intrinsic rewards from work. A second area of research has revolved around
responses to work (how do people react to work?) and explored such issues as job
satisfaction (e.g. Kalleberg 1977; Spector 1997) and work commitment (e.g. Meyer and
Allen 1997; Cohen 2003). Following these research foci, the concept of work
orientation can be understood as ‘the attitudes and motives that groups of workers
bring to the work experience and the overall subjective experience of work” (Bruce and
Yearly 2006 p.222). Each of the empirical studies reviewed in the previous section may
be classified as work orientation research focusing on either work motivation (e.g.
Gibson 2008; Sehkaran and Sevcikova 2011; Artini and Nilan 2014) or response to
work (e.g. Testa and Mueller 2009; Larsen et al. 2012; Wolff et al. 2013; Gibson and
Perkins 2015).

3.2.1 Work Orientation Typologies

The different work orientation typologies developed over the years emphasise that ‘the
meaning attached by people to their work ... predisposes them to think and act in
particular ways with regard to that work’ (Watson 2012 p.241). In other words, the
concept highlights the importance of paying attention to motives, interests,
expectations, and what people look for in a job, in order to understand workers. It
also underscores the need to examine employees’ non-work background (e.g. family,
external community, cultural life) which may shape these work orientations. It assumes
that the social setting of employees beyond the workplace predisposes them to
gravitate towards certain job rewards. For example, workers from a poor background
may be generally drawn to work to support their economic needs whilst workers with

a higher economic standing are likely to value intrinsic rewards more than financial
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rewards. Nevertheless, later theoretical developments recognise that work orientations
are not fixed and are bound to change as workers continually engage with their work,
their priorities in life change and as what they want from their jobs and what the work
setting can provide also changes (Watson 2012; Grint and Nixon 2015). This is a
development from the earlier formulation (Goldthorpe et al. 1968) that suggested that
the priorities and expectations of workers which have developed from outside the
work setting seem to be impervious to and independent from the different aspects of
the work situation. Later studies argue that the employment experience is influenced
by both work (job tasks, technology, pay, supervision, etc.) and non-work factors (e.g.

priorities and expectations) (Beynon and Blackburn 1972).

In the UK, the sociological focus on work orientations began through the research of
Goldthorpe (1968) and his colleagues who interviewed workers from three factories in
Luton. Their study concluded that workers’ attitudes (e.g. job satisfaction) and
behaviour (e.g. choice of job, involvement to organisation) at work are largely
influenced by how workers define their current situation in relation to the wants and
expectations they have of their jobs. For example, despite the difficult working
conditions and the lack of social activities in the workplace, employees in a car
manufacturing plant did not feel dissatisfied with their overall experience. For these
workers, the assembly line was wilfully chosen because it met their expectations for a
good and steady income whilst supporting a satistying family life. In their seminal work,
Goldthorpe et al. identified three basic orientations to work. The ‘affluent workers’
they interviewed illustrated an ‘instrumental’ orientation to work in which they saw the
job as a means to an end and prioritise extrinsic rewards (e.g. income) over intrinsic
rewards (e.g. independence from supervision). Those with ‘bureaucratic’ orientation
were morally involved in their work organisation and were more concerned with career
advancement. Finally, workers with ‘solidaristic’ orientation saw work as a shared

activity that accomplished an expressive and bonding needs.

Over the years researchers have either adapted (e.g. Wrzesniewski et al. 1997) or
extended (e.g. Reed 1997; Matheson 2012) the Goldthorpe typology. Reed (1997)

retained the original ideal types and added a fourth one called the ‘vocational’
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orientation. For Reed, work orientations may be described according to two factors:
(a) the person’s locus of commitment to a source of gratification (i.e. whether it can be
found within or outside the work context); and (b) the extent of the person’s
involvement in work (whether work is primarily seen as a contractual relationship or
an important aspect of one’s social identity). As pointed out in the Goldthorpe
typology, workers with instrumental orientation find most gratification outside the
work situation such as in the family, and thus view work as a purely contractual
relationship between employee and employer. Similarly, the locus of gratification for
workers with a vocational orientation is also outside the work setting but they view
work as a salient aspect of their social identity, not just a form of economic relationship.
For those with a vocational orientation, work is a ‘calling’ (e.g. service to science,
society or God) in a symbolic system that transcends the limits of the work

establishment.

Another recent expansion of the theory is introduced by Matheson (2012) who
proposed six types of work orientations. Firstly, an orientation to work is ‘defensive’
if people are mainly motivated by safety and survival needs and work to minimise
economic, physical and emotional insecurity. Secondly, when workers have already
addressed their safety and security needs and are now more focused on the monetary
and utilitarian rewards of a job, the orientation can be described as ‘instrumental’.
Thirdly, when people continue to work to affirm their social standing despite achieving
a certain level of financial comfort, they are described to have a ‘thymotic’ orientation.
This echoes the bureaucratic orientation described earlier in the Reed and Goldthorpe
typologies. The distinction is relevant because unlike the ‘bureaucratic’ worker who
values and seeks recognition from the workplace, the ‘thymotic’ worker emphasises
the importance of significant others as a source of recognition. Fourthly, when people
undertake work to generate social acceptance and respect, they indicate a ‘solidaristic’
orientation. Fifthly, if work is pursued because it provides a sense of meaning or calling,
workers are said to be morally idealistic in their involvement with the job and assume
a ‘vocational’ orientation. Finally, workers who are intrinsically involved with work
because it provides a sense of accomplishment through mentally stimulating tasks and

the use of skills illustrate an ‘expressive’ orientation. These ideal types can be useful
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categories in unpacking the range of motivations among cruise sector seafarers.
However it is important to recognise that not only are many workers likely to hold
multiple orientations, their priorities, expectations and attitudes are likely to be shaped
by their ongoing experience of work (Beynon and Blackburn 1972; Blackburn and
Mann 1979).

3.2.2 Heterogeneous and Complex Orientations

Recent typologies introduced by Reed (1997) and Matheson (2012) focus on linking
job rewards and the immediate work situation to explain work attitudes. They also alert
us to a range of ideal types that can be found within a given a population of workers.
There is supporting evidence in several studies that workers generally typify and gravitate
towards a particular type of work orientation. For example, Martin (2012) conducted six
case studies of small business owners and found that each of the participants may be
practically described as either an instrumental, bureaucratic, vocational or solidaristic
entrepreneur which fits with the Reed typologies. Similarly, James (2015) interviewed
young women workers and concluded that those in a managerial position emphasised
the importance of intellectual stimulation as a job reward whereas those in
routine/manual occupations put more emphasis on the value of income and social
interaction in workplace. Applying the typologies, it can be said that women managers
showed an expressive orientation whilst female manual workers demonstrated an
instrumental or solidaristic orientation to work. Alternatively, it could also be argued
that the economic/non-economic rewards present are all that the job offers rather than

attributing the attitude to a prior orientation.

Studies that demonstrated the existence and endurance of particular work orientations
are relevant in understanding attitudes and behaviour in different work settings. A
particular type of work orientation may be in operation but it is equally possible that
workers combine, blend or complement two or more types in the course of long-term

employment. Crompton and Harris (1998) raised this point when they argued that:

orientations were complex and multi-stranded, rather than single-
stranded. Many workers were found to desire both extrinsic and
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intrinsic rewards from employment and thus no single 'orientation'
could be identified” (p.123).

From this we can conclude that people’s work rationales often include a mix of intrinsic
and extrinsic rewards, not necessarily one or the other. For example, employees do
care about promotion as much as the salary or wages they derive from their jobs
(Watson 2012). Although most work orientation studies focus on what drives people
to work, Hakim (2000; 2004) proposed that being involved with work has a lot to do
with work-lifestyle preferences. She found that three in five women workers were
‘adaptive’ whilst one was ‘home-centred’ and the other ‘work-centred’. Women with a
home-centred orientation would prefer not work because children and family were a
higher priority. By contrast, work-centred women were most committed to their jobs
whilst those with adaptive orientations, whilst choosing to work, would not get too
invested in developing a career so as to strike a balance between family and work. In
comparison, Hakim further found that six out of ten male workers were work-centred,
three were adaptive and only one was family-centred. These categories found within
groups of women and men workers move away from the exclusive
instrumental/bureaucratic/solidaristic categoties and point out that people combine
or balance a variety of goals in pursuing work as an area of life. For employees with an
adaptive work orientation, it was not an either/or choice between fulfilling family life
and a successful career. Instead the pursuit of ‘home’ and ‘work’ can be blended
together. The loci of gratification, to use Reed’s term, for adaptive workers are both
internal and external to the work situation. Adaptive workers can be described as being
both instrumental (e.g. ‘My income is vital to support family needs.’) and bureaucratic

(e.g. ‘I care about getting promoted at work.”) in their orientation to work.

The issue of recognising the complexity and heterogeneity of work orientations also
arises as a methodological challenge. There are research designs that limit analysis to
participants who exemplify a ‘singular’ work orientation type and in the process
‘exclude’ participants who seem to demonstrate a ‘heterogeneous’ work orientation.
This can be observed in Wrzesniewski’ (1997) and her colleagues’ study of university

employees. They found that
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most people see their work as either a Job (focus on financial
rewards and necessity rather than pleasure or fulfilment; not a
major positive part of life), a Career (focus on advancement), or a
Calling (focus on enjoyment of fulfilling, socially useful work) (p.21,
emphasis added)

Their findings mirrored the general work orientation types (Job=instrumental,
Career=Bureaucratic and Calling=Vocational) described eatlier. In the study,
‘membership’ to a work orientation group was assessed in two ways. Firstly, the
participants were asked to read three short and unlabelled paragraphs that each
exemplified a generic work orientation (i.e. job, career or calling orientation). They
were asked to rate the extent to which each paragraph was like them. Secondly, the
participants were shown 18 statements about specific aspects of work and were asked
whether the content of each statement was either true or false in their own experience.
The statement ratings would supposedly correlate with the vignette they chose as ‘most
like them’. For example, those who chose the vignette which exemplified a calling
orientation should also rate highly statements that illustrated the features of a calling
orientation. However, the researchers reported that:

A small number of respondents misunderstood the instructions

and rated only one paragraph, presumably the one that was most

like them. Others rated two or more paragraphs as being equally

like them. These two groups of respondents (total n=061) were not included
in the analyses. .. (p.26, emphasis added)

The researchers assumed that participants misunderstood their instructions when an
alternative explanation might be that participants had more complex orientations than
the study design allowed for or may be able to capture. The study strategy prioritised
participants who gravitated to a ‘single’ work orientation and excluded a group of
participants who exhibited a heterogeneous work orientation. This methodological
decision may be justifiable given the kind of analysis that the researchers wished to
pursue and if work orientations are only operationalised as general tendencies or
inclinations. However, such a strategy cannot capture the empirical reality of workers
who may be job-oriented as much as they are career-oriented. There is a need therefore
for a more inclusive research design that will involve a wide range of participants who

may or may not exemplify combinations of the general work orientation types
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described in the literature. Q-methodology, which will be fully discussed in the next
chapter, offers a technique of data collection and a method of analysis that can
potentially overcome the challenge of taking into account complex and heterogeneous
work orientations. The present study’s approach respects the subjective reality of
patticipants. They were not excluded/included according to the work orientation they
seemed to hold. Participants were selected on the basis that they had worked on a
cruise ship and not because they exhibited a pre-determined work orientation ‘in pure
form’ or because they were equally driven by extrinsic and intrinsic rewards in pursuit

of employment.

3.2.3 Dynamic Work Orientations

Whilst the notion of ‘work’ in ‘work orientation’ is readily understood as assuming an
occupation pursued in exchange for monetary payment (Reskin 2000), the concept of
‘orientation’ requires further elucidation. According to Blackburn and Mann (1979
p.242):

orientations relate to all aspects of people’s lives... [because]

orientations to work are enmeshed in the totality of social
experience, both at work and outside.

Among the work orientation typologies discussed, the importance of social experience
beyond the workplace is reflected by the explicit emphasis on the workers’ prior
motivations and interests and current socio-economic circumstances (Watson 2012).
In the Goldthorpe et al. study work orientation referred to:

a frame of reference within which actors’ definitions of situations

in which they are engaged are taken as an initial basis for the
explanation of their social behaviour and relationships (p.184)

In order to use work orientation as an explanatory variable we need to presume that
workers already hold this frame of reference, even before they start working in a
particular job, and that they use this ongoing definition of situation as they immerse
themselves in the workplace. This is the reason why an emphasis on social experience
outside the work setting merits considerable attention, if not central focus, when

researching work orientation (Watson 2012). As shown in the previous section, studies
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on cruise sector seafarers have recognised the existence and importance of worker’s
motivations prior to joining the ship (Gibson 2008; Sehkaran and Sevcikova 2011;
Artini and Nilan 2014). This frame of reference is usually summarised as a cluster of
wants, expectations and aspirations about work (e.g. Goldthorpe et al. 1968; Reed
1997; Matheson 2012). Past studies often measured work orientation by using rating
scales which asked whether participants were most concerned with income, career
advancement or social belonging in pursuing their jobs (e.g. Wrzesniewski et al. 1997;
Lan et al. 2013) and assumed that orientations existed before participants joined the

workplace.

If W.I. Thomas™* notion of a definition of situation were to be propetly considered,
then research on work orientation would benefit from attending to:
the sum of all recognised information from the point-of-view of

the actor, which is relevant to his locating himself and others, so
that he can engage in self-determined lines of action and interaction

(sic) (Ball 1972 p.63)

Applying this insight to the present study may be a challenging but achievable goal. To
address this concern, I suggest that a more holistic understanding of work orientations
among cruise sector seafarers can be achieved by situating their ‘working lives” within
socio-temporal dimensions i.e., how different aspects of work are experienced over

time (Beynon and Blackburn 1972; Blackburn and Mann 1979).

In practical terms, this means recognising issues that cut across occupational,
organisational and non-work contexts of seafarers before, during and after their
employment on-board cruise ships. Considering the workers’ non-work context (i.e.
family and community) alongside the social realities of the workplace (i.e. occupational

and organisational issues on-board) provides a starting point to reflect on ‘recognised

24 ‘If men define situations as real, they are real in their consequences’ (s) (Thomas
and Thomas 1928 p.572)
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information’ from which the seafarers’ ‘definition of situation’ is based. Temporality,
as used in the present study, recognises the importance of how work is experienced
on-board but it also gives equal weight to the ‘before’ and ‘after’ work issues that may
also shed light on how people understand their working lives. Such framing re-asserts
the idea that work orientations need to be enmeshed in the ‘totality of life experience’
as Blackburn and Mann (1979) argued. This way the approach to work orientation is

holistic and is not just limited to the ‘before’ and ‘during’ phases of working life.

In contrast to many past work orientation studies, the use of a socio-temporal frame
in the present study provides a broader analytic gaze in conceptualising the working
life of seafarers. The embeddedness of work orientation within a totality of life
experience is analysed via a consideration of occupational, organisational and non-
work contexts before, during and after on-board employment. This recognises that the
workers’ ‘definition of situation’ is not fixed but is subject to change (Watson 2012).
Work orientation is largely determined by the expectations and value of certain rewards
which workers take with them. However, it is important to remember that work
orientation is also influenced by the structural conditions of the workplace (Beynon
and Blackburn 1972; Grieco 1987; Devine 1992) and the workers’ vision for the future
and therefore the development of an orientation is a dynamic and on-going process.
The theory of social representations, discussed in the next section, complements the
idea of work orientation as a multi-stranded motivation and as a dynamic process of

making sense of how work fits into the wider context of people’s life.

3.3 Social Representation Theory

3.3.1 Characteristics of a Social Representation

The theory of social representations was elaborated by Moscovici (1961; 1973; 1988;
2000) in a study in which he explored the Catholic, urban liberal and communist
representations of the field of psychoanalysis. This theoretical framework from social
psychology has been used across social science disciplines to understand and explain

how people construct, make sense of and communicate their social reality (Flick and
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Foster 2008; Sammut and Howarth 2014). In general, a social representation can be

conceptualised as a:

system of opinion, knowledge and beliefs particular to a culture, a
social category or a group with regard to objects in the social
environment (Rateau et al. 2011 p.478)

This definition outlines key features of a social representation. Firstly, the content of a
social representation can be composed from what people think, what they know and
what they believe about the object or social phenomenon being represented. In
theorising social representations, Moscovici explained that social representation
‘appear as a network of ideas, metaphors and images (2000 p.153), values [and]
practices’ (1973 p.xiii). Although there is a broad range of things that can be included
as part of a social representation it can be implied that most of these elements are often
expressed, but not exclusively, in language in the course of social interactions (Howarth
2006a). The elements of a social representation are therefore characteristically
discursive. These discursive elements are directed towards a common object or an
aspect of reality to be represented. For example, cruise ship workers from the
Philippines, as shown in the previous chapter, ate an ‘object/or focus’ of
representation among cruise companies, crewing agencies, the state, and cruise
passengers. Some of the ‘ideas’ associated with them are being ‘hard working’, ‘happy’

and ‘nice’.

Secondly, a social representation is not just a disparate collection of ideas about
something. Instead, a social representation is, as described, a ‘system’ (Moscovici 1973),
a ‘network’ (Moscovici 2000), a ‘structure’ (Duveen and Lloyd 1990), or an ‘ensemble’
(Wagner et al. 1999) of opinions, thoughts, and beliefs. This means that the discursive
elements are linked together as ‘a series of propositions’ (Moscovici 2000 p.152) about
objects of a significant phenomenon. It is for this reason that social representations
matter. According to Howarth (2006a) ‘representations can be “used” to defend and
so sustain a particular construction of reality, or “mentioned” in resistance to another
version of reality’ (p.68). Portrayals of Filipino seafarers aboard cruise ships as ‘perfect

workers’ who embody the qualities of hard work, submissiveness, and excellent
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customer service should be taken critically because these ideas serve certain interests

which may be for or against the group under discussion.

The general definition above used the concept as a noun and presents social
representation as a product of social interaction with identifiable and describable
components. Alternatively, the concept can also be used as a verb to refer to as ‘a
process of representing socially’ (Sammut 2015 p.104). A third feature of social
representation is that it is collectively produced through the interactive process of
communication among members of a group (Rateau et al. 2011). Through this
exchange, the discursive elements of a representation are shared, negotiated, resisted
and transformed in order to constitute a consensus about the group’s perspective of
reality. It is reasonable to expect that ‘different representations compete in their claims
to reality, and so defend, limit and exclude other realities’ (Howarth 2006 p.69).
Working on-board cruise ships, for example, is often portrayed in job advertisements
as a ‘dream job’ characterised by a glamorous everyday life, an opportunity to travel
‘for free’ and a promise of high income. Actual seafarers by virtue of their own personal
experience may or may not share the same representation of work and life on a cruise
ship. Nevertheless, images of cruise ships as ‘magical and hedonistic, a floating paradise
where the sun is always shining’ (Thomas 2003b p.295) seem to be more potent than

the competing image of a ‘sweatshop on the high seas’ (Bonmati 2010).

Fourthly, social representations serve two general functions. On the one hand, as an
ensemble of ideas, a social representation affords the members of a group
opportunities to orient themselves with each other and within their physical and social
wotld. On the other hand, the shared nature of these ideas allows individuals to
understand, engage in dialogue and negotiate with each other (Howarth 20006a;
Sammut and Howarth 2014). Moscovici explained that the ‘series of propositions ...
[contained in a social representation] enable things or persons to be classified, their
characters described, their feelings and actions to be explained” (Moscovici 2000
p-152). This means that once a social representation has emerged, it does more than
just describe a socially significant phenomenon. Social representations have the

potential to influence and constitute the reality they portray. For example, the cruise
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companies’ social representation of Filipino seafarers may be an important discursive
resource for potential and current seafarers’ own process of making sense of work on-

board cruise ships.

A final point that needs elaboration is the idea that social representations are
intrinsically social or collective in nature and not an individual construct. To develop
this argument, it is useful to juxtapose social representation with the individualistic
concept of attitudes. In contemporary usage, an attitude refers to ‘a relatively stable
system of beliefs concerning some object and resulting in an evaluation of that object’
(Bruce and Yearly 2006 p.21). It is apparent that both attitude and social representation
are oriented to an object in some way. An attitude is expressed as a favourable or
unfavourable evaluation whereas a social representation is expressed as a system of
meaning (Rateau et al. 2011). In everyday language, an attitude is understood as an
‘opinion or group of opinions, held by an individual about a specific object’ (Howarth
2006b p.693) even when taken in aggregate form such as public opinion surveys. By
contrast,

Social representations are ‘social’ insofar as they retain a sense of

the collective existing across individual minds, and they are

‘representations’ insofar as they are phenomena representing reality
and constituting the real (Sammut 2015 p.1006).

The concept of attitude is more commonly discussed by psychologists than sociologists
because of the understanding that it is a cognitive attribute of an individual. Social
representations in comparison take a more sociological flavour because they take the
form of social facts — external to and coetcive/prescriptive of the individual (Ritzer
2010b). Moreover, social representations are in fact implicated when a person holds an
attitude in that a person first needs to internalise a social representation of an object

before a positive or negative evaluation can be expressed (Rateau et al. 2011).

3.3.2 Point of View = Stance

Sammut’s (2015) nested model of social behaviour (Figure 11) illustrates the social
character of social representation (see also Bauer and Gaskell 1999). In a social

representation there are at least two persons (called subjects) who are oriented towards
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and evaluate the same object. Their consensual attitudes towards the object forge a
social representation of the object. The concept of point of view bridges the
intrapersonal attitude and the interpersonal social representation. A point of view is
acquired from a subject position (Davies and Harré 1990) and allows the person to
perceive the object in a certain way. A point of view is both relative and relational
(Sammut 2015). In the diagram, point of view relates Subject-1 to the object in focus
and it also links Subject-1 to Subject-2. Likewise, Subject-2 holds a consequent
viewpoint to both Subject-1 and the object. A closely related concept to point of view

is the notion of ‘taking a stance’.

Note:

O = Object
Attitude . S, = Subject-1 or Person-1
Attitude S, = Subject-2 or Person-2
S, >0

S, >0
Social
Representation
$,-S,-0

Attitudes
;S

Figure 11 Nested model of social behaviour (Sammut 2015)

DuBois (2007) expounded the notion of stancetaking in a model called stance triangle.
By definition,
Stance is a public act by a social actor, achieved dialogically through
overt communicative means, of simultaneously evaluating objects,
positioning subjects (self and others), and aligning with other

subjects, with respect to any salient dimension of the socio-cultural

field (p.163).

DuBois, a sociolinguist, was interested in how people use language to calibrate their

stance particularly in naturally occurring, face-to-face, and everyday conversations such
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as banter between co-workers. For him, stance taking is a triplex act — i.e. three acts in
one (DuBois 2012). The logic of stance can be summarised by the statement: ‘I evaluate
something, and thereby position myself, and thereby a/ign with you’ (2007 p.163). This
means that the acts of positioning and aligning are always implicated in every act of
evaluation. DuBois describes stance as having a ‘blowback effect’. If I evaluate an
object as either positive or negative, I am not just saying something about that object,
I am, as a consequence, telling the world about myself. My opinion of the object also

(dis)aligns myself to certain others.

The conceptual links between ‘point of view” and ‘stance’ can now be outlined (Figure
11). The attitude of Person-1 towards the object is effectively an evaluative stance. This
favourable or unfavourable attitude of Person-1 also creates a stance position in
relation to both the object and to the Person-2 who is simultaneously taking a stance
towards the object. The respective evaluations and consequent positions of the two
persons can be used to assess whether their stances towards the object are aligned or
not. The two persons have a ‘shared’ point of view if their positions are more or less

aligned.

An example can further clarify these points. As discussed in the previous sections,
workers’ prior motivation and the extent to which such expectation is adequately
addressed in the work setting are predictive of job satisfaction (e.g. Testa 2004; Larsen
et al. 2012). One extrinsic dimension of work valued by employees is opportunity for
career development. This relates to whether or not chances for promotion are available
and whether workers have equitable access to career advancement (Kalleberg 2011).
Let us assume that four seafarers working on-board cruise ships were asked their
opinion of whether there is fair access to promotion among employees. They were
asked to evaluate an attitude statement using a five-point Likert scale where 1=Strongly
disagree, 3=undecided and 5=Strongly agree. The participants gave the following

evaluation:
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Attitude Object | ‘On-board, every person has an equal chance of being promoted.’
Subjects Evaluative rating to the statement

Mario 5=Strongly agree

Andro 1=Disagree

Gloria 4=Agree

Anelyn 2=Strongly disagree

Mario and Gloria support the idea that the cruise ship work setting offers workers an
equitable chance at getting promoted. Andro and Anelyn gave an unfavourable
evaluation to the statement and seem to suggest that certain employees are more likely
to be given a promotion than others. Whilst they both agree to the statement, Mario
gave a rating score of “5” whereas Gloria gave a score “4”. Andro “disagreed” with
the statement and Anelyn expressed a “strong disagreement”. Each of them has a
‘personal’ point of view towards the issue of fair access to promotion. Each of them is
drawing from their own individual experience, knowledge and beliefs. Mario and
Gloria’s positions on the matter are closely aligned with each other but are in contrast
to the positions of Andro and Anelyn. Using the issue of career opportunities these
hypothetical participants may initially be grouped based on shared opinion or point of
view. One group seem to affirm an image of a ‘“fair employer’ (i.e. Mario and Gloria)

but the other group suggests otherwise (i.e. Andro and Anelyn).

To have a deeper understanding of the emerging social representations of work and
life on-board cruise ships we can perhaps expand our analysis and explore other forms
of job rewards such as convenience, compensation, relationship with co-workers and
resource adequacy (Kalleberg 1977). Moreover, attitudes towards job tasks, the
company, the physical environment on-board, future work intentions and issues of
family relationships may also be relevant objects in socially representing the work and
life of cruise ship employees. Analysis of attitudes on this range of issues follows from
the argument that ‘orientations to work are enmeshed in the totality of social
experience, both at work and outside’ (Blackburn and Mann 1979 p.242). It is possible
that in considering the opinions of seafarers on a range of issues about working and

living on-board cruise ships that several social representations emerge: that is, even
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though participants have a common experience of being employed on a cruise ship,

each one has a unique point of view that may cluster into shared points of view.

Chapter Summary

After reviewing an emerging area of research that focused on the different aspects of
the work and life of seafarers on-board cruise ships, this chapter discussed work
orientations, social representations, viewpoint and stance as key concepts around
which the study revolves. By and large, research about cruise sector seafarers has
focused on issues framed within the workplace setting of the ship. Studies have
discussed occupational issues such as physical and emotional labour, person-
organisation fit of certain groups of workers in a multicultural setting, and correlates
of job satisfaction among others. Studies about organisational issues covered the
relevance of organisational commitment, the conceptualisation of the ship as a total
institution, extended social interaction and existence of identifiable communities on-
board based on similar rank, occupation or ethno-nationality. Several studies
meanwhile focused on the work motivation of seafarers and metaphors/images of

their work and life.

I have argued that these studies can be broadly subsumed under the canopy of work
orientation research that revolves around work motivation and responses to work.
Work orientation typologies that have emerged over the years have described different
types of orientations based on how extrinsic and intrinsic rewards are valued and
experienced. Nevertheless, as some authors have argued from the outset, there is a
need to situate these meanings about work within the overall and ongoing experience
of the workers both inside and outside the confines of the work setting. Following this
argument, work orientation can be approached using a socio-temporal frame which
takes into account the occupational, organisational and non-work issues individuals
tace before, during and after employment. In a sense, the analytical gaze moves beyond
motivation, and instead towards a social representation of working lives. Examining

how seafarers socially represent their own experience of working and living on-board
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cruise ships provides an opportunity to illustrate the extent to which work orientations
— motivations and judgements about work — can be potentially dynamic and

heterogeneous.

Finally, the flexible framework of social representations theory helps us extend the idea
of exploring ‘uniquely identifiable communities’ signalled in previous studies (Gibson
2008; Lee-Ross 2008). Instead of characterising these groups according to pre-existing
categories (e.g. employer versus worker, marine crew versus hotel staff, developed
country versus developing country) these groups can be ‘naturally’ defined based on
shared viewpoints or stance (Bauer and Gaskell 1999). They are groups precisely
because they subscribe to the same social representation or shared viewpoint about the
working lives of seafarers. These social representations are significant examples that
illustrate diverse ways by which workers in a globalised industry are able to retain
individual agency in carving out, negotiating, innovating and defending meaning from

work (Hodson 2001; Watson et al. 2003; Howarth 2006a).

Mindful of a strand of research about cruise sector seafarers and the conceptual
distinctions between ‘social representation’, ‘viewpoint’ and ‘stance’ discussed in this
chapter, an important methodological task becomes apparent. How can we empirically
model the notions of stance, viewpoint and work orientation in a study of the social
representations of the working lives of cruise sector seafarers? The succeeding chapter
proposes to provide ‘proof of concepts’ and to operationalise the inter-relationship of
these ideas (see Section 4.1.2, pp.81-84) using the technique, method and
epistemology of Q-methodology.
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CHAPTER 4

Researching Shared Viewpoints

Method and theory are like the langnage of the country you live in: it is nothing
to brag about that you can speak it, but it is a disgrace, as well as an
inconvenience, if you cannot.

C. Wright Mills (1959)

4.1 Why take a Q-methodological approach?

4.1.1 An Overview of Q-Methodology

Q-methodology, hereafter referred to as QQ, combines ‘a set of procedures, analytic
methods, and conceptual and theoretical frameworks that provide the basis for the
scientific study of subjectivity’ (Brown et al. 2015 p.527). The idea of Q-methodology
was initially introduced by British physicist and psychologist William Stephenson in a
letter to Nature (1935). He later formally outlined the approach in his The Study of
Behaviour: Q Technique and its Methodology (1953). Stephenson labelled his approach as ‘QQ’
to break away from an ‘R-methodology’ or the conventional statistical techniques (e.g.
Pearson’s R as a measure of correlation) used across the social sciences (Watts and
Stenner 2012). In R-methodology, researchers examine individual differences variable-
by-variable such as measuring the extent to which age, sex, or educational attainment
may be significantly associated with attitudes at the population level. In Q, researchers
explore individual differences person-by-person such as investigating a range of
different viewpoints around a topic. R-methodology correlates/factor analyses
variables (e.g. test items in a Likert scale) whereas Q-methodology correlates/factor
analyses persons (i.e. based on the similarity of their Q-sorts). Q-methodology turns
the approach of R-methodology upside down by treating participants as the variables

and the attributes, characteristics, or attitude statements as the population.

In a Q-study, a small sample of participants (the P-set) rank-orders a sample of

statements (the 48-item Q-set) into a subjectively meaningful pattern (i.e. from —5
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‘Most disagreement’ to +5 ‘Most agreement’) taking the shape of an inverted pyramid
grid (the Q-sort following a fixed quasi-normal distribution). Resulting Q-sorts are
factor analysed by person (Q-analysis), and not by statement, yielding a set of factors

whose interpretation reveals a set of points-of-view (F-set) (Stenner 20006).

The theory, method and interpretation in conducting Q-studies have been covered in
handbooks on general research methods (Stainton-Rogers 1995; Corr 2006; Durning
and Brown 2007; Brown et al. 2008; Durning 2008; Brown and Good 2010; Rhoads
2014), books (Watts and Stenner 2012; McKeown and Thomas 2013), journal articles
(Brown 1993; Watts and Stenner 2005a) other online publications (van Exel and de
Graaf 2005; Webler et al. 2007; 2009) and video resources (Deignan 2012; Baker 2013).
Q-methodology has a footing in both quantitative (Rhoads 2014) and qualitative
(Brown 2008; Stenner et al. 2008; Shemmings and Ellingsen 2012) camps and are
increasingly accepted as a mixed research approach (Stenner and Stainton-Rogers 2004;

Ramlo and Newman 2011; Frost and Shaw 2015).

Q has been used in a wide range of disciplines including social psychology (Curt 1994),
political science (Brown 1980), environmental policy (Addams and Proops 2000b),
rural sociology (Previte et al. 2007), human geography (Robbins and Krueger 2000),
health economics (Baker et al. 20006), and social work (Ellingsen et al. 2010). Q-
methodology has been effectively applied to a broad set of topics such as
conceptualisations of empowerment (Brown 2003; 2005), European identity (Robyn
2005), post-community democratisation (Dryzek and Holmes 2004); meanings of
sexual satisfaction (McClelland 2013), discourses of sexual relationships (Franz et al.
2016; Stenner et al. 2006), partnership love (Watts and Stenner 2005b), and
sustainability (Barry and Proops 1999); experiences of neurological dysfunction (Jones
et al. 2003; Spurgeon et al. 2012), depression (Alderson et al. 2015), and smoking
(Collins et al. 2002; Moss and Bould 2009; Farrimond et al. 2010); constructions of
lesbianism (Kitzinger and Stainton-Rogers 1985) and male identities (Horwood 2000),
social identity of nurses (Millward 1995); attitudes towards respite care (van Exel et al.
2007), healthy lifestyle (van Exel et al. 2000), aircraft noise annoyance (Kroesen and

Broer 2009), promotion of quiet areas (Lavandier and Delaitre 2015) and many other
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topics. Reviews of cruise-related literature published since the 1980s show that Q-
methodology has not yet been used as a research approach (Papathanassis and
Beckmann 2011; Papathanassis et al. 2012; Marcussen 2016); and although Q-
methodology is explicitly described as an approach to identifying different ‘social
representations’ (Stainton-Rogers 2011; Watts and Stenner 2012), the broader literature
that emerged after Moscovici introduced the concept of social representation, has not
applied Q-methodology as a research method (Flick and Foster 2008; Flick et al. 2015).
The present study which applies Q-methodology with interviews makes a contribution

to the literature on cruise studies and social representation.

4.1.2 Social Representation of Working Lives and Q-Methodology

The study’s general research question about how cruise sector seafarers perceive and
make sense of their working lives can be addressed in different ways. As discussed in
Chapter Three, researchers have shown the effectiveness of survey (e.g. Testa and
Mueller 2009; Larsen et al. 2012; Wolff et al. 2013), interview (e.g. Gibson 2008;
Matuszewski and Blenkinsopp 2011; Terry 2013), participant observation (e.g. Foster
1986; Tracy 2000; Thompson 2002) and other research methods in exploring the
experiences of cruise sector seafarers. Work attitudes of seafarers can be established
via a survey but collecting data from a significantly large and random sample of
participants may prove difficult for a lone researcher. Conducting an ethnography on-
board a cruise ship is potentially attractive and promises to provide in-depth qualitative
data on the day-to-day dynamics of life at sea. However, this would require the
researcher to have sufficient skills in service work to at least merit the status of a being
‘participant observer’. Moreover, the business-oriented nature of the industry makes
the cruise ship an extremely difficult site to access for researchers whose topics do not
carry immediate commercial value (Larsen et al. 2012; Dennett 2013) or have direct

management implications (Papathanassis et al. 2012).

The appropriateness of Q-methodology as the ‘method of choice’ for the present study
can be demonstrated in its ability to explore and describe the diversity of shared

representations of a social phenomenon especially marginal ones (Capdevila and
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Lazard 2009; Roper et al. 2015). This becomes more relevant given the polarised
depictions of work and life of cruise ship workers in the media — e.g. the cruise
company’s narrative of ‘perfect worker in a dream job’ versus the union’s narrative of
‘exploited worker on a sweatship’. By engaging with seafarer perspectives, the
conversation about the working lives of cruise sector seafarers can move beyond the
already circulating and dominant representations. In representing the subjective
landscape using Q, dominant/circulating and marginalised points-of-view can be
considered alongside each other (Brown 2006). This way, QQ avoids the notion of a
‘hyper-rational’ and ‘hyper-informed’ individual depicted in regression models in
conventional surveys (Dryzek 2005) and instead shifts attention to charting the existing

diversity of perspectives.

A second justification for the use of Q-methodology in this study is its potential to
make the patterns of individual and shared viewpoints explicit (Steelman and Maguire
1999). Q-methodology can ‘systematically identify groups of individuals with a
common attitude structure by seeking patterns of responses across individuals’
(Addams and Proops 2000a p.1). This is quite different from what can be learned from
a survey. Surveys allow us to generalise about whether a population have a favourable
attitude towards an issue and how this attitude might be influenced by certain socio-
demographic ‘variables’ such as gender, age, or social class. Q-studies do not aim to
generalise about how opinions are distributed in a population. Instead, studies using
Q-methodology ‘investigate how an individual, separately or as part of a group, thinks
about a topic’ (Durning 2008 p.1678). Here, the ‘groups of individuals’ are not based
on pre-determined categories of gender, age or social class but are instead defined by
‘shared’ viewpoint. In a Q-study, investigating how a group ‘thinks about a topic’ does
not mean ‘averaging across demographic variables’ (Roper et al. 2015 p.6) such as in
public opinion surveys. Instead, the purpose is to explicate the structure and form of
subjective opinion — how a set of attitudes is organised and communicated as an

‘internal frame of reference’ (McKeown and Thomas 2013 p.2).

The method (QQ-sorting) and technique (by-person factor analysis) of QQ are supported

by theoretical reasons that render a distinct methodology (Brown 2009). Subjectivity,
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as the focus of investigation, takes a definite conceptualisation in Q-methodology
(Brown 1997; Wolf 2010; Watts 2011) that is different from its conventional and
academic usage. Brown (1980), explains that:

Fundamentally, a person's subjectivity is merely his own point of view. 1t is

neither a trait nor a variable, nor ...some subterranean ‘stream of

consciousness.” It is ...the kind we encounter ... when a person

prefaces his remarks with ‘As far as I'm concerned ...” or ‘In my

opinion...,” ... it is the explicit intent of @ technique to allow a

person to express "his subjectivity gperantly, modelling it in some

manner as a Q sort. It remains /is viewpoint” (si) (p.46, emphasis

in the original).
Subjectivity described in this manner raises two important points. Firstly, subjectivity
is ogperant. 'To describe subjectivity as operant is to remove any mental or inner
experience connotation attached to the term. It suggests that subjectivity is amenable
to being communicated or expressed naturally such as when we silently talk to
ourselves or speak to others in public (Wolf 2010; McKeown and Thomas 2013). In
Q, subjectivity is modelled and becomes amenable to observation via Q-sorting. In a
Q-sorting task, the participants are given ‘collections of statements, usually
verbal...upon which a person projects feeling’ (Stephenson 1982). Here the parameters
of subjectivity are defined by its impact on the elements of a topic of interest. The
person’s subjective communication about the topic is preserved because it is expressed
from a self-referent position. The response to each statement is always from the
standpoint of the individual in such a way that the person is saying, ‘I am giving an
opinion from y viewpoint and not yours.” In summary, subjectivity understood as
point-of-view refers to:

‘the first person perspective [existing as| ... a current outlook or

positioning relative to some aspect of their immediate environment

(a circumstance perhaps, an event, or some other object of

enquiry)...and takes a defined form only in the moment of

relationship between a subject and its object, between the knower
and the known, observer and observed” (Watts 2011 p.40).

The links between research methodology and theoretical framework of the study can
now be specified. The definition of viewpoint above resonates with the concept of

‘stance triangle’ (DuBois 2007) and ‘representational triad’ (Bauer and Gaskell 1999)
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discussed in Section 3.3.3, pp.73-77. These two concepts help clarify the notion of a
‘shared viewpoint’ as the more or less similar stance position of persons (e.g. Subject-
1 and Subject-2) towards a social phenomenon (Object). In a stance triangle, the
evaluative opinion of Subject-1 towards Object produces a position that may or may
not align with Subject-2. The idea of a representational triad argues that meaning is
socially constructed such that the way in which Subject-1 defines the Object always

implies an actual or imagined ‘other’ (Subject-2).

These ideas are reflected in a Q-sorting task. In the study, the participant-seafarer is
engaged in an instance of sensemaking by considering a range of working life issues.
The participant’s positive or negative opinion on each stimulus statement is a stance-
taking act. The overall arrangement of statements on the response grid organises these
opinions in relation to one another and configures them according to the participant’s
system of relevance — some issues are more personally relevant or significant than
others. Through this series and systematic stance-taking acts the participant constructs
meaning to a set of experiences which involves considering others, whether imagined
or real. Taking all the stances on issues together, the completed Q-sort captures the
individual’s point-of-view at that moment. Since the participants sorted the same set
of statements about work and life of cruise sector seafarers, it is possible to compare
not only their opinion on specific issues but more importantly the overall patterning
of statements that reflect holistic perspectives. Participants who have Q-sorts that are
more or less the same in terms of the pattern of statements can be described as a group
defined by ‘similar’ perspective on the topic of discussion. We can then make the
transition from talking about ndiidnal representations (Q-sorts) to  social
representations of working lives (factor/work-views). The groups of highly correlated
Q-sorts may be interpreted as distinct social representations of work and life of cruise
ship workers. They are social or shared ‘insofar as they retain a sense of the collective

existing across individual minds’ (Sammut 2015 p.106) of the participants.
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4.2 Steps in Conducting a Q-study
Table 10 Q-methodology as a mixed research approach

Phase: Pre-study | Design: QUAL — quan
1. Formulating the research question
2. Selecting a sample of opinion statements (Q-set) that reflects the
diversity of the population of statements (concourse)
3. Pilot testing of research tools
Phase: Main study: Data collection | Design: QUAN — qual
4. Selecting the person sample (P-set)
5. Collecting Q-sorts and conducting interviews
Phase: Main study: Analysis and Interpretation \ Design: QUAN — QUAL
0. Correlating and factor analysing Q-sorts to identify groups of individuals
who have a shared viewpoint (Q-factors)
7. Identifying similarities and differences between the weighted average Q-
sort (factor array) of the groups
8. Characterising the structure of a shared viewpoint by integrating data
from factor array and interviews
9. Summarising a shared viewpoint narratively
Note: Quan = Quantitative, Qual = Qualitative

Guidelines (e.g. Brown 1980; Watts and Stenner 2012; McKeown and Thomas 2013)
introducing Q method research outline several distinct steps such as identifying and
sampling the concourse, Q-sorting, selecting participants, statistical analysis of data,
and interpreting the factors. Q is often mistaken as an exclusively quantitative research
approach because of its use of Q-sorts and factor analysis. However, the qualitative
features of the approach such as the construction of concourse, selection of items for
Q-set and narrative interpretation of factor arrays are as important as the quantitative
aspects (Shemmings and Ellingsen 2012). Q is one example of innovative research
approaches that moves beyond the traditional methodological divide (Krivokapic-
Skoko and O’Neill 2011). Q maintains its ‘qualiquantological’ (Stenner and Stainton-
Rogers 2004; Ramlo 2016) or ‘mixed research’ framework throughout the research

process — from formulation to planning and implementation.
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The term mixed research? refers to ‘the class of research where the researcher mixes
or combines quantitative and qualitative research techniques, methods, approaches,
concepts or language into a single study’ (Johnson and Onwuegbuzie 2004 p.17). To
appreciate Q as a mixed research approach, Table 10 subsumes the major steps in
conducting a Q-study within broad phases of a research process and its associated
mixed research design. Swedberg suggests that social research has two phases: a ‘pre-
study’ which involves ‘an early and preliminary, yet intense, confrontation with data’
(Swedberg 2014 p.25) and a ‘main study’ where research design is implemented and
data is collected to answer the central research question. In Table 10, an ‘analysis and
interpretation’ phase is separated to show a different emphasis of mixing in terms of
data analysis and in relation to the eatlier phases. Using Leech and Onwuegbuzie’s
typology of mixed research designs, the steps involved in a Q-study can be described
as illustrating a ‘fully mixed sequential dominant status design’. This means (i) that the
study ‘mixes qualitative and quantitative research...across the stages of the research
process’; (i) that ‘the quantitative and qualitative phases occur sequentially’; and (iii)
that ‘either the quantitative or the qualitative phase is given more weight’ (Leech and

Onwuegbuzie 2009 p.271).

The pre-study phase of Q-method research is qualitatively-driven (QUAL — quan). It
involves a comprehensive engagement with different forms of qualitative data to
estimate and develop the flow of discussion about the topic. The quantitative
component of pre-study involves selecting the sample statements that will be used in
the QQ-sorting task. In the main study’s data collection phase, quantitative method is
more dominant than the qualitative method (QUAN — qual). Here, data collection is
driven by the Q-sorting task of the participants. Each person is asked to rank-order
the sample statements along an 11-point continuum (from -5, most disagree to +5,
most agree) fixed grid. In this phase, the post-sorting interview is an important but a

non-dominant method of data collection compared to the quantitative data of Q-sorts

25 Some scholars (e.g. Johnson et al. 2007; Onwuegbuzie 2012) prefer the term ‘mixed research’ over ‘mixed

methods research’ because the mixing sometimes involves not just #ethods such as in this study.
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(QUAN — qual). In the analysis and interpretation phase, the qualitative mode of
interpretation has an equal dominant status with the quantitative results from
correlation and by-person factor analysis of Q-sorts (QUAN — QUAL). The structure
of a shared viewpoint contained in the weighted average Q-sort of the groups identified
is revealed using abductive logic and is illustrated using extracts from the interview. To
further substantiate the mixed research character of Q, the next subsections clarify and
discuss these research steps within the context of a study on the social representation

of the working lives of cruise sector seafarers.

4.2.1 Developing a Q-set from a Concourse
Selecting a topic

A Q-study begins by identifying a subjective topic that generates a range of different
views. For example, we could expect that cruise sector seafarers may have different
ways of representing their work experience. The subjective dimension of this process
can be operationalised by asking, “‘What working life issues may help illustrate how
cruise sector seafarers make sense of employment experience in relation to the wider
context of their lives? This question is consistent with the social representation
approach because it explores ‘a system of opinion, knowledge and beliefs” (Rateau et

al. 2011 p.478) about a topic.

Assembling a concourse

However, before any opinion can be articulated, the various aspects of ‘employment
experience’ on-board cruise ships and the ‘wider life’ need to be explicitly identified
first. This begins by assembling a concourse for a given topic. By definition, the
concourse ‘consists of all that has been or might be said as a matter of subjective
communicability’ (Brown et al. 2014, p.6), in short the volume of discussion around a
topic. The universe of (usually) verbal statements for any given topic is infinite because
people depending on their interests can have innumerable statements about something.
Instead of simply collecting informational/factual statements, the objective is to gather

statements that offer ‘conversational possibilities’ (Stephenson 1986, p.44) about the
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working lives of cruise sector seafarers. Usually, researchers collect these opinion
statements from interviews with relevant ‘experts’, published academic literature, and

any other source that discusses the topic.

Table 11 Distribution of concourse/Q-set statements by data source

Concourse Pilot Final
Source Statements Q-set Q-set
n % n % n %

Interview 105 23.0 17 35.4 18 37.5
Video 219 479 11 22.9 11 22.9
Websites 64 14.0 4 8.3 4 8.3
Literature 69 15.1 16 33.3 15 31.3
457 100.0 48 100.0 48 100.0

In the present study, concourse statements were obtained from four sources. See
Table 11 above for a brief list and Appendix-5 (p.273-276) and Appendix-6 (p.277-
280) for examples.

Fourteen cruise sector seafarers were interviewed, individually and by group, during
initial fieldwork in Manila from September to December 2013. Some were recruited
through personal contacts but most were met at the office of the Maritime Industry
Authority (MARINA) with the help of a colleague at Cardiff University who works for
MARINA. All of the interviewees previously worked as hotel staff on a cruise ship.
The interview revolved around several topics including: (a) circumstances prior to
cruise ship employment, (b) typical working day on-board, (c) similarities and
differences between their previously held land-based job and current sea-based job, (d)
temporary employment, (e) life when off contract, (f) their travels, and (g) the
challenges or problems they encountered. Since I, the researcher, had no ship-related
experience these interviews served to provide background knowledge about the work

and life of seafarers on-board cruise ships.

To visualise life at sea and to gather concourse statements, the researcher watched
various documentaries about the cruise ship industry and the life of cruise ship
workers, promotional videos about work on-board, along with seafarer-made videos

of everyday experiences. Different cruise-related websites (e.g. crewing agencies) and
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Facebook pages were visited to source potential issues of conversation. Finally,
concourse statements were collected from previous studies about work identity
(Adams et al. 2010; Bothma 2011), seafarers in general (Lamvik 2012; Swift 2010;
Sampson 2013) and cruise ship workers in particular (Chin 2008a).

Opverall, the study concourse was composed of 457 statements. Almost half of the
statements were derived from videos, 23% from the interviews, 15% from academic
literature and 14% from websites (Table 11). The statements collected from these
sources can on their own be a data corpus for a qualitative study. Given their form
(interview, video, website and webpage comments) it is possible and acceptable to
apply appropriate qualitative data analytic techniques (see Leech and Onwuegbuzie
2007; 2008) to interrogate the data and make claims about social representations of
work on cruise ships. However, it is important to clarify that the main task of
generating a concourse is neither to provide data for the ‘main study’ nor to present a
final analysis of initial data. The objective is to develop the Q-set as a research tool that
will allow participants to model an individual point-of-view in a way that is amenable

to mapping discourses about work and life of cruise sector seafarers.

The subjective communication on any given topic is theoretically infinite and
continually expanding (Stephenson 1986; Brown and Good 2010). The several
hundred statements collected were typical of most Q-studies and were only an
empirical estimation of that universe of discussion. The researcher can continue to
build the concourse only ‘to the extent possible’ (Brown et al. 2008 p.723) given the
limits of time/energy and the subjective assessment of whether data saturation in terms
of depth and breadth of opinions was achieved (Paige and Morin 2016). This was the
reason why multiple data sources were used in this study to ‘populate’ the concourse.
The relative volume of statements (48%) collected from documentaries and other
cruise ship-related videos indicates the usefulness of online and publicly available

videos in capturing the different aspects of the topic. Admittedly, there are other
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possible sources that can be tapped to form the concourse in future studies®.
Nevertheless, the 457 statements provided a working collection from which the Q-set

could be constructed.

Developing a Q-set

The next step in a Q-study is to draw a representative sample, called the Q-set, from
the population of statements. Again in Q, the concourse statements comprise the
population and the persons are the variables. In surveys, the person sample is randomly
selected but in a Q-study, the Q-set is strategically selected to reflect the complexity
and diversity of opinions contained in the concourse. To systematically represent the
elements of the concourse the researcher proceeds ‘by breaking down the relevant
subject matter into a series of component themes’ (Watts and Stenner 2012 p.59) based
on theoretical or practical considerations. In the present study, the concourse
statements were reviewed using thematic analysis (Attride-Stirling 2001; Braun and
Clarke 2006; 2013). This resulted in 23 themes that fell under ‘individual’, ‘socio-
cultural’, ‘organisational’, ‘occupational’ and ‘other work-related” dimensions. The
results of this preliminary thematic analysis appear in Appendix 3, pp.255-271. The
cruise-related empirical literature reviewed in Chapter Three provided a useful
conceptual framework for the selection of statements: that employees’ subjective
perception and representation of work experience are ongoing processes defined by
the interaction of ‘prior” work orientation and ‘the objective features of the work
situation’ (Beynon and Blackburn 1972 p.157). The seafarers’ series of temporary
employment contracts on-board cruise ships introduces a time orientation to their

working lives, albeit fragmentary. This gave the idea of clustering the themes identified

26 For example, I became aware of a discussion thread in Reddit.com [Available at: https://goo.gl/cK2D93

accessed on 11 February 2017] which asked the question, ‘What is it really like to work and live on a cruise ship?’
As of writing the thread has received more than 13,000 comments. Within a month of posting an article
(Hoeller 2016) had already been written about it complete with a summary of key responses. This can be a
valuable publicly-available resource to encounter the range of opinions and issues concerning the working

lives of seafarers on-board cruise ships.
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according to their social (i.e. whether the opinion statement is an organisational,
occupational or a non-work issue) and temporal (i.e. whether the issue happens before,

during or after the seafarer’s employment on-board cruise ship) dimensions (see

Appendix 4, p.272).

In the study, a sample of 48 statements formed the pilot Q-set (see Appendix 5,
pp.273-276). The task of the researcher during this stage is to make sure that the Q-set
is ‘few’ enough for the participants to feasibly arrange on the response board and
‘numerous’ enough to capture the elements of the concourse (Brown et al. 2008). The

Q-set in most QQ-studies ranges from 40 to 80 items (Watts and Stenner 2012).

Table 11 (p.88) shows that out of 48 statements, 35% were from the background
interviews, 33% were from academic literature and the remainder were from online
videos and comments. This initial Q-set was pilot tested and subsequently revised (see
next subsection). Table 12 below shows a 3 x 3 matrix describing how statements in
the final Q-set relate to the socio-temporal frame on working life issues introduced in

the previous chapter (see Appendix 4 in p.272 for a list of statements within each cell).

In general, the ‘occupation’ dimension covered issues related to pre-requisites for
employment, job tasks and job reward. The ‘organisation’ dimension delved into
attitudes towards co-workers, the company and the work setting. Finally, the ‘non-
work’ dimension referenced issues on work motivation, maintenance of family
relationships and long-term work intentions. It can be noticed that the majority of the
statements related to the work situation (i.e. occupation and organisation) (73%) and
were experienced ‘during’ their time on-board (52%). The rationale for this was
obvious: to bring the seafarers into an ‘instance of sensemaking’” (Weick 1995) about
their working lives, it seems natural that their time on-board should be given
prominence in the range of ‘conversational possibilities’ (Stephenson 1986) whilst

recognising the relevance of ‘before’ and ‘after’ ‘non-work’ dimensions.
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Table 12 Distribution of statements in the final Q-set statements by social and

temporal dimension

Number of BEFORE DURING AFTER
statements
(percentage) 12 (25.0%) 25 (52.1%) 11 (22.9%)
OCCUPATION
3 (6.3%) 10 (20.8%) 3 (6.3%)

16 (33.3%)
ORGANISATION

4 (8.3%) 13 (27.1%) 2 (4.2%)
19 (39.6%)
NON-WORK

5 (10.4%) 2 (4.2%) 6 (12.5%)

13 (27.1%)

4.2.2 Piloting Research Instruments

Although pilot studies are usually under-reported in both quantitative and qualitative
work (Sampson 2004), a trial run for the main study is important in testing materials
for adequacy and possible errors, outlining a research protocol, evaluating strategies
for recruiting participants and assessing potential issues in analysis and interpretation
(van Teijlinjen and Hundley 2001). Piloting research instruments can be very insightful

especially to novice users of Q-methodology, as in this study.

Pilot participants

The initial Q-set was piloted on a sample of 37 participants (Table 13). A large crewing
agency in Manila granted permission to interview cruise sector seafarers who were
processing requirements for their next contract. The researcher visited Crewing
Agency-A from 16th to 20th June 2014. The average age of participants was 34 years
where the youngest was aged 21 and the oldest 46. Twenty out of the 37 participants
were below 35 years old. On average, the pilot participants had a cumulative time at
sea of eight years. All of them were involved in service-related job positions because
Crewing Agency-A only supplies crew members for the hotel department of a cruise

fleet.
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Table 13 Summary characteristics of ‘pilot’ participants

N=37 %

Gender Female 2 5
Male 35 95

Age 20 - 24 6 16
25-29 8 22

30 - 34 6 16

35-39 8 22

40 - 44 4 10

45-50 5 14
Department Hotel 37 100
Job position Busboy/Utility 9 24
Cabin Steward/Housekeeping 8 22

Waiter/ Head waiter 7 19

Cook/Sous Chef 5 14

Bartender/supervisor 4 11

Tailor 1 2.5

Baker/Pastry 1 2.5

Provision master 1 2.5

Sommelier 1 2.5

Sea time One year 6 16
2-5 10 27

6-10 11 30

11-15 5 14

16-20 1 2.5

More than 20 4 11

Trial statistical analysis and revision of pilot Q-set

The pilot study has three purposes: (a) to check whether statements for Q-sorting are
clear and relevant to actual cruise ship workers, (b) to spot problematic phrasing, and
(c) to trial run statistical analysis/interpretation. Pilot participants commented that the
Q-set resonated actual subjective experiences. Initial statistical analysis revealed that
three shared viewpoints could be identified in the sample. The results demonstrated
the feasibility of the analysis to be undertaken and were consistent with other Q-studies

which normally report between one to seven different shared perspectives.
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Table 14 Sample of problematic phrasing

Original phrasing in pilot Q-set Revised phrasing in final Q-set

33. I learned how to converse in different | 35. I learned how to converse in different
languages  (French, German, Italian, languages because of my cruise ship job.
Spanish) while on board. I am improving
this skill up to now.

48. Ship life is not a life. It is like slavery. 48. The ship is like a prison where you have

nothing to do but work, work, work.

However, closer analysis of the relevant statements for interpretation proved to be
difficult due to problematic phrasing (Table 14; see Appendix 5, p.273 for the
complete ‘pilot” QQ-set). Several statements were too elaborate such as Statement-33
which focused on learning different languages as a result of encounters with
multinational co-workers and passengers. The identification of specific languages in
the original statement may not readily apply to all cruise sector seafarers and may
intimidate those who have only learned one international language. The second part of
Statement-33 further complicates the content by raising another issue. Statement-35
provides a simplified version that does not enumerate specific languages. A participant
who did not acquire a new language other than English and Tagalog could simply
disagree with the statement while those who learned another language at whatever level

of proficiency may simply agree with the statement.

The original phrasing of Statement-48 has a ‘troublesome qualification’ (Watts and
Stenner 2012 p.62) because of its negative expression and extreme wording. The
sentence ‘Ship life is #ot a life’ creates a ‘double negative’ should a participant give a
‘disagree’ rating. In such a case, is the participant claiming that life aboard is enjoyable?
Or is the participant supporting the idea that ship life is ‘not a life’? Furthermore,
Statement-48 also includes the term ‘slavery’ to describe life on-board. This extreme
formulation could create an unnecessary consensus among participants to disagree
with the item in principle because of its negative connotation. To address this, the

revised version likened ship life to that of a prison where one has to work all the time.



95

The revised item is no longer a double negative and presents a less extreme

formulation. Appendix 6 in p.277 shows the final and revised set statements.

Clearly, these problematic phrases could have been avoided when a more careful
assessment was done earlier in the selection of statements for the Q-set. As a novice
in the use of Q-methodology, it was difficult to give the attention to the fine details of
Q-set selection whilst at the same time coming to grips with the central concepts of
the approach, the steps involved, and the technical procedures of analysis and
interpretation. At the beginning of the fieldwork, there was really no plan for a pilot
data collection and the intention was to include the Q-sorts collected from Crewing
Agency-A as part of data for the main study. However, the problematic issues
identified in some of the statements needed to be addressed accordingly. This led to
the decision to exclude the first batch of Q-sorts (n=37) as data for the main study and
consider them as a ‘pilot study’. In general, having a 37-person sample is ‘too many’
especially using Q’s standard (see next subsection). Whilst it may seem costly to discard
a substantial amount of quantitative data from the pilot participants there were also
some benefits. A more effective Q-set and less problematic interpretation of results
was more likely once the errors had been spotted and corrected. Had these mistakes
been discovered later in the study (i.e. after collecting 99 Q-sorts and returning to
Cardiff) then the situation would have been devastating should it have proven
necessary to collect the data all over again. Practically, the trial statistical analysis
enabled the researcher to learn the mechanics of a companion software ahead of final
data collection and better placed the study by allowing more time to be devoted to the
interpretation of the results. Finally, the efforts of the pilot participants were not
wasted completely because this afforded the collection of 255 minutes of interview
data to complement the interview data provided by the final set of participants.
Interview data from the pilot study remained valuable as additional qualitative data

useful for illustration in later analysis (Bazeley 2013).

Having completed the steps involved in the pre-study, the focus of the next four

subsections are the steps taken in the ‘main study phase’. This includes selecting the
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study participants, collecting data through Q-sorts and interviews, conducting

statistical and qualitative data analysis, and interpreting shared perspectives.

4.2.3 Selecting the Person Sample (P-set)

The sample of participants in a Q-study is called the P-set. In the study, criterion and
convenience sampling schemes were used to recruit participants (Collins et al. 2007).
A seafarer may be recruited to participate provided he or she has worked in either the
hotel or marine department of a cruise ship for at least one full contract. Participants
for the main study phase (N=99) were recruited from two crewing agencies (n=75),

the MARINA (n=9) and personal contacts (n=15).

The select characteristics of the person sample are summarised in Table 15. The
sample was less diverse in terms of gender as 88% of the participants were male. All
of the 12 female participants were hotel staff. The ages of participants ranged from 23
to 54 years with an average age of 34 years. The participants’ accumulated time at sea

ranged from one to 22 years with an average employment service of eight years.

Table 15 Summary characteristics of ‘main study’ participants

N=99 %
Source of access Crewing Agency B 59 59.6
Crewing Agency C 16 16.2

MARINA 9 9.1
Personal 15 15.2

Gender Female 12 12
Male 87 88

Age 20 - 24 8 8
25-29 23 23

30 - 34 26 26

35-39 18 18

40 - 44 14 14

45 -50 7 7

50 and above 3 3

Department Hotel 66 67

Marine 33 33
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N=99 %

Job position (at Hotel Department) (n=66)
Waiter 21 32
Bartender/cocktail waitress 11 17
Cabin Steward 10 15
Cook/Sous Chef 10 15
Storekeeper 3 5
Casino Dealer 3 5
Baker/Pastry 2 3
Busboy/Mess man 2 3
Cruise activity staff 2 3
Chief purser 1 2
Security 1 2

(at Marine Department) (n=33)
AB Otrdinary seaman 11 33
Mechanic 5 15
Carpenter 4 12
Deck Maintenance 3 9
Incinerator man 2 6
Jr Seaman 2 6
Sanitation supervisor 2 6
Electrician 1 3
Oiler 1 3
Plumber 1 3
Radio operator 1 3
Sea time One year 11 1
2-5 27 27
6-10 32 32
11-15 20 20
16 -20 6 6
More than 20 3 3

Two-thirds of the overall sample (67%) were working at the hotel department as
waiters, cabin stewards, bartenders, cooks, bakers, casino dealers or storekeeper. The
other one-third (33%) were marine crew working as mechanics, plumbers,
upholsterers, oilers, radio operators or AB seamen. The department and gender
characteristics of the study sample were more or less reflective of the general profile
of the global cruise ship industry. The SIRC World Cruise Survey in 2000 (Alderton et
al. 2004; Wu 2005) showed that 81% of study participants were males whilst 19% were
females; and that 85% of the sample were hotel staff whilst 15% were marine crew.
The greater number of hotel staff in the present study reflected the statistics on Filipino
seafarers presented in Section 2.3.1, pp.35-39. According to POEA (2015) data, being

a waiter/waitress is among the top ten job positions occupied by Filipino seafaters.
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Whilst the study sample has some semblance of what may be expected in the ‘larger
population’ it must be emphasised that statistical generalisation was not the objective
and therefore the sample of participants does not need to be representative of the
characteristics of the larger population (age, gender, job position etc.) (McKeown and
Thomas 2013). There was however a conscious attempt to attain variation in the non-
random sample by adding more participants who were available and met the minimum
criteria of completing a six-month contract on a cruise ship. Heterogeneity in the
respondent pool is important if the objective is generalisation about shared attitudes
among a group of people (Thomas and Baas 1993). The more diverse the person
sample the greater the likelihood that the shared discourses identified in later analysis
are comprehensive (Dryzek and Holmes 2004). These discourses of attitudes identified
in the sample of participants are by no means exhaustive but we can be confident that

they are present in the wider population (Brown 1980) of cruise sector seafarers.

In general, Q-studies only require ‘a small sample of participants usually less than the
number of items in a Q-set’ (Watts and Stenner 2012, p.73). For example given a Q-
set of 48 statements, adequate analysis may be carried out by collecting Q-sorts from
say 40 participants. The small non-random sample is acceptable because generalisation
is on the level of discourse (substantive inference) and not population (statistical
inference). A number of (Q-studies have been successfully conducted with 20
participants or less (e.g. Jordan et al. 2005; Ramlo and Newman 2010; de Guzman et
al. 2011). However, this sample size guideline has not prevented other researchers in
conducting Q-studies with samples of more than 100 participants (Millward 1995;
Stenner et al. 2006; Weber et al. 2008; Franz et al. 2013) particularly if they are after
survey-like bivariate/multivatiate statistical analysis such as identifying demographic
correlates or reporting population distribution of opinions. The sample size may also
be increased if the researcher had reason to believe that other shared perspectives exists

but were not accounted for in the initial sample (McKeown and Thomas 2013).

In total, six crewing agencies were contacted in the course of a six-month period of
tieldwork between April and September 2014 but only three eventually granted access.

To negotiate access, each agency was sent a letter introducing the study and requesting
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permission to interview participants from their pool of seafarers. Despite repeated
personal visits to follow up and the initial verbal granting of approval from an agency’s
‘decision makers’, access to three other crewing agencies did not materialise. This
however did not affect the final sample as a substantial number of participants (N=99)
was still obtained. The 15 participants accessed through personal contacts and visited
in their homes were mostly from the towns of Paete and Famy in Laguna. Llaguna is a
large province of origin of OFWs?7, particularly of seafarers. Paete and Famy are about

four and six hours away from Manila, respectively.

Crewing agencies B and C were the local partners of the two biggest cruise line holding
companies. Fifty-nine of 99 participants were recruited through Crewing Agency-B
whilst 16 were from Crewing Agency-C. I was introduced to the president of the
crewing company through the wife of my former university supervisor. She heads a
non-governmental organisation for OFWSs. As already described, I had access to
MARINA through a friend and fellow PhD student at Cardiff, who subsequently
became chief of staff of the administrator. Whilst at MARINA looking for ‘chance
interviewees’ I was approached by a staff member who had become accustomed to my
presence in the office and aware of the study. She was kind enough to refer me to her
contact at Crewing Agency-C. Although there are hundreds of seafarers who visit
MARINA every day, they are mostly ‘traditional’ seafarers working aboard merchant
vessels (container, bulk carrier, tanker, etc.) and the likelihood of interviewing cruise

sector seafarers is low. Only nine participants were accessed through MARINA.

There were advantages of recruiting participants through crewing agencies. A good
number of cruise sector seafarers can be interviewed within the day, more so than
visiting one household at a time. Gathering data whilst in an office space facilitated the
gathering of QQ-sorts from two persons simultaneously since there were two sets of

materials available. By contrast, participants who were accessed through snowball

27 Region IV-A, where Laguna province is located, is the single largest migrant-sending region in the

Philippines. About 18% of all Filipino migrant contract workers in 2015 came from this region (PSA 2015).



100

sampling allowed for the collection of more in-depth qualitative data. In comparison,
there was a ‘luxury of time’ for story-telling after Q-sorting was completed for those
visited in their households. On average, the interview session in home visits lasted for

1.5 houts.

The networked recruitment of participants (Josselson 2013) through intermediaries, or
linking contacts in accessing the institutions and enlisting people to the study (Flick
2009), illustrate the importance of ‘strong’ and ‘weak’ ties (Granovetter 1973). My
strong ties to colleagues facilitated access to MARINA and Crewing Agency-B. The
cruise fleet manager in Crewing Agency-B readily accommodated my presence in their
office because of a ‘direct recommendation’ from the CEO. This would not have been
possible without the personal introduction from a ‘strong tie’ (executive director of an
NGO and wife of undergraduate supervisor). Home visits in Paete and Famy became
possible through three friends who lived in the same area and introduced me to
potential participants. In these instances, participants were more receptive to
participation when the researcher was introduced by somebody they knew. The
rapport I have developed with a MARINA staff member can be described as a ‘weak
tie’ but became very valuable in accessing Crewing Agency-C. The failure of access to

the other crewing agencies contacted can be attributed to ‘absent ties’.

4.2.4 Administering Q-sorts, Collecting Interviews

The Procedure

The next step in the ‘main study’ phase was the actual data collection via Q-sorting and
interviews. The participant receives a brief introduction to both the researcher and the

study and is then presented with the Q-sort materials (Figure 12 and Figure 13)
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Figure 12 Materials for a Q-sorting task

Figure 13 Participants completing a Q-sort
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The condition of instruction is then announced:

O Think about your own knowledge and experiences of
working on a cruise ship.

O Read each of the cards and separate them according
to your opinion.

O Do you agree, disagree or unsure about the content of
the statement?

0—0—0 00 o000 0
dis n =

ent

e | |
_ .
_ .

_ .
_ .

lsipin ang iyong karanasan ng pagtatrabaho sa
’ cruise ship. Isaayns ang mga pahayag ha nasa
STUDY NUMBER card ayon sa kung ikaw ay sumasang-ayon o

& hindi sumasang-ayon sa nilalaman nito.

NAME

Figure 14 Empty response board

The instruction to ‘think about your own knowledge and experiences’ when giving
opinion ratings is anchored in the principle of self-reference discussed earlier (see
Section 4.1.2, pp.81-84). The participant silently reads each card and expresses a
provisional opinion by placing the cards into the three appropriately-labelled

containers: agree, disagree, unsure (Figure 12).

Once the cards are grouped, the participant rates the statements relative to each other
and arranges them on a fixed quasi-normal distribution grid ranging from -5 (most
disagreement) to +5 (most agreement) (Figure 14). The participants are directed to
different areas of an unpopulated response board so that they can visualise what is

expected. They are reminded that the higher the rating score, the greater the weight of
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their opinion. They usually start with the ‘agree’ or ‘disagree’ receptacle, whichever has
fewer cards. Beginning with the ‘disagree cards’, for example, the participant selects
the two cards they disagree with the most and place them under column ‘-5’. The
participant then selects the next three cards they disagree with the most from the
remaining disagree cards and place them under column ‘-4’. Participants are reminded
to follow the shape of the Q-board when laying out the cards. The same procedures

are applied to the ‘agree cards’ and the ‘unsure cards’ are laid out last.

Figure 15 A completed Q-sort

Once a Q-sort is completed (Figure 15), the participant is asked to comment on the
cards placed on both ends of the Q-grid (4 and *5). Presumably, these cards dealt
with the ‘front and ‘centre’ concerns of their working lives. These are the issues they
felt most strongly about. The brief interview is an opportunity to explore the
participant’s rationale behind their opinion on these working life issues. The
participants’ opinion on each statement and its defined placement/rating on the Q-
sort are ‘laced with reasoning’ (Brown 2017). The post-sorting interview is a continuing
expression of the same attitude and logic that are in operation during the sorting task.

The general question format is:

You placed card no. ____ under the column +5 which means
that you MOST STRONGLY AGREE to this statement relative to
the rest of the cards. Can you tell me the reason for this?
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The participant normally responds by explaining their reasoning behind a card
placement. In some instances, they elaborate by relating a personal experience that
captures the essence of their stance. If the response has the potential to be developed
into a story of personal experience, a narrative-pointed question (Wengraf 2011) is

asked such as:

“You mentioned . Can you tell me an instance where
occurred? How did it all happen?”
This facilitated the gathering of complementary qualitative data useful in later analysis
and interpretation. By the end of each session two forms of data are collected from
each person: a photo of a completed Q-sort and an audio-recording of a brief

conversation.

Reception and Reflection

It can now be seen that Q-sorts and interviews comprise the data corpus upon which
the different social representations of the working lives of cruise sector seafarers may
be mapped. Before moving further into the area of data analysis, it is essential to
address the four most common criticisms that are raised in relation to the mechanics
and principles of the Q-sort method (e.g. Kampen and Tamas 2014; versus Brown et

al. 2015).

(a) Sorting a set of 48 cards is an overwhelming task for participants. Even though it was
the first time any of the participants had ever encountered QQ-sorting, the
activity received a positive welcome. Some of the pilot participants found the
sorting task easy (see Bobby’s comment in Table 16) because they could relate
to the issues described. Although the task was formally stated as Q-sorting,
participants found it easier to grasp the idea if it were described as a ‘survey’
(e.g. Mark). For them, the Q-sorting felt like a survey because they were rating
statements. The only difference was that they were moving and placing cards
on a chart instead of choosing a rating score as for instance in a Likert scale.
For others, the novel approach of sorting cards was quite overwhelming

especially after mentioning that there were 48 cards to be placed on the
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response grid. They (e.g. Joe and Andrew) soon realised that Q-sorting became
clearer and easier as they continued. Participants were reassured that the
statements were all written in Tagalog so they would be able to understand the
content quickly, and that other participants had completed the task in 20
minutes on average. None of the participants decided to discontinue the task,

either in the pilot or in the main study.

Table 16 How did you find the Q-sorting activity?

Positive | | am able to differentiate what is right among the statements. The
situations mentioned in the statements are actually happening on
the ship - they are realistic. [Bobby]

It is good that there are surveys like this so that we know what
seamen think. All that we do and experience on board are in these
cards. [Matk]

It is not difficult because | can understand what it is contained in
these cards. It happens. If you don’t have any experience, you won’t
be able to understand what is written. [Wilson]

Negative | | felt confused at the beginning. | thought the cards were many.

[Rowel]

It is a little bit confusing but went fine when | started placing the
cards on the chart. [Joc]

| found it a little bit hard to understand the statement but it went OK.
[Andrew]

(b) The fixced distribution grid is too limiting a tool to reveal viewpoints as a whole. It is essential
to remember that Q-sorting involves modified rank ordering of the statements. The
first round is a provisional grouping of card into piles of ‘agree’, ‘disagree’ and ‘unsure’.
The second round is the arranging of cards in each pile according to the strength of
opinion and placing a fixed number of cards under each column in the response grid.
The procedure is indeed structured but it is far from being restrictive as there is ‘ample
opportunity for individual differences’ (Brown 1980 p.267). For example, there are

billions of unique possible combinations®® just to initially sort a 48-item Q-set into

28 Given a 48-item Q-set, there are approximately 1.355X10%! ways to group the cards into three piles. In

2017, the world population is estimated at 7.5 billion. This means that there are more than 180 billion times
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three piles of ‘agree’, ‘disagree’ or ‘neutral’ with exactly 16 cards each for the first stage
of sorting. If a participant proceeded to use the three piles of 16 cards each and start
sorting them according to a quasi-normal grid then an even more numerous sets of

option? of configuring the set are available to the participant.

More than providing an endless variety of possible viewpoints there are theoretical and
practical reasons behind the use of fixed quasi-normal response grids. The shape
follows the normal curve; that is, most of the items cluster towards the middle with
fewer items at each ends. Certain traits such as the height and intelligence of a given
population tend to be normally distributed when arranged in an array. In the same way,
when we sort a ‘relatively large’ number of cards into an ordered array of
agreement/disagreement we could expect that this too will follow a bell-shaped
distribution (Brown et al. 2008; Watts and Stenner 2012). The modified rank-ordering
procedure provides a context for participant’s opinions as they are modelled in Gestalt
form. As Laswell (1948 p.218) put it: “The meaning of any detail depends upon the
relation to the whole context in which it is a part’. The use of a fixed distribution is
also practical because it facilitates an effective means of capturing overall stance and a
more explicit procedure in comparing Q-sorts of participants (Watts and Stenner
2012). By following an approximately normal rank ordering, the values behind placing
certain cards at the periphery of the distribution (and not the centre) render it visible

for analysis.

Although the quasi normal grid has become the standard choice in Q-studies, it is
important to mention that participants may be allowed to provide a Q-sort of any
shape (e.g. one long ordered array from 1 to N or a free distribution with any number

of cards under each column) because the results of later factor analysis are not affected

as many ways to break the 48-item Q-set than there are people on earth. Calculations of possible

combinations are not shown but for a sample see Brown 1980 pp.265-267

29 There will be 1.541x10%3 ways of configuring the three piles of 16 cards each on the response board.

Again, that is about 2.055%10*® more ways to complete a Q-sort than the total world population.
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by the shape of the distribution (Brown 1980 pp.288-289). Whilst it may seem that a
free distribution allows participants ‘more freedom’ what really happens is that they
are ‘making a whole load of extra decisions they don’t need to make and that make no
difference at all’ (Watts and Stenner 2012 p.78) to the results of the study. For these
reasons, the fixed quasi normal distribution grid is more beneficial for both the

participants and the researcher.

(¢) The Q-sort is not really the participants’ own representation because the statements used were not
theirs. One downside of using a Q-sort as a tool to model a seafarer’s viewpoint on
working life is that it is a ‘synthetic’ representation as compared with a more natural
and extemporaneous telling of ‘lived experiences’ obtained during in-depth interviews.
The Q-set is also initially seen as ‘artificial’ as it is ‘researcher-selected’. It will be
recalled that the Q-set was strategically sampled from the large concourse by first
thematically analysing the collection and then choosing statements according to social
dimensions (occupation, organisation, non-work) and time orientation (before, during
and after) of cruise ship employment (see Section 4.2.1, pp. 87-92). This was done to
create a set that was more or less representative of the variety of opinions in the
concourse. Whilst the selection of statements is indeed the decision of the researcher,
this ‘does not predetermine the outcomes, nor does it depend on the conventional
issues of validity” (Durning and Brown 2007 p.542). The task of arranging the cards
onto the response board remains to be the role of the participant. The Q-sort is the
participant’s own representation because the classification and ranking processes are
done from his or her point-of-view (see Section 4.1.2, pp.81-84) on principle of self-
reference). The researcher has no control over that. Moreover, a shared viewpoint
cannot emerge in later analysis unless a minimum of two participants sort the items in
more or less similar ways (Stainton-Rogers 1991; Kitzinger 1999). In other words, there
are ‘group-level’ viewpoints that may be systematically identified, described and
constructed from the individuals who hold relatively the same perspective given the

range of issues presented.

(d) The post-sorting interview provides very thin qualitative data as opposed to other interviewing styles.

In a post-sorting interview the pressures associated with extempore stories of personal
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experience are reduced. Schiitze (2008) explained that the story participants give in a
narrative interview is a result of the constraint to condense (‘What areas are relevant
to mention?’), the constraint to go into details (‘How much information should I
reveal?), and the constraint to close a narration (“At what point will I end my story?).
These pressures are often difficult for participants as I have experienced in an eatlier
study which used biographic-narrative interviews in researching ‘belonging” among
second generation Filipinos in London (Llangco 2013). In that study, life story
interviews proved to be a useful data collection method but some participants found
the process daunting® and insisted instead that I ask more specific questions to

jumpstart their story-telling (i.e. the constraint to condense).

In Q-sorting, the challenge of finding a starting point is resolved in at least 48 ways
through the statements on the cards. The content of each card is an ‘entrance’ to or an
‘anchor’ for the participant’s narration of a lived experience. By focusing on
cards/issues with which they have most agreement (two cards under +5) or most
disagreement (two cards under (-5), one may be confident that these issues are most
relevant from the point of view of the participant. This way the participant’s system of
relevance is prioritised over that of the researcher’s (Roper et al. 2015). The opposite
usually happens in a semi-structured interview where the session proceeds by using
questions that the researcher thinks are the most relevant to focus on. In the present
study, the responses gathered from post-sorting interviews were normally short given
the limitations of time yet they provided reasonable qualitative data to work with and
supplemented the interpretation of the structure of shared viewpoints — a claim that
will be demonstrated fully in the next two chapters. The post-sorting interview is less
naturalistic compared to traditional styles of interviewing but the prior sorting task
allows for a systematic comparison of individual and shared viewpoints (Farrimond et

al. 2010).

30 For example, the opening question used to elicit life stories of second-generation participants was: ‘Can
you please tell me the story of your life, from when you first became aware of your Filipino side up to now — all the events and

experiences that have been important to you personally.
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4.2.5 Statistical Analysis of Q-sorts
Extracting factors via correlation and by-person factor analysis

The study’s quantitative data analysis phase involves data input and statistical tests
using the PQMethod software (Schmolck 2014). In the study, correlation analysis was
performed to assess the degree of (dis)similarity across the 99 Q-sorts in the sample.
The correlation matrix was then subjected to centroid factor analysis®' followed by
varimax rotation®? to condense into few factors or natural clusters of Q-sorts which
have significant commonality in the way the cards were placed on the response grid.
Each factor may be understood to represent a shared viewpoint on the working lives
of cruise sector seafarers. By-person factor analysis can yield several acceptable
solutions composed of factors between one and seven. A factor solution may be judged

as ‘optimal’ if the following statistical and theoretical criteria are met:

a) A factor solution is good if it accounts for more than 35% of overall
variance observed in the Q-sorts gathered (Watts and Stenner 2012).

b) Given several factor solutions possible, an un-rotated factor may be
retained if it has an eigenvalue greater than 1.0. An eigenvalue is ‘indicative
of a factor’s statistical strength and explanatory power’ (Watts and Stenner

2012 p.105).

31 Although there are other types of factor analytic techniques (e.g. principal components analysis) centroid
factor analysis is the preferred and recommended factor analytic technique for Q-studies because it is not
restrictive to a just one best ‘mathematical’ solution but instead ‘leaves all possible solutions open, it allows
to legitimately explore these possibilities through rotation and enables us to defer a decision about the best
solution and the best criteria for making that decision until we have explored the data further’ (Watts and

Stenner 2012 p.99).

% Varimax is a type of factor rotation that ‘is intended to capture variation or variety in the results — that is,
to draw sharp distinctions between factors, as opposed to (say) blending them into a consensus point of
view” (Dryzek and Holmes 2002 p.28). Varimax rotation is ‘a good enough strategy’ to ‘rotate the factors
in such a way that each Q-sort is maximized on a single factor and minimized on all other factors’ thus

creating a ‘simple structure’ (Brown et al. 2008 p.737).
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9 A factor is worth reporting if it is defined by five people or more although
a factor defined by at least two people also deserves some look (Brown
1980; 2014).

d) Whilst statistical criteria are important in deciding how many factors to
retain, a final consideration is ‘interpretive plausibility’ — that the factor adds
valuable information quite different from what the other factors have

covered (Dryzek and Holmes 2004).

Considering these criteria, factor solutions composed of two, three, four, five and six
factors were trialled. All of the factor solutions tested met the statistical criteria set out
above but the most theoretically relevant was the four-factor solution. It has simple,
clear and distinct viewpoints (Webler et al. 2009). The statistical bases of this decision
to report a solution composed of four factors are summarised in Appendix 7, p.281.
All four factors had eigenvalues more than 1.0 and were each composed of more than
five defining Q-sorts. Together the four factors explained 44% of the observed
variance among the Q-sorts. The correlation coefficients between factors ranged from
0.42 to 0.67 which indicate a moderate to strong association (Linneman 2014; Dancey
and Reidy 2007). This means that factors have an imperfect but high degree of
similarity with each other. The four factors show ‘significant’ similarity yet each
denotes a distinct social representation of working lives. The small distinctions
between these viewpoints matter at the level of individuals and differences in meaning
can be examined using interview data. This was typical of Q-studies as factor analysis
was not used to identify completely uncorrelated factors but instead to search for
shared viewpoints that when examined interpretively would reveal nuances in stance

(Jeffares and Skelcher 2011).

The loading pattern of the person sample in a four-factor solution may then be

described. This measures the extent to which each Q-sort is correlated to the factor
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(Appendix 8, p.282). A significant loading® means that the Q-sort of a participant
exemplifies or is aligned with the viewpoint of that factor. Overall, 90% of participants
(89 out of 99 completed Q-sorts) showed significant loading (correlation) to at least
one of the four factors extracted. For a 48-item Q-set, the cut off for significant loading
1s 0.3723, p<0.01 (Jeffares 2013). Thirty participants showed alignment with Factor-
1; 31 for Factor-2; 38 for Factor-3; and 15 for Factor-4. Ten Q-sorts did not load
significantly to any of the four factors which means their viewpoint is not typical of

any of those identified.

A closer analysis of factor loadings shows that 24 Q-sorts were confounded or had
significant factor loading to more than one factor (see Participant-66 to 89 in
Appendix 8, p.282). Since a ‘Confounder’s’ overall stance is mixed, the Q-sort is
excluded in the computation of factor array (Watts and Stenner 2012) because they do
not help in providing a clear picture of the factor’s supposed viewpoint. A factor array
is ‘an estimate of the factor’s viewpoint...prepared via a weighted averaging of all the
individual Q-sorts that load significantly on that factor and that factor alone’ (Watts

and Stenner 2012 p.129).

In the PQMethod software, the researcher can explicitly ‘flag’/select Q-sorts with
significant loading from which the factor array of the idealised QQ-sort is computed; or
‘un-flag’/deselect confounded/non-significant Q-sorts. Note that even if the
confounders were excluded in the computation of factor array this does not affect the
reliability of any of the factors. According to Brown (2014), ‘any number of flagged Q-
sorts beyond five or six per factor is gravy and adds little to the reliability of the factor’.
Also, dropping the ‘confounders’ does not mean they are completely ignored because
their interview data remain relevant in interrogating meanings attached to evaluative

stances on issues characterising that factor.

33 These loadings vary from “-1” indicating perfect dis-alighment between a person’s Q-sort and a factor, to

“+1” which indicates perfect alignment between a Q-sort and a factor.
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A confounding Q-sort suggests that the participant, at that moment of sorting,
identifies with the perspective captured by the factors it has significant loadings on.
This is not surprising. Given two opposing views of conservative and liberal on any
debate, we can expect that there will be individuals who simultaneously assume a
conservative view on certain issues but maintain a liberal stance on certain aspects of
the debate. A case in point is Participant-78, a 40 year-old, male cabin steward who has
worked for 14 years on a cruise ship. His Q-sort is correlated with the viewpoint of
Factors-1, 2 and 4 by 17%, 14%, and 20% respectively. His individual point of view is

of course a valid stance to take but does not help to clarify viewpoint divergences.

Computing for factor array

Sixty-five Q-sorts loaded exclusively to just one of four factors and were considered
as ‘defining’ Q-sorts. Factor-1 has 16 definers whilst Factors 2, 3 and 4 have
respectively 16, 19, 23 and 7 definers (Appendix 3 and 4). Having identified the
‘exclusive contributors’ for each factor, an idealised Q-sort which estimates the
viewpoint structure can now be calculated. An idealised Q-sort denotes a hypothetical
Q-sort that has a loading of ‘1.0” on that factor and zero on any other factor. It is
computed via a weighted averaging of the defining Q-sorts for a factor (Watts and
Stenner 2012). Whilst the idealised Q-sort is computed from the definers, no one
among them has an exactly similar sorting pattern to the idealised Q-sort. This array
of rating scores per factor (see Appendix 9 in p.285 for factor arrays and Appendix
10 in p.288 for idealised Q-sorts) is the most significant output in a Q-study because
it is the basis for comparing the structure of shared viewpoints and highlighting their
areas of consensus and conflict. For example, Participant-1 has a loading of 0.6627 on
Factor-1. This means that his Q-sort is 39% similar3* to (or 61% unlike) the idealised

Q-sort/factor array of Factor-1.

34 This measure can be arrived at by squaring the factor loading,.
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4.2.6 Interpreting Shared Viewpoints

The final step in a Q-study is a qualitatively-driven interpretation. The interpretation
of factor array as shared viewpoint is a form of social representation insofar as it
presents an account of experience as expressed in terms of views/stance/opinion on
issues. To keep the interpretation holistic, the researcher pays attention to the ‘entire
item configuration’ of factor arrays to reveal and explain the shared point-of-view as a
whole. By examining the inter-relationship of opinions contained within an idealised
Q-sort the structure of shared viewpoint of the people who loaded highly on that
factor, and hence a social representation, can be revealed. Since the Q-set statements
are about issues of working lives and the factor array of an idealised Q-sort represents
shared viewpoints of a group of participants, the term ‘work-view’” will be used
throughout the interpretation phase. The term signals the shift from quantitative
analysis to a qualitative interpretation. After the structure of a work-view is understood,
a secondary objective to interpretation is the comparison of the similarities and

differences of the four work-views.

To facilitate systematic interpretation Watts and Stenner (2012) suggest the
construction of a ‘ctib sheet’ for each factor/work-view. This is a listing of statements
that make the perspective distinctive in relation to the other factors/work-views. A

crib sheet includes:

a) Items ranked at column +5 indicating statements they have most agreement

b) Items ranked at column -5 indicating statements they have most
disagreement

o) Items ranked lower in relevant factor array than in other factor arrays

d) Items ranked higher in relevant factor array than in other factor arrays

e) Other items that are potentially useful such as statements in the middle of

the distribution that support the opinion on statements placed at the ends

of the grid.

Crib sheet statements are starting points to understand the internal logic of a work-

view and to compare differences in opinion across work-views. Another group of
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statements that merit special attention in factor arrays are the consensus statements or
‘items whose rankings do not distinguish between any pair of factors’ (Watts and
Stenner 2012 p.218). A statement is said to be a consensus statement if the direction
of opinion (whether agree or disagree) is similar for the majority or all of the work-
views. Consensus statements are important in establishing a common ground among

the work-views. To illustrate, take the examples of statements 4 and 45 below.

Table 17 Sample statements

# Statements Factor-1 | Factor-2 | Factor-3 | Factor-4
s4 | The family I am supporting is the reason 2 +4 +5 +3
why I continue to work on a ship.
s45 | My cruise ship job is the most important -3 0 +3 0
part of my life.

We can describe Statement-4 as a consensus statement. Although the four factors
differ in magnitude of ranking (with Factor-3 expressing the strongest agreement of
+5), we can safely say that that their opinions are in alighment with each other. The
four work-views agreed that cruise sector seafarers continue to work to support a

family.

Statement-45 is about the relative importance of work as an aspect of life. Factor-1
disagreed with the statement whereas Factor-3 agreed. The two other factors/groups
were neutral in their opinion. Given these responses, statement-45 will be included in
the crib sheet for Factor-3 because it was an item ranked at column +3 and also the
highest positive rank across the four factors. Statement-45 should also be included in
the crib sheet for Factor-1 because in the idealised Q-sort for Factor-1 Statement-45

has a -4 rating, the lowest negative rating across the four factors.

The objective of working through these statements is to ‘generate a sense of the overall
story being told by the various item rankings’ (Watts and Stenner 2012 p.156). Here
we now appreciate the relevance of statement ranks in explaining the structure of a
viewpoint. If our aim is to see the ‘woods’ (i.e. the viewpoint), said Watts and Stenner,
then we first must need to see how the ‘trees’ are planted (i.e. the placement of a
statements in a factor array). Abductive logic is applied in examining the crib sheet

statements. This means exploring possible reasons why a statement is ranked in a
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particular way and what it means in relation to the rest of the opinions expressed
(Kitzinger 1999; Capdevila and Stainton-Rogers 2000). The emergent story is a
summary of what the definers are collectively saying and a form of interpretation in
itself because relevant interview responses are integrated into the construction of the
narrative. In keeping with the concept of point-of-view, the narrative illustration is told
using the first-person ‘I’ as a reminder that the work-view is ultimately held by any
individual who loads on that factor in question. A first person account also captures
the notion that a viewpoint requires a speaker who voices a stance, or a viewer who
sees life in a particular way (DuBois 2007). The device of narrative illustration is the

main mode of data display explored in the next two chapters.

To complement this narrative representation, the four factors were given descriptive
labels. Factors 1, 2, 3, and 4 can be called the ‘Good-fit’, the ‘Troubled’, the
‘Professional’, the ‘Ambivalent’ work-views respectively. The labels were assigned to
highlight the transition from quantitative factors to qualitative viewpoints. The
assigned name is an effort to encapsulate the ¢ritical theme or focus that characterises
a viewpoint in question and differentiate it from the three others. These labels,
however, should be taken with caution and should not be interpreted as way to
stereotype a particular social representation. For example, it would be inaccurate to say
that the Troubled work-view presents an entirely grim image of working life. The
‘troubled’ aspect only applies to certain dimensions of work such as difficulty of
securing contracts, problems in dealing with co-workers and unmet extrinsic benefits.
Neither does the Good-fit work-view presents a completely positive view of work on-
board cruise ships. The participants who defined Factors 1, 2 and 4 were not
necessarily ‘non-professional’ in the way they work because they did not cluster under
Factor-3 which was labelled the Professional work-view. These labels are simply

shorthand for a more holistic interpretation of viewpoints.

A final point to highlight is that data from post-sorting interviews were considered in
constructing narrative summaries and in comparing the similarities and differences
between the work-views. According to Wolf (2014), this integration of quantitative and

qualitative data in studies using QQ involves ‘a form of ongoing listening to the data,
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moving between one story and another and to weave together an understanding
consistent with the factors’. Gallagher’s card content analysis was used to
systematically integrate the interview data in the analysis and interpretation of work-
views (Gallagher 2010; Gallagher and Porock 2010). In brief, interview data were
categorised by statement responses and were thematically analysed (Braun and Clarke
20006) based on similarities and differences within an ‘agree’, ‘disagree’ or ‘neutral’
stance (See Appendix 11, p.292). These interviews were transcribed and coded in
Tagalog to capture the participant’s responses in its linguistic and cultural schema
(Carrell and Eisterhold 1983; Nishida 1999). The procedures in analysing interview
extracts were implemented using NVivo10, a qualitative data analysis software (Bazeley
and Jackson 2013). In the study, NVivo became a useful tool in coding interview
extracts into televant positive/negative opinions towards a statement and in keeping

track of the researcher’s evolving understanding of a work-view.

4.3 Methodological Reflections

Having outlined the steps in preparing for and undertaking data collection, data
analysis and interpretation, this subsection concludes the chapter with some reflections
on reflexivity and ethics. Reflexivity refers to ‘the process of critically reflecting on the
knowledge we produce, and our role in producing that knowledge’ (Braun and Clarke
2013 p.37). In particular, two types of reflexivity are discussed —and personal

epistemological.

4.3.1 Personal Reflexivity

Personal reflexivity implies a thoughtful awareness on the active role of the researcher
in shaping the different aspects of the research process (Finlay and Gough 2003; Willig
2008). Coftey challenges social researchers to acknowledge and critically reflect on the
‘full range of chosen and imposed identities, assumed during and beyond the field’
(Coftey 1999 p.36). To attend to these issues examples of how the ‘selves’ or ‘identities’

of the researcher figured in design, data collection and analysis are given.
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Firstly, the researchet’s active role was apparent in (a) assembling the concourse, (b)
selecting the QQ-set statements and (c) interpreting the weighted average Q-sort for
each factor. Although a systematic attempt has been implemented to produce a set of
statements that is balanced and representative of the volume of discussion, Q
methodologists recognise that the construction of a Q-set from a concourse is ‘more
of an art than a science’ (Brown 1980 p.186). Again, whilst the Q-set was ‘researcher-
made’ and dependent on the researcher’s skills this tool and its content do not
predetermine what viewpoints will emerge. How the statements are arranged on the
response board remain to be the sole responsibility of the participant — sorting the

cards according to their own point-of-view.

One of the common criticisms of qualitative coding is that the breaking of interview
transcripts into fragments results in the loss of context and reduces textual data to
anecdotal evidence (Bryman 2012). De-contextualised quotes are less likely in a Q-study
because the patterns of meanings contained in interview extracts are interpreted according
to the point of view of a specific group of individuals (e.g. Good-fit vs Ambivalent). The
combination of interview data and the idealised Q-sorts provide a more holistic,
contextualised and sociological interpretation than starting from fragmented, de-
contextualised, individualistic quotes. Here the interview quotes make sense only if
they are situated within a discursive frame or social representation that has emerged by
comparing the holistic patterns of Q-sorts. How the researcher interprets the
qualitative data is always moderated by the shared subjectivity that emerged through
the by-person factor analysis and vice versa. The starting point has always been the

participants’ subjectivity rather than the researcher’s own.

Secondly, the researcher’s chosen and imposed identities (Coffey 1999) were very
much evident in accessing the field and during the interviews with participants.
Interactions between the researcher and gatekeepers/linking contacts, ‘members’ of
the institutions and communities, and every participant demonstrate the ‘complicated
layering and interweaving of power relations’ (England 1994 p.84) associated with
social identities and embodiment. This implies that being a researcher (chosen identity)

was never a neutral position from the perspective of the participants or the
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agencies/offices visited. For example, whilst I did not encounter any problems with
the office staff of agencies where I interviewed participants, I was aware that not
everyone welcomed the presence of a ‘researcher’ who was “a friend/ colleague of their
superior’. This response is not surprising because every study can be seen as an
intervention in itself to the day-to-day life of an office and may be potentially disruptive
(Wolff 2004; Flick 2009). The researcher may be known to their superior but to the

staff the researcher visiting for a few days is a ‘stranger’.

Meanwhile, introductions and post-sorting interviews with participants facilitated the
production of a ‘conversational space’ (Pezalla et al. 2012) for participation and sharing
of information-rich stories. In these interviews, the researcher is indeed the instrument
(Atkinson and Hammersley 2007) who needs to be calibrated based on the
contingencies of interaction. For example, I usually introduced myself to the

participants in this way:

My name is Mark Llangco. | am currently studying at Cardiff

University in United Kingdom and my research is about

working lives of seafarers on-board cruise ship...Can | ask you

for some help by being one of the participants?
Although I was speaking Tagalog and ‘visibly’ Filipino, I felt that it was necessary to
state that I am student at a university overseas. By specifying ‘United Kingdom’ and
not ‘UK’ addresses the possible unfamiliarity of the participant as to where Cardiff is.
More importantly this information establishes the status of a ‘proper researcher’” which
in a way is a privilege because not very many can afford to study overseas. The mention
of an institutional affiliation tries to legitimise the ensuing research relationship and to
potentially increase their likelihood to participate. When asked, I told them I am
studying sociology and avoided disclosing that I am studying for a PhD so as not to
portray myself as more knowledgeable than them. Moreover, in verbalising the
question: ‘Can I ask some help from you to be one of the participants?” I am
emphasising that in this relationship, they are the ‘knowledgeable expert’ who can help

a ‘student’.
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Finally, the very method of Q-sorting has been an effective tool for personal reflexivity
in that it helped me to be aware of my own values, dispositions and point-of-view that
may colour how data are interpreted (Roper et al. 2015). For example, to explore which
work-view I am aligned with I completed a Q-sort as ‘Participant-100’. I sorted the
cards based on how I thought a ‘typical’ participant would respond to the statements.
Statistical analysis revealed that my Q-sort had significant correlations with the Good-
fit (r= 0.48) and the Troubled (r = 0.66) work-views. On reflection, the ‘confounded’
loading of my Q-sort was not surprising. The ‘Good-fit’ and the “Troubled’ work-views
broadly reflect the circulating discourses of ‘the perfect workers in a dream job’ and
‘the exploited workers on sweatships’. The interesting and unanticipated parts are the
uncovering of a ‘Professional’ and ‘Ambivalent’ work-views. This practical exercise in
reflexivity exposes the researchet’s viewpoint and guards against potential sources of

bias in the interpretation and representation of results.

4.3.1 Epistemological Reflexivity

According to Willig to be reflexive epistemologically means to ‘reflect upon the
assumptions (about the world, about knowledge) that we have made in the course of
research’ (Willig 2008 p.10). These assumptions appear most prominently in key
methodological decisions throughout the research process including formulation,
planning and implementation. To reflect on these assumptions explicitly issues of
design, data collection, and analysis which arose in the process of adopting a mixed

research approach are discussed below.

Using Newman et al.’s (2003) typology of research purposes, the goal of this study was
to contribute to a growing strand of research on the work and life of seafarers by
exploring cruise sector seafarers’ social representation of their own working lives. The
objectives were to explore and describe attitudes of a sample Filipino cruise sector
seafarers’ towards a range of occupational, organisational and non-work issues to
reveal shared and holistic viewpoints. Chapter Three showed that previous studies
have largely focused to the issues related to workers’ experience on-board ships but

less attention has been given on the issues they face before and after their temporary
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employment. There has been a tendency to view seafarers’ work and life at sea as
independent of their social contexts on shore. Bearing in mind the relevance of these
concerns to seafarers, there was a need to consider how the various aspects of their
working lives, inside and outside the ship, relate to each other. The present study was
an initial attempt to fill this gap in the literature. The focus on Filipino seafarers was
both analytical and practical. Even though cruise companies can recruit workers from
all over the world, Filipino seafarers are one of the largest groups of employees by
nationality and arguably sought-after because of a positive reputation particularly as
service workers in cruise ships’ hotel department. As a Filipino myself, the decision to

study cruise ship workers from the Philippines was a convenient and strategic choice.

A mixed methods study which combined Q-methodology and interviews was designed
to address the general research question: How do cruise ship employees from the
Philippines make sense of work issues within the broader context of their lives? Using
Collins et al.’s (2006) guideline, the rationale for the integration of quantitative and
qualitative data in this study data was ‘significance enhancement’ or to maximise the
interpretation of results. The shared and holistic viewpoints revealed through the by-
person factor analysis of Q-sorts were further supported, elaborated and illustrated by
interview extracts. In the same manner, the arguments, narratives and descriptions of
‘real-life’ examples gathered from the short and long interviews were analysed and
interpreted not on their own but in relation to the frames of reference identified
through statistical analyses (Frels and Onwuegbuzie 2013). In the first section of this
chapter, I recognised that other research designs were equally feasible but the use of
Q and interviews were warranted given the focus on shared viewpoints and social
representations. This choice of research design meant that generalisations were about
the existing work-views/social representations. The downside is that the results cannot
make claims on how these viewpoints are distributed in the larger population of cruise

sector seafarers.

Finally, it is essential to report that the project did evolve over time. Approval from
the School of Social Sciences Research Ethics Committee was given on 28% May 2013

See Appendix 12 for the letter of approval (p.293) and sample information sheet
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(p-294). The study was initially titled “I’he experience of working on cruise ships: Work identities
of Filipino cruise ship workers’. Studies of work identity or work-based self concepts
continue to be an enduring research area (e.g. Kirpal 2006; Walsh and Gordon 2008;
Bothma 2011; Lloyd et al. 2011; DeBraine 2012) despite the ‘multivalent, even
contradictory theoretical burden’ (Brubaker and Cooper 2000 p.8) attached to the
concept of ‘identity’. After a careful reading of literature on work and employment,
particularly studies of cruise ship employees, it was apparent that a better
understanding of the experience of seafarers may be arrived at by considering together
the seafarers’ immediate work situation and the wider socio-cultural settings to which
they belong (Beynon and Blackburn 1972; Watson 2012). As a consequence, I needed
to re-orient the key concepts that inform the study. Although the study has moved
away from work identities and towards social representations of working lives, the
basic focus on the experiences of cruise ship workers has remained the same. After
discussing the key concepts that frame the study and the research design, the results of
Q-sort and interview analyses are presented in the next two chapter. In particular,

Chapter Five introduces the four shared viewpoints that are identified in the data.
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CHAPTER 5

Four Shared Work-Views

Rather than formulating a monovocal account, good ... analyses
acknowledge the multiple and contested character of the interplay of
discourses by showing how different discursive representations are built
to interact with and ward off others

(Erica Burman 2003, emphasis added).

Making sense of employment experience in relation to one’s overall life varies from
person to person. There are as many representations of working lives as there are
workers. The way in which participants took a stance on each of the working life issues
in the Q-sorting task, explained reasons for such opinion and offered personal stories
to illustrate their point attest to the multitude of ways of understanding the lifeworld
of cruise sector seafarers. The objective of this chapter is neither to present a ‘chaotic
proliferation’ (Stainton-Rogers 1995 p.180) of individual representations nor to reduce
such diversity into a ‘monovocal account’ (Burman 2003). Instead, the objective of
this chapter is to describe a finite diversity of four shared viewpoints that emerged by
analysing the pattern between Q-sorts. By combining data from the computed factor
array/idealised Q-sort and comments/natratives from interviews, this chapter
explicates the structure of work-views which are hereby labelled as the Good-fit, the
Troubled, the Professional and the Ambivalent. The intention of these labels is not to
oversimplify the viewpoint but to provide a concise and accessible grasp of the key

ideas of each discursive representation (Stenner et al. 2003).

Following a qualitatively-driven style of interpretation in published studies using Q
(e.g. Stenner and Stainton-Rogers 1998; Watts and Stenner 2005b; 2014), the four

work-views will be presented in two ways. Firstly, the discursive elements of each
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work-view are illustrated as a first-person narrative’® that encapsulates the
interrelationship of all the opinion statements as configured in the factor array of each
work-view?. These constructed narratives are the researchet’s re-construction an
‘overall story” about the working lives of cruise sector seafarers from viewpoints of the
four groups identified among the participants. This narrative is not an ‘individual story’
but a ‘collective story’? that turns the experience of cruise sector seafarers who hold

similar viewpoints or ‘consciousness of kind’ (Richardson 1990 p.129) into an account.

These accounts were put together using the factor arrays and interview data for the
relevant QQ-set items. The constructed narrative was developed using abductive
reasoning by first considering several plausible ways of ‘weaving’ stances on each of
the 48 statements in order to arrive at the ‘best possible’ and ‘most logical’ version of
a narrative of working life (Aliseda 2006) based on a particular viewpoint. In
transforming the ‘quantitative’ factor array into a ‘qualitative’ / constructed natrative
of working life it became necessary to use various ways of expressing ‘the story’
wherein the temporal ordering of what happened before, during and after they
completed an employment contract is either explicitly or implicitly stated. It will be
observed that only the constructed narratives for the Good-fits and the Troubleds have
clear signposts that separate the before, during and after phases of cruise ship
employment. In comparison, temporal ordering is implicit in the constructed narratives
for the Professionals and the Ambivalents. It must be emphasised, however, that the
socio-temporal dimensions are constant across these ‘composite stories’ because each
narrative is composed from the Q-set statements that already invoke some temporal

aspect of workers” employment experiences (see Appendix 4). Since the factor array

% Following Patterson (2008 p.37) the term narrative is hereby understood as: ‘texts which bring stories of
experience into being by means of the first person oral narration of past, present, future or imaginary
experience.” The definition is inclusive because it is more experience-focused than event-focused.

36 For the purpose of verification the table of factor arrays is in Appendix 9 pp.285-287. Alternatively, the
idealised Q-sort for each work-views appear in Appendix 10, pp.288-291.

37'The conceptual transition from ‘individual story/representation’ to ‘collective story/social representation’
is described in Section 3.3 (pp.70-77) and briefly in Section 8.2.2 (pp.239-242). This conceptual transition
is again addressed methodologically in Section 4.1.2 (pp.81-84).
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was a composite of the Q-sorts of participants whose Q-sort loaded exclusively on that
factor, it can be said that the structure of the factor array represents the shared
viewpoint of the ‘definers’ and any other person who might align to the work-view

under consideration.

Secondly, the viewpoints that differentiate each work-view from the three others are
tully discussed and are further supported by comments from relevant participants?®.
After capturing the internal logic of each work-view as framed in the factor array, the
next step is to attend to the relationship between work-views and describe how their
positions are different or distinct from each other. Their differing opinions are

emphasised to highlight the dis-alighment between work-views.

Statement rankings that inform an interpretive claim are cited in the narrative summary
whenever relevant: The code “(s38: +3)” for example refers to Statement-38 which is
placed in the +3 (agree) column in the idealised Q-sort of a relevant work-view group
(e.g. Good-fit) work-view. The same coding system will be applied throughout the rest
of the thesis. This signposting procedure is a practical and reflexive reminder that the
researcher’s qualitative interpretation is always within the bounds of the factor array
defined by a group of participants who have similar perspective. To close the chapter,
some tentative explanations on what might explain differences in work-views are

described.

38 These are the participants with Q-sorts that are significantly correlated to the work-view being described.
See Appendix 8, pp.282-284, for a list of participants who cluster under each factor/work-view.
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5.1 Factor-1: The ‘Good-fit’ work-view

5.1.1 A constructed narrative for the Good-fits

The chance to travel the world is the primary reason why I
decided to work on a cruise ship (s38:+3). I can say that my view
of life has widened after visiting different places (s46:+3) and
learning to speak different languages (s35:+1). Truly, it was an
ambition fulfilled (s33:43).

When I was applying, I managed to easily acquire the necessary
documents and accomplish the training required (s12:-1). I think
that a cruise ship job would suit anyone (s25:-4; s36:+1) who

knows how to follow rules (s40:-4).

On-board, I work in a safe working environment (s34:-2), and
with appropriate accommodation (s29:+1). I enjoy the respect of
my co-workers (s20:-3) and find them easy to get along with
(s16:-1). Although we work well together, this did not transform
into close friendships (s13:0). I am still learning the beliefs and
practices of work-mates of other-nationalities (s8:-2) and

therefore prefer to work alongside fellow Filipinos (s9:-2).

Under the watch of supervisors (s23:0; s22:0) I seek to deliver an
outstanding service for our guests as precisely and faultlessly as
possible, right down to the smallest detail (s32:42). This makes
the job really tiring mentally and physically (s28:+4; s48:0). I do
not consider my job to be the most important part of myself
(s45:-3). It would be better if there is commensurate recognition
(s18:0), promotion (s10:-1), and remuneration (s42:-2) for the
job that we do. Without the pay and associated benefits I derive
from this job, I don’t think I would continue to work here (s47:-

1; s43:0).
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I make sure that I bring home presents for family members and
friends at the end of every contract (s14:+1). Back home, my
family has other sources of income (s1:+1) — not just my salary
from my cruise ship job — so I am able to keep expenditure low

whilst off contract (s41:-1).

Statistical summary. Factor-1 explains 11% of the overall study variance? and has an
eigenvalue® of 30.65. Sixteen participants loaded significantly on Factor-1. There were
14 males and two females. The average age was 29.4 years where the youngest was 23
and the oldest was 41. On average Good-fit participants had worked on a ship for 4.9
years. Sea service ranged from one year to 14 years. Among the exemplars of the Good-
tit work-view were 14 hotel workers (four waiters, three bartenders, two cooks, two

bakers, two cabin stewards and a casino dealer) and two ordinary seamen.

5.1.2 The “Good-fit” Worker: ‘I deliver good service while achieving my
personal aspirations.’

Factor-1 is labelled as “The Good-fit’ work-view because it portrayed work on-board
cruise ships as a form of employment where personal aspirations are met whilst
delivering good service to passengers. Although cruise ship jobs require attention to
detail (s32) and can be tiring (s28), the ship provided an employment opportunity for

a wide array of people (s25) especially those who want to provide for their family (s14)

% The study variance refers to ‘the full range of meaning and variability present in the study’ as indicated by
‘the variance contained in each of the individual Q-sorts’ (Watts and Stenner 2012 p.98). Taken all the 99
Q-sorts together, the study variance is 100%. As discussed in Chapter Four (p.110), a factor solution is ‘good
enough’ if it accounts for more than 35% of the study variance. Each of the four factors/wotk-views
contribute to this ‘explanatory power’ and together they account for 44% of the study variance (see
Appendix 7 in p.281). As stated above, Factor-1/°Good-fit" work-view accounts for 11% of the study

variance.

40 An eigenvalue is ‘indicative of a factor’s strength and explanatory power’ (Watts and Stenner 2012, p.105).

Factors with an eigenvalue of more than 1.0 are normally retained as part of a factor solution.



127

and travel at the same time (838, s33). The Good-fits also described the ship as a safe
working environment (s34) with workmates who are easy to get along with (s10).
Good-fits took the view that travel has widened their perspective on life (s46) but did

not endorse the concept that the job is the most important aspect of their life (s45).

Meeting personal aspirations

An opportunity for many. The Good-fits saw cruise ship jobs as open to people from
different backgrounds (s25). The temporary, mobile and service-oriented cruise ship
job positions may appear to be suited to the young, the unmarried and the
stereotypically pleasant in appearance but the Good-fits argued that experience and
skills have no substitute. It can initially be thought that the young and unmarried would
best adapt to work at sea with its highly physical demands - they are able to do the job
better and do not have spouses and children from whom they will be far away.
However, the age range and civil status of the study participants indicate that the cruise
ship is able to accommodate workers of different ages, parental status and qualification
(see Table 15, p.96). They observed though that some crewing agencies in the
Philippines screen applications for bar and restaurant positions for height, weight and
personality. Such criteria were not applied to workers from other countries. Vergel, 41,

14 years waiter revealed:

If you've got the skills, looks don’t matter. Even if you are short

for as long as you are qualified they will give you a chance.

Height requirement is only asked here in the Philippines but

not on the ship. That’s why you will really wonder. Asians

should be given the chance even if they are short or ugly. You

also wanted to live, right?
Touring the world. Often tied to this idea of a dream job is the fringe benefit of
travelling to different countries. For the Good-fits, their current occupation fulfilled
their aspiration (s33) especially because of the dream to travel to different places.

Travelling is the flipside of the coin of hard labour experienced on-board. Travel as a

motivation is reflected in the following comments:
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It was my childhood dream to visit a foreign country but I didn’t
imagine | will be able to tour the world. [Mylene 34, cocktail
waitress, 14]41

It is a beautiful experience to visit other countries. Even if it is
just one hour and | am all tired, it was all worth it. This is true
especially when it is your first time in that place. [Harold, 25,
Cabin Steward, 2]

The income | get is not grand. Money is not the reason why |
am here but instead the opportunity to travel. For example,
my last contract was on a ship which went on a world cruise.
| went to so many places! It was worth all the exhaustion |
experienced. | kept a map of that world cruise as a souvenir.
[Michael, 25, Baker, 1]

The reason why | stayed for 13 years with the company is

because I really like to visit different places. | have a job, | earn

money, and | saw the world for free! [Cesar, 49, Waiter, 13]
Visits to tourist destinations were deemed satisfying even if only for a very short period
of time. Moreover, the opportunity to travel was seen as compensation for the 'small
income' they received. The worker wanted to set foot in a new place even if time was
very short, if only to get the desired souvenir fridge magnet as proof of the visit, or to
buy various gift items for family and relatives (s14). A typical example was Joyce who
had joined a world cruise twice as cabin steward and was always willing to beat the

clock just to buy memorabilia.

I’'m a daredevil for these items. How much is a piece? Five or
eight Euros, 10 dollars? Even if | don’t have much money |
need to get one of them every time | have a shore leave. |
really risked my life for these country souvenirs. [28, cabin
steward, 3].

Delivering good service

High standards of service. In exchange for employment and travel opportunities,
Good-fit workers were committed to meeting the employer’s expectation of high
quality service. The Good-fits agreed with Satement-32 supporting a view that

performing tasks with precision is necessary — after all that is what they are trained for.

4 Henceforth, the participant description at the end of each quoted text refers to Pseudo name, Age, Job

position, Years of sea service, respectively.
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Workers were socialised to the tasks in land-based positions before they joined the ship
and again through rigorous in-house training. Job advertisements from crewing
agencies would usually require a year or two of equivalent experience in hotels and
restaurants. Marine department workers were aware that they could be penalised for
mistakes as these could have dangerous repercussions for the entire ship. On-board,
restaurant workers were expected to have a detailed knowledge of the products and
services offered and deliver them according to standard procedures. There was also
evidence that cruise sector seafarers, particularly hospitality workers, were able to
internalise the company policy for customer service such as smiling and maintaining a

happy disposition at all times (s27, see Chapter 0).

Obedience despite difficulty. Adherence to the rules was another dimension of
service that the Good-fits provided. The view which holds that they find no difficulty
in obeying ship rules (s40) can be explained by their occupational socialisation and the
belief that company policies serve reasonable functions. The training they underwent
before the contract prepared them for a job that required the implementation of certain
rules in delivering cruise ship service (e.g. work schedule, load, leave etc.). The chain
of command from the immediate supervisor up to the captain was accepted as
necessary to manage the ship as an organisation. They reasoned that immediate
supervisors were strict only because they were also following orders from above.
Kenneth, 32 and a bartender of eight years explained that ship rules were no different

from any company with employees:

Whether sea-based or land-based, there are rules and
regulations that you need to follow wherever you decide to
work. If you don’t like that then you must build your own
company. You will be your own boss. As an employee, you
must learn to obey the rules. For as long as you can
understand and follow instructions you will be fine. They will
not place a policy nobody can follow.

The Good-fit work-view, as a discursive representation, supports the image of cruise
ship employment as a ‘good job’. Pay seem to be less satisfactory but the Good-fits
highlight the fringe benefit of travel as an attractive job reward in itself. This is

consistent with previous studies which found cruise ship workers to be motivated by

overseas travel in addition to other economic reasons (Gibson 2008; Sehkaran and
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Sevcikova 2011; Artini and Nilan 2014). The Good-fits’ stance that the implemented
rules on-board are reasonable and their commitment to customer service concur with
the claim that cruise ship workers from less egalitarian societies are more tolerant and

accustomed to bureaucratic and quasi-military workplace on-board (Testa et al. 2003).

5.2 Factor-2: The ‘Troubled’ work-view

5.2.1 A constructed narrative for the Troubleds

Right from the very start, I did not dream of working on a ship
(s33:-4). Also, I did not work on a ship because I wanted to see
the world for free (s38:-3). I can say that my view of life has
widened as a result of the journeys I have made (s46:+1) and
having friendships I developed with my multi-national co-
workers (s13:+1). I have learned how to converse in different
languages (s35:+1) but I am less confident to say that I can
describe the differences in beliefs and practices of my workmates

from other countries. (s8:-1).

When I was applying, I felt burdened by certification, clearances,
training and other requirements needed before the start of every

contract (s12:+3).

On-board, accommodation for workers is less than modest
(s29:-1) and difficult co-workers are inevitable (s16:+2). The
officers (s22:0) and immediate supervisors (s23:0) are also not
easy to deal with all the time. Thus, I feel more comfortable
working alongside Filipino workmates who I can become friends
with (s7:-3; s13:+1). There are co-workers who see me as inferior
(s20:+1) and there have been incidents when this resulted into
arguments that are not quickly addressed (s11:-2). I have also
noticed that female employees are likely to receive sexual

advances from male co-workers (s6:+3). But I don’t know if I
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can say that unfaithfulness is common (s5:0). It is necessary for
us to be precise and faultless in the job that we do (s32:+2).
Despite the hard work my job entails (s28:+2), I still have less
chance of being promoted (s10:-3). I find that our lives are
always at risk of accident whilst at sea (s34: +5). Although our
efforts at work are not always acknowledged and rewarded by
the cruise company (s18:-1) I do not think they are ignoring our

welfare (s19:-2; s17:0).

The income I receive from my job is not commensurate with the
workload I do (s42:-4) but remains important because my
income is the main financial resource of my family (s1:-2; s4:+4).
Expecting that expenses are high when I am on vacation
(s41:4+4) I am less consistent in bringing presents home to family
and friends (others of importance to me — others who are
significant in my life — loved ones) at the end of my contract
(s14:0). I am ready to face any hardships (s24:+5) so as to make
their lives better. Due to my current situation, I am likely to look
for another job if the financial rewards of my ship job are no

longer sufficient (s47:-4; s43:0).

Although many can achieve the qualifications needed for a
position (s25:-2), I would not recommend others to apply for,

and work on a cruise ship (s36:-1).

Statistical summary. Factor-2 explains 11% of the study variance and has an eigenvalue
of 6.33. Nineteen participants showed significant correlation with Factor-2. Sixteen
were males, three were females. The average age was 32.9 years where the youngest
was 23 and the oldest 46. On average, they had worked on a ship for 7.6 years. Sea
service ranged from one year to 16 years. Among the exclusive contributors of Factor-
2, 15 were from the hotel department (four bar staff, three waiters, two cabin stewards,
two utility workers, a cook, and a provision master) and five were from the marine

department (two deckhands, an oiler, a plumber and a carpenter).
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5.2.2 The “Troubled” Worker: ‘I experienced a lot of challenges in
working as cruise sector seafarer.’

Factor-2 was labelled as ‘the Troubled” because of the viewpoint’s emphasis on the
challenges cruise sector seafarers dealt with before, during and after their work
contracts. The Troubleds presented a pessimistic image of employment experience on-
board cruise ships. Participants who were alignhed to this work-view did not aspire to
work on a ship to start with (s33), found the application process tedious (s12) and did
not regard the opportunity to travel as enticing (s38). They viewed the job as
demanding the skilful performance (s32) of tasks and as risk-prone (s34) especially to
female workers (s0). They felt that the job was not particularly rewarding as income
was not commensurate with their labour (s42, s47) and the chances of promotion were
scarce (s10). Their budget tended to be tight when they were off contract (s41). On-
board, living accommodation (s29) and working relations were also found to be less
than satisfactory. From their perspective, there were difficult co-workers (s16) who
looked down on them (s20). This sometimes resulted in conflicts that were not easily
resolved (s11). They were neutral on whether to feel proud of their cruise principal

(s17) and would not recommend the job to potential applicants (s30).

Challenges before

Influenced by others. In general, amongst the “Troubled’ group, the decision to work
on a ship was influenced by others or by the circumstances they were in (s33). For
example, Archie, 30, who had been working as a room steward for three years, only
spent a year studying criminology at university when he decided to discontinue because
of financial constraints. Archie took the chance to work on a ship as it did not require
a university degree. There were others like Tranz, 27, who was influenced by his friends
to work as an assistant bar waiter. Growing up, Tranz’ father was also a waiter on a
cruise ship along with many others from their town. After finishing a degree in hotel
and restaurant management it was not surprising that he asked his father to facilitate
his application with the same crewing agency. There were also those who were just

trying a cruise ship job out. Leo, 34, a bar waiter related this conversation:
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| had co-workers who were honours graduates but went back
to the Philippines and did not finish their contract. They told
me: | don't like it here. | did not finish my studies just to mop
floors. Why did you even join the ship? Well, | just tried it.

The various reasons cited above show that although the Troubleds did not originally
aspire to work on a cruise ship, overseas labour migration remained a viable
employment option despite perceived difficulties and risks (see below). Overseas work
is deeply embedded in Philippine culture (Asis 2006). Whilst there were those who may
have pursued cruise ship employment as a purely individual decision, Tranz’ case
highlighted the role of migration networks of family members, friends and local

community (Faist 2010; Haug 2008) in his choice to work on cruise ship.

Tedious application process. The Troubleds described the application process as
burdensome and requiring numerous training courses, certifications and clearances

(s12). The basic paper requirements for a new applicant were:

Number one is passport and then your seaman’s book. But
before you get those, you also have to undergo SOLAS42
training. Before you get your SOLAS you need a medical exam.
And since | will be part of the entertainment team, we also had
to do an English test. Then you will also have to take your
police and NBI43 clearance. [Randy, 29, Cruise activity staff,
1]

These requirements cost time and money on the part of the would-be cruise sector
seafarer. The cost was more significant when related to the life of a person trying to

make both ends meet. Randy continued:

I remember that on my first contract, | spent about
PhP25,0004 for paper requirements alone. These
requirements are heavy for me because | live here in Laguna4>
and | have to travel to Manila to process all these papers. It
takes so much time. You have to go back many times.
Transportation fee is already expensive for me.

42 Safety of Life at Sea
43 National Bureau of Investigation
# About £357.14 (GBP1 = PhP70)

4 He spends about six to eight hours to travel to Manila and return to his town in the province of Laguna.
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Travel not a priority. Although people were aware of the chance to travel the world
if working on a cruise ship, the Troubleds reported this as secondary to the chance of
earning a higher income (s38). During their years of employment they had travelled to
different tourist destinations but they said that these destinations were only enticing at
first and the charm diminished after repeated visits. These two participants echoed this
view and argued that the romance of travel masks the hard work that a cruise ship

wortker endures:

You are not there for a tour. Your signed contract says you are
there to work. You are there to earn money. You are just after
the money when you work. It is not true that it is really nice
that you are able to go to different places - that is just in
pictures. What many do not know are the sacrifices you do
whenever you work [overseas]. [Patrick, 28, Waiter, 5 years]

When | began working on a cruise ship, | know that my first
priority was to earn money and not to visit different countries.
| worked on a cruise ship because my income here is bigger
than what | can earn from working in the Philippines. It will
just be a bonus if | am able to visit other places. But | cannot
say that travelling was the main reason why | worked here. Of
course, | went here for the money! (laughs) [Christopher, 39,
waiter, 13 years]

Moreover, visits to tourist places if at all possible were limited to only an hour or two
of shore leave. A previous observation that the promise of global travel is largely a

form of ‘inauthentic tour’ (Kobus 2012a; Hoeller 2016) is echoed in the following

comment:

As they say, you see the world for free. In my current ship, you
will just really see these places because your job does not
permit you to go out. You will see the world from inside the
shipl... Only the casino and bar employees are able to go out.
For those of us who work in the kitchen, an hour or two is the
maximum we can have. [Felix, 52, Head buffet, 22 years]

Most kitchen crew such as Felix are rarely given shore leave because they are in charge
of meal preparation for returning passengers. Thus, they reach a famous destination,

literally see it, then leave.
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Challenges during and after

Physically demanding and risky work. The Toubleds strongly agreed that their life
on-board was always at risk of accidents’ (s34). This meant that they were either (a)
aware of the risks involved but had not witnessed any or (b) they had personally
experienced one. This perception of risk is not baseless as minor and major accidents
involving cruise ships have occurred throughout the years. The risks involved in
working on a cruise ship range from general risks specific to a particular job, for
example accidental fire in a galley or engine room (Klein 2016d); to seasonal risks such
as big waves and storms whilst at sea that can tilt or halt a ship; to the far more serious

threats of running aground (Klein 2016f) or sinking (Klein 2016g).

As required by maritime regulations, personal and official precautionary measures are
in place to secure safety and avoid hazards on cruise ships (Lois et al. 2004; Vidmar
and Perkovic 2015). The international SOLAS# regulations require regular
unannounced emergency drills conducted once a week which re-enact crowd
management and evacuation during emergencies. Proper training is required of those
handling tools, machinery and chemicals in carrying out their prescribed tasks.
However, whilst both precautions and relevant training are necessary in preventing and

responding to emergencies, participants have accepted that danger is always present:

When you are on the ship you can say that your one leg is
already in water. Waves are uncertain and sometimes there
are engine troubles. You don’t know what can happen on the
ship when there is a storm. Once the engine malfunctioned
and water went inside the ship. As part of the security team, |
know that passengers take priority in evacuation, followed by
the crew and we are last. You have to pray all the time that
the journey will be safe. [Jona, 38, Security guard, 1 year]

You really don’t know what is gonna happen. We came across
typhoon Haiyan4? before it hit the Philippines. There was a
power blackout and the ship lost control. Water had gushed

46 Safety of Life at Sea
47 Typhoon Haiyan or Yolanda in the Philippines was one of the strongest tropical storms ever recorded in
history. In November 2013, the colossal storm ravaged countries in South East Asia particularly the

Philippines.
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into all places. It felt like we will be Killed at that time. The ship

was 13 floors but you wouldn’t be able to stand still. Our 1200

guests were all getting nervous and were told to wear life

jackets. | think the ship was floating for four hours and tossed

by the winds in all directions. Thank God we did not reach

shallow areas otherwise the ship would have sunk. And even

if we survive, it was very cold and windy outside. It will be

useless. [Arvin, 25, Cook, 2 years]
The Troubleds also believed that female employees in the multi-cultural and service-
oriented business of the cruise ship take on additional risks in the form of unwanted

sexual advances (s0). These male participants explained:

Yes, that is normal. She is already named and marked even
before she goes on-board. ‘Hey, she is mine.” This is especially
true if they know that she’s a first-timer (laughs). You pity the
girl but | think it still depends on the person. [Leo]

Somebody will always take a liking (kukursunadahin) to the
newly hired. They, especially the high-income earners, will give
gifts. Then later on you can bring her inside your cabin. [Tranz]

The notion of kursunada captures these instances of advances towards female workers.
In this context, the term means more than simply an 'impulse of the heart, liking or
preference’. It does not mean passive preference or liking from a distance. Instead it
means an active pursuit of a female worker even before she goes on-board with the
aim of having an intimate relationship whilst at sea. The strategies to seduce a female
worker remain the same. They shower her with food and gifts. Others of a higher rank
may even resort to coercion. Females who repeatedly decline such advances do so at
pain of experiencing a difficult time at work or the threat of being given a bad
evaluation of their performance which could result in being sent home. Participants
responding to this issue explained that advances of male co-workers on women can be
partly attributed to the fact that there are fewer women workers, and aggravated by
factors such as loneliness and the need for companionship. The condition may be
turther reinforced by regular parties organised for the crew. Previous studies show that

sexual relationships between crewmembers are relatively common on-board (Thomas

2003b; Thomas et al. 2013).

Difficult working conditions, co-workers. The Troubleds felt that the

accommodation did not meet workers’ needs (s29) and that that cabins were cramped
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and crowded. They also considered that internet provision was inadequate.
Furthermore, they felt that working alongside a difficult co-worker (s16) created

general uneasiness:

It is really difficult to work when you are not on good-terms
with your co-worker. ‘Para kang lumalakad sa numero’ (It feels
like you are ‘stepping on numbers)4s. You will also meet
officers or supervisors who are very strict. Sometimes they
lean in favour of certain people. Sometimes you don’t get
along because they are not your in-group, you don’t jive.
During those times you just have to be patient. You just think
of work, nothing personal. [Roderick, 38, Sommelier, 5]

Participants who belonged to the Troubled work-view described in the interview that
a difficult co-worker can be an extremely strict supervisor, a subordinate who cannot
follow operating procedures, or another nationality workmate. Dominador, 51, a cook

who has been working on cruise ships for 14 years said:

They (supervisor) will scold you even for littlest mistake and
report you to the higher ups. When you complain about how
your supervisor treats you and the matter reaches the staff
captain, the immediate supervisor’s account is almost always
the one believed.

To cope with this situation, workers would rather suffer in silence throughout the
duration of their contracts to avoid any quarrels in the workplace as this can be grounds

for dismissal.

Let us just say that you [as a Filipino] are always the
subordinate and they need to be followed at all times. When
you are working with Puti (White), you cannot win even if you
do everything right. You know you are right but to them you
are wrong. The simple reason is, they are your boss and you
need to obey. Right or wrong, you need to do what they say.
Otherwise, they will pick on you. Your life will be easier if you
just follow smoothly. [Felix, 52, Head buffet, 22 years]

The ethno-national segmentation of shipboard positions (Chin 2008a; Wu 2005),
where officers are white while ratings and low-level positions are from developing

countries, may imply a system of advantages and disadvantages for certain groups of

48 Like walking on eggshells.
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workers. Non-equal work relationships may be seen as a natural and expected feature
of the shipboard environment that need to be accepted if not fully understood. Felix’
inward displeasure masked by outward conformity resonate with previous studies
which saw Filipinos as emotionally expressive but non-confrontational (Meyer 2015).
For example, studies on Filipino nurses in Australia (Marcus et al. 2014), the UK
(Withers and Snowball 2003) and the US (Hayne et al. 2009) found that Filipinos have
issues in asserting themselves in a new culture. In this case, a lack of assertiveness
indicated both tolerance to others and a means of looking after one's self. They wete
reluctant to report discrimination or bullying to avoid the inconvenience of formal
investigations, conflicts that may eventually cause premature termination of

employment, and situations that may jeopardise contract renewal.
ployment, and situations that may jeopard tract 1

So as not to be misconstrued, Felix” account should not be generalised as ‘implying a
penchant for avoiding conflict at all cost’ (Mendoza and Perkinson 2003 p.277).
Responding to disagreements with co-workers, several participants in the Troubled
group opted to be more assertive. They explained that behavioural patterns towards
others could be confrontative as they were accommodative as shown in the following

examples:

Whenever | have a disagreement with somebody, | usually call
them and calmly tell my concerns and offer what can be done.
I will be the one to adjust if need be. | need to tell them if that
is what’s right. It is unavoidable that co-workers from other
countries would think differently on issues. [Wilson, 45, Sous
chef, 14 years]

Some officers may see you as inferior but you should carry on
working according to standard. Be professional. Work on the
side of rules and regulations so they will respect you. It doesn’t
benefit you if you just say yes all the time. If you think you are
right, why not say it? Don’t talk to them without reading the
rules and regulations. Your own reasoning may not be
enough, because they will tell you, ‘This is a British ship.” But
I tell them, ‘l am not answering just by myself but according to
rules.” [EImerado, 44, Sanitation supervisor, 18 years]

People differ in the way they carry themselves - each
according to their culture. Others think of themselves as
superior over others. For me, you should be fine for as long as
you are doing the right thing. You do not have to feel inferior
even if they have a higher rank. You can do what they do.
Discrimination can happen to anyone and not just Filipinos.
You cannot take that away from them - since they own the
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ship, they would side with their country mates. [Arturo, 37,

waiter, 11 years]
Enriquez (1992) theorised that the Filipino values system has both a surface and a core
dimension. Surface values are divided into two groups. These are the ‘accommodative’
values of hiya (propriety), utang na loob (gratitude) and pakikisama (companionship).
There are also ‘confrontative’ surface values such as babala na (determination), lakas ng
loob (gut) and pakikibaka (resistance). Tolerance, passivity, the inability to assert despite
unfair treatment, were easily recognizable traits of subservience usually associated to
Filipino cruise ship workers (Terry 2013) like Felix (and OFWs in general). However,
this is just one side of the coin because there are situations when Filipinos show
courage and resistance. Moreover, the Filipino cultural value for £apwa or shared inner
self (Pe-Pua and Protacio-Marcelino 2000), described in the next chapter, is not

compatible with exploitative social relationships.

Another negative experience affecting working relations on-board, under the Troubled
work-view, is that of a worker being regarded as inferior by others (s20). Participants
in the “Troubled’ group explained that a co-worker may be underestimated as a person
in terms of competence, or in general not favoured because she/he happened to
belong to a less preferred group (e.g. on grounds of qualification, nationality and so
on). Research likewise contends that managers on-board cruise ships are likely to be
more considerate if the employees they supervise are from similar country or culture
(Testa 2004). This was the perception of some of the “Troubleds’ as the following

quote showed:

My lItalian maitre d’ has favouritism sometimes. He always

sides with the Brazilians. There are also Italian supervisors

who are kind to Filipinos but Filipinos will always come

second. [Menandro, 32, Waiter, 3]
Differential access to promotion. The Troubleds tended to believe that access to
stratified job rewards particularly income (s42) and promotion (s10) were influenced
by prejudice and ethnic bias. They felt that Filipinos would always start at entry level

positions (e.g. busboy) before they could reach a desired rank (e.g. waiter). In contrast,

an American or Buropean worker was seen as able to immediately start as a waiter even
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if they were lacking in the appropriate skills and experience. Participants also reported
that Asian workers received lower incomes compared to White workers in similar
positions. The politics of favouritism, which Menandro hinted at in the previous
extract, can have far reaching implications for the chances of advancement within one’s

department:

In my 11 years here in [CRUISE PRINCIPAL], | have seen how
Europeans rose from the ranks leaving behind Asians.
Sometimes they don’t look at how competent you are at your
job. There are those who we call sipsip#® or sapos°. They are
ones who get promoted because they talk bad about others -
Filipino and other nationalities alike - to the supetrvisor.
[Eugene, 40, Cook, 11]

The ethnic segmentation of occupations on-board international ships (Sampson 2013;
McKay 2014), particularly cruise ships (Wood 2000; Chin 2008b), is well documented
in the literature. Research shows that employers hire certain ethno-national groups of

workers to fill low level positions based on the perception that these workers are

characteristically more ‘subservient’ than others (Datta et al. 2007; S. C. McKay 2007).

The Troubleds were often dissatisfied when differences in income levels between
European and Asian workers were explained as resulting from differences in the costs
of living in those different regions of the world. Whilst they disapproved, they had
however accepted this practice as the norm. Gary, 406, a sous chef with 23 years of sea

service said in the interview:

Your position does not determine your income. My White co-
workers are surprised to know they are earning more even if
we have the same rank...Income depends on which country
you come from. My point is: This is an international job so you
should not give me a Philippine-rate wage - that’s wrong!
Since we do the same job, | should earn what he earns. It is
just their first or second contract but they are promoted easily.
Many who have been here for long are still where they began.

# Tagalog term which literally means ‘to suck up’ and refers to a sycophant.
50 (a) Colombian for snitch. [Source: http://www.urbandictionary.com/define.phprterm=sapo accessed on

12 October 2014]. (b) cunning or sly [Source: http://www.spanishdict.com/translate/sapo accessed on 12

October 2014]



http://www.urbandictionary.com/define.php?term=sapo
http://www.spanishdict.com/translate/sapo
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Overworked and under-paid. With regard to economic rewards, the Troubleds felt
that the job was not particularly satisfying because their income was not commensurate
with their labour (s42, s47). As found in previous research (Mather 2002; Klein 2002;
Bruns 2008), the Troubleds described cruise ship jobs as involving hard labour and

entailing numerous health hazards:

Our tasks are just so many! Not just those that you would
expect. When you begin working, new tasks and instructions
will be given. Sometimes we work overtime. Sometimes | take
on other’s responsibilities. That’s what happens. [Richard, 28,
Cook, 4]

Regular land-based workers have at least one day off. But in
our case, we work every single day for the duration of our
contract. That means our work load is heavier compared to
others. We are also sleep deprived. Our hair sometimes begin
to fall due to water being too hot. The water and air we breathe
is recycled. There are chemicals that can affect our health.
[Randy, 29, Cruise activity staff, 1]

The Troubleds explained that cruise ship jobs would not be enjoyable for most workers
when the job no longer paid well enough to support the needs of their families. They
initially took the jobs for the money, which they could not earn if they worked locally.
While there was no denying that cruise sector seafarers earn much better pay compared
to their land-based counterpart in the Philippines, the Troubleds felt they were still
underpaid (s42) based on the sheer amount of work they did. For example, Randy
thought that a just rate of compensation should be twice that which they currently
receive. John, 34, who had been a waiter for 14 years lamented that their income has

been decreasing over the years:

Before, our income was not like that. It used to be big. But now
it has become less and less. Pay in the shipping industry is
getting small. But it is still better than nothing.

About a decade ago, most of the participants were paid in Euros but due to
management change in the cruise sector seafarers are now paid in US dollars. For

example, a seafarer who used to get €1000 a month is now paid $1000. In Philippine
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Pesos, the currency shift is very significant®. But as John reasoned, they are still better
off with whatever they get than becoming unemployed. Even if income became smaller
with the change from the Euro to US dollars, the equivalent amount of PhP48,0005
is still way better than a minimum wage earner in the Philippines whose monthly

income is less than PhP10,00053,

Spending beyond one’s limit. From the perspective of the Troubleds, the family
budget tends to be tight when they are ‘off contract’ (s41). Aside from household
maintenance, earnings were commonly spent on shopping sprees, family holidays or
gatherings with friends making them spend beyond their means. This spending pattern
is typical of Filipino households with migrant family members (Sampson and Acejo
2016). Previous studies show that remittances are mostly allocated for consumption
goods (Semyonov and Gorodzeisky 2008). Spending behaviour was a challenge even
for two-income families. Vivian, 39, a cocktail waitress with 16 years of service, is

married to a cruise sector seafarer who works as a head waiter. She said:

A seaman on vacation really has nothing if he has no business
or other extra income. It is true - they are one day millionaire.
My husband is about to come home from his contract. The
whole family will go out of town for a week or two. After that
we are back to uncertainty. No work, no pay.

This tendency towards conspicuous consumption after a completed contract is also
typical among male migrant workers (Osella and Osella 2003; Datta et al. 2008;
Mcllwaine 2010) including seafarers (McKay 2015). Understandably, remittances for
migrant workers has become a ‘primary currency of care’ (Hoang and Yeoh 2015 p.3)
to family members in the country of origin. Extravagant spending is impractical and

unreasonable given that seafarers are not permanent employees and their succeeding

work contracts are not guaranteed. But conspicuous consumption also presents an

31 €1,000 =PhP54,000 (€1=PhP54); $1000 = PhP48,000 ($1=PhP48) (Exchange rate is correct as of
September 2016)

52 About £774 (£1=PhP62, exchange rate is correct as of September 2016)

53 About £161
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opportunity for cruise sector seafarers to assert their agency/masculinity (McKay 2015)
that may have been diminished after the long work hours, physical and emotional

labour, and captive social life in place of leisure on-board ships.

Repayment of debt incurred before and during on-board employment is another
reason for the rapid depletion of income. For the seafarer who is the main income
provider for his immediate and extended families, substantial debts may be built up in
obtaining the necessary training certifications required prior to a contract. The bulk of
his income will be required to support the daily expenses of his household in the
Philippines. Concerns over income were common amongst the “Troubled’ group of

workers. Randy shared a story he believes will be the fate of most seafarers:

A man was asked by an interviewer: Why do you want to work

on a ship? The man answered: | want to be rich. After 10

years, the interviewer called up the man to ask: Are you rich

now? No, said the man. Then after 20 years the interviewer

rang up the man who at that time is still working on a ship: Are

you finally rich? The man said, No. You see, no seafarer really

becomes wealthy.
In view of all the obstacles cruise sector seafarers encounter, the “Troubled” group
would not recommend the job to potential applicants (s36). For them, unless you are

in dire need of a higher income, work and life on a cruise ship is generally difficult.

Work where one will be near family members is preferable.

In summing up, the Troubleds portrayed cruise ship employment as a ‘bad job’ marked
by challenges in every stage. In contrast to the Goodfits, the Troubleds claim that the
high income paid to cruise ship workers and the opportunity to travel can be over
rated. Potential workers need to prepare for physically demanding tasks, low pay, slim

chances for career advancement, and difficult working relationships.
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5.3 Factor-3: The ‘Professional’ work-view

5.3.1 A constructed narrative for the Professionals

Whilst I did not aspire to become a cruise sector seafarer (s33:0),
my cruise ship job is the most important part of my life (s45:43).
I managed to accomplish all the requirements to obtain a job

contract without any hassle (s12:-1).

Work on-board is generally a positive experience and the ship is
most certainly not like a prison (s48:-5) as others would describe.
The ship is a safe place to work (s34:-1). Our accommodation is
appropriate to our needs (s29:+2). Work is not that tiring (s28:-
1) and allowances are made for mistakes (s32:0). Ship policies
are reasonably straight forward to follow (s40:-3). I have found
workmates from other nationality whom I can call friends
(s13:42). I feel that my co-workers respect me (s20:-1) and my
company values my contribution (s18:+1). I have a good
working relationship with my immediate supervisor (s23:-4),
other officers (s22:+1) and co-workers (s16:0). Given a chance,
I would still prefer to work alongside Filipinos (s9:-3).
Misunderstandings with Filipino co-workers are less likely (s30:
+2; s11:0). Also every person has an equal chance of being
promoted and rise up the career ladder (s10:+1). I am proud of
my cruise principal (s17:+3) and satisfied with my crewing

agency (s21:+3).

Although the chance to travel is not a strong motivation for me
(s38:0), I was able to learn to converse in different languages
(s35:+1) whilst on the ship. Also, I more or less, understand the
common traits of my fellow crew members of other nationalities
(s8:0). I can say that my perspective of life has widened (s46:+2)

as a result of my work and life on a cruise ship.
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Whilst other says that cruise sector seafarers have a greater
chance of being unfaithful to their wives/pattners, and this is a
special risk for women workers, I believe that it still depends on
the person (s5:-4; s6:-2). Since I do not receive the best salary I
can imagine (s42:0), I am glad that my family has other income
sources aside from what I earn on the ship (sl:+1). When I
return home after a contract, I seldom bring gifts to family and
friends (s14-1), and I am able to avoid excessive spending when

off contract (s41:-1).

I am ambivalent as to whether I will still enjoy working on a ship
should my family no longer need the money (s47:0). At this point
however, I have a desire to remain a seafarer and not transfer to
a land-based job (s43:-2). In my opinion, cruise ship work can
suit a wide range of people (s25:-2). Overall, I would recommend

to others to work on a cruise ship (s36:+1).

Factor-3 explains 15% of the study variance and has an eigenvalue of 3.60. Twenty-
three participants had Q-sorts that loaded significantly on this factor and all were
males. The average age was 37.9 years where the youngest was 23 and the oldest 54.
Their average sea service was 10.5 years and six participants had worked on a cruise
ship for 15 years or more. Among those who defined the Professional work-view 14
were technical seafarers (seven AB OS, three incinerator men, a sanitation supervisor,
a motor man, a radio operator and an upholsterer) and nine were hotel workers (four

waiters, two cabin stewards, a purser, a sous chef, a band member).

5.3.2 The “Professional” worker: ‘l am strongly committed to this job.’

Factor-3 was termed ‘The Professional’ because of its strong theme demonstrating
work as central to the employee’s life (s45), an endorsement of the ship as a workplace
(s17, 48, s29), and a commitment to remain in the cruise ship occupation (s43, s30).

The Professionals did not feel burdened by the necessary requirements to secure a
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contract (s33, s1), nor did they experience extreme fatigue at work (s28). Unlike the
three other work-view groups, the Professionals were of the opinion that female
workers were at low risk of being harassed at work (s6) and that unfaithfulness to
partners was not common (s5). They got along with their co-workers (s13) including
their immediate supervisors (s23). They felt proud to be part of the cruise company

(s17) and would recommend to others to take up a cruise ship job (s306).

Meeting job tasks and risks

Managing job tasks. The Professionals, found the job tiring at the start but the task
was seen as less physically demanding as you rise in rank (s28). Over time,
‘Professionals’ believed that the worker developed strategies to become more effective
and efficient at tasks. For some of the participants in the Professional work-view, it
was a matter of mentally preparing for the task ahead before a contract commences.

Roy, 35, an incinerator man of seven years said:

It depends on the person. Others take it very seriously and let
their emotions overwhelm them. You just have to like and
enjoy your job. You went to the ship because you like it. You
know your job even before you signed the contract: This is
what I'm going to do. You should accept whatever job you have
and love it.

Roy’s sense-making strategy is congruent with the findings of Matuszewski and
Blenkisonsopp (2011) who explain that cruise ship workers have realistic tacit
expectations about the unusualness and difficulties of work on-board cruise ship. Roy

accepts that new-entrants to the workplace will find the routine surprising or shocking,

he retrospectively embraces the role and has remained in the job for almost a decade.

Remaining safe and faithful. The Professionals did not deny that some women
workers experience unwanted advances (s6) but asserted that this can be averted by
strong disagreement. They believed that women could always decline, say no and refuse
to be harassed by a co-worker or supervisor. Moreover, participants cited the strict
company policy against sexual harassment and that the offender would be dismissed

from work.
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Also in relation to this issue, the Professionals strongly disagreed with Statement-5

which stated that unfaithfulness was common among cruise ship workers. Similar to

findings of previous research (Thomas 2003b; Thomas et al. 2013), the Professionals

noticed that a number of employees had been involved in intimate relationships despite

being in a committed relationship back home but maintained that these situations

could be avoided. Firstly, married couples where both were cruise ship workers can

sometimes request to be assigned a couple cabin when their contracts coincided.

Secondly, they also reasoned that unfaithfulness was costly (e.g. buying gifts) and side-

tracked them from their goal of saving money. Joseph, 41, with more than two decades

of sea service and now working as a sous chef, was always in constant communication

with his wife in the Philippines. He chose to keep focused at work to remain faithful:

The family is my priority. It is easy to be unfaithful but difficult
to get out. | am very tired after my shift so | rarely hang out. |
just work then sleep. | only go out of the ship when | need to
relax or | buy something important. | only concentrate on my
job.

Working in a favourable environment

Ship is not like a prison. Statement-48 which likened the ship to a prison where there

is nothing to do but work. This issue received the strongest negative stance amongst

the Professionals as illustrated in the following comments:

container ships where there is a small workforce in a

You won'’t describe it as slavery or imprisonment because you
went there for a job. You are free to unwind after work. Since
it is a passenger ship, you can go out to the port when you are
off duty and return when you are to start another shift. We
work from to 8 am to 2 pm then return at 6:30 pm to work
again until about 10. The rest of your time you can relax.
[Agustin, 39, cabin steward, 14]

If you have that [negative] mindset you will never work on a
ship. That is the reason why you have recreational facilities
on-board. We have a gym and we can go out of the ship too
once in a while. There is also a crew bar if you want to have a
few drinks. The ship is far from being a prison where you feel
you are in a box and is not free to do what you want. [Arturo,
37, waiter, 11]

Perhaps the prison metaphor (Lamvik 2012) applies more directly to tanker, cargo or

more confined working
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environment, and less comparable to life on cruise ships. The space on board, the
possibility of interaction with other people including passengers and a much larger
crew, the availability of leisure facilities, the entertainment value, the touristic route of
the ship and the image of pleasure all combine to minimise the tendency for the
Professionals to feel isolated at sea. Secondly, the Professionals believed that the
workers decision to work on a ship was a choice. The contract was clear on the job
description and would-be workers more or less expect the challenges that come with
it. The worker is unlikely to complain about a task (e.g. working 10 hours a day) he
consented to when signing a contract. Thirdly, the ship provides recreational amenities
for workers such as dedicated bars for the crew where workers can relax and mingle
with other employees when off duty. Some ships also made pools and gyms available.
Occasionally, there were ship-sponsored parties for crew members. Finally, they
reasoned that the presence of an HR department was important in monitoring working

conditions, such as allowance for shore leave and task performance/allocation.

Like the Good-fits, the Professionals also regarded the cruise ship as a safe
environment in which to work (s34). Unlike the Troubled group who were concerned
about all manner of possible risks, the Professionals argued that cruise ships were more
stable and safe compared to other seagoing vessels. Clifford, an able-bodied seaman

explained:

A cruise ship has better safety features than a cargo ship. It

depends on the size of the ship, really. If the ship is small and

without a stabilizer it will be wobbly when there are big waves.

Passenger ships are different - even small ones have double

hull and stabilizer. Besides tanker and cargo ships are in open

seas so there is really more danger. [24, four years of sea

service]
It is interesting to note that during the interview, the ‘Goodfit’ hotel crew associated
risk with job-related hazards such as personal injury whilst working in a kitchen or the

possibility of the ship sinking. By comparison, ‘Professional’ marine crew emphasised

the overall structural safety of the ship.

Good workplace, relations. For the Professionals, accommodation on-board was

deemed to be rank-appropriate (s29) and the ship management even recognised the
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need to provide co-ethnic and/or couple cabins. The participants explained that
sharing of cabins with one’s fellow countrymen reduced the need for cultural
adjustments. Husbands and wives serving together on-board were said to be
sometimes assigned to a shared cabin. Furthermore, the availability of the internet,
although attracting a fee, provided a welcome communication facility whilst on the

ship.

The Professionals held their cruise company in high regard because of its good
management practices and the accessibility of officers on-board (s17). They gave the
company credit for promoting the welfare of workers and their families, for
maintaining respect and equality on-board, and for repeatedly hiring them. In their

view, the cruise ship job was a life improving opportunity:

I've been here for 14 years. | am proud of what | now have -

my house, my car - everything came from working for one

principal and one crewing agency. They gave me a good life. |

am really proud of them. [Rufo, 45, AB OS, 14]
The positive working relationship experienced by the Professionals was evidenced by
their view that, within the ship’s chain of command, the supervisors were reasonably
strict (s23). Meanwhile, they felt that the staff captain was helpful in ironing out
complaints and human resource issues when on-board. Finally, it was noted that the

Professionals got along with multicultural workmates (s13) and had kept in contact

with them even after the end of their contract.

Commitment to the cruise occupation

Importance of job to life. The defining stance of the ‘Professionals’ was the assertion
that their job was the most important part of their life (s45). The ‘Professionals’ cited
five reasons why the cruise ship job was central to their identity. Firstly, the income
from the job was a means to improve economic standing. Their claim for the central
importance of the occupation in their life was an expression of loyalty and appreciation
for a job that had provided a means for living. Through this job the worker was able
provide for the basic needs of the household, send children to school, and acquire a

house (see Rufo’s quote above). Secondly, as the worker’s economic situation
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improved so did their social status. The worker enjoyed the respect and admiration of
community members back home as he is able to secure a better life for the family (see
Aguilar et al. 2009). Thirdly, the cruise ship job was important because it contributed
to the development of one’s personality. The cosmopolitan encounters that
characterised work in a cruise ship developed independence and tolerance towards
beliefs and practices that differed from one's own. The job here was understood as
one's specific occupation in the marine department of the ship. Dominador, 29,
explained that he takes pride in being an AB Seaman because without the marine
department, the ship will not be able to sail. For him, the technical seafarers’ job is the
most crucial among all other job positions on a ship. Finally, the ‘Professional’ group
felt that their occupation took centre stage by virtue of the sheer amount of time spent

doing the job relative to their whole life.

To remain as a cruise ship worker. Comments from ‘Professionals’ showed that
they wished to remain in their current occupation (s43) because of the perceived
advantages of working on a cruise ship compared to the unattractiveness of
transferring to a land-based job. It was important to note that the ship job was being
compared to migrant work in another country and not only local jobs in the
Philippines. For example, Manuel, who had served as AB seaman for 20 years, viewed
his job as a fulfilled ambition that he wished to continue until the day he retires. Others
had also became accustomed to working and living on the ship such as Joe, a
motorman of 17 years. It can be argued that the desire to transfer to a land-based job
was only feasible for younger workers who still had many years before retirement.
People like Manuel or Joe who had spent most of their adult working life at sea might
find it challenging to restart as a land-based employee. However, younger seafarers
might opt to transfer to a land-based job because the likelihood of finding an
alternative job and establishing a career was still high. The industry's relatively short
contracts were favourable to workers who were married and/or parents who did not
wish to be away from their families for too long. In contrast, land-based migrant
workers were tied to a year or two of contractual work. Moreover, the Professionals

were of the view that cruise ship jobs pay higher wages than a land-based job.
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When asked if they would encourage others to take up a cruise ship job (s30), the
Professionals said that a cruise ship job could be recommended to others only when
this was an ambition for them. The job offered higher incomes and an opportunity to
travel. They suggested that if one is ready to persevere one can develop a long career

in a cruise ship occupation.

In summary, the Professionals’ discursive representation of cruise ship employment is
the closest account to the ‘good job, good life’ image of the industry endorsed in
popular media. Out of the four work-views, the Professionals have the most positive
views of their employers and have the strongest commitment to seafaring/setvice work
on-board cruise ships. Larsen et al (2012) observed a similar trend in their study of
cruise ship workers and found that organisational commitment increases when
supervisors are fair, respectful, and flexible and there is a positive physical and social

atmosphere on-board.

5.4 Factor-4: The ‘Ambivalent’ work-view

5.4.1 A constructed narrative for the Ambivalents

Right from the start, it is my ambition to work on a ship (s33:+4).
The requirements needed to secure a contract are not exactly
easy to acquire (s12:0). At present, my family relies on my income

as a seafarer (s1:-4).

The job on a cruise ship can be extremely tiring for the mind and
body (s28:+4) but there is room for error — you do not need to
be precise and faultless all the time (s32:-2). In my experience
every person has an equal chance of being promoted and rise up
the career ladder (s10:+3). I feel that my service is valued by the
cruise company (s18:+1): the officers promote a family culture
whilst on board (s22:+1); and my immediate supervisors are not

strict (s23:-1) — I am proud to be part of it (s17:+3).
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My co-workers are respectful of each other (s20:-4) but I do not
have other nationality workmates whom I can call true friends
(s13:-2). Difficult co-workers are unavoidable (s16:+1) and
conflicts may take time to resolve (s11:-1). Given my experience,
there is a chance I would prefer to work with other nationalities

than my fellow Filipinos (s9:0).

Travel was not a strong motivation in my decision to work on a
ship (s38:-1). While I have been to many places, I cannot say that
my view of life has widened (s46:-2). I am also not confident to
say that I can converse in different languages (s35:-1) nor I can

characterise my co-workers by their beliefs and practices (s8:-1).

One of the challenges of working away from home is staying
faithful. Female workers are not really targeted by innuendoes
from male workers (s6:-2). I observe that it is simply common to
be tempted while on board (s5:+5). Moreover, our life is always

at risk of accident while at sea (s34: +5).

Unlike other OFWs, I no longer bring presents to friends and
family members at the end of my every contract (s14:-3). After
all, my income can be quickly lost when on vacation — all money

goes out, nothing comes in (s41:+2).

I am not completely satisfied with the income that I earn from
my job (s42:0) and I would certainly not enjoy my job if I am no
longer earning from it (s47:-3). Although the cruise ship job may
only suit certain types of people (s25:0), I would still recommend
this work to others (s36:+1). I am likely to continue to work as

a seafarer (s42:-2).

Factor-4 explains 7% of the study variance and has an eigenvalue of 2.97. Factor-4 was
exemplified by seven of the participants — five were males and two were females. The

average age was 33.4 years with the youngest being 23 and the oldest 51. Their average



153

sea service was 5.7 years where one participant has been a cruise ship worker for 14
years already. Six of the employees were hotel workers (three cabin stewards, a baker,

a waiter and a sous chef) and one was ordinary seaman.

5.4.2 The “Ambivalent” worker: ‘| see that working on-board cruise ships
has both advantages and disadvantages.’

Factor-4 was called “The Ambivalent’ work-view because of its emphasis on making
the most of a life at sea and balancing the positives and negatives that come with an
overseas job such as cruise ship employment. A cruise ship job was advantageous for
them because it was a fulfilling occupation, an ambition (s33) that offered equal
opportunities for advancement (s10). They rejected the view that female workers
experienced sexual advances (s6) and that discrimination was likely (s20). As with any
other job, they recognised several challenges such as unfaithfulness being
commonplace (s5), the possibility of extreme fatigue (s28) and being at risk of
accidents. The job did expose them to travel and people from other countries but they
thought that this neither created lasting friendships (s13) nor widened their perspective

on life (s46).

Balancing advantages and disadvantages

Fulfilled ambition and advancement. Similar to the Good-fits, the Ambivalents
from the hotel and marine departments aspired to work on a ship (s33) which they
described as an equitable workplace. None of them had personally experienced being
bullied or being regarded as inferior by their co-workers (s20). Unlike the “Troubled’
group, the Ambivalents took the view that their hard work was appropriately rewarded
through promotion (s10). Like the Professionals, the Ambivalents believed that the
ship was a risky place for young female workers. They asserted that company policies
on sexual harassment were in place and that entering into a relationship during a

contract was a personal decision.

Fatigue, risks and unfaithfulness. While they identified advantages to cruise ship

work, the Ambivalents accepted that their occupation had inherent disadvantages.
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They echoed the Troubleds (and the Good-fits) in describing their job as extremely
tiring (s28) and stated that it placed them at risk of man-made and natural accidents
(s34). But whilst Ambivalents disagreed with the statement that female workers often
receive sexual innuendo, they strongly supported Statement-5: ‘Married or not, it is
common to be tempted whilst on-board’. This stance was contrary to the view of the
Professionals who strongly disagreed with the statement. The Good-fits and the
Troubleds both had a neutral view. The Ambivalents’ confirmation that sexual
relationships between co-workers was commonplace did not necessarily mean that
they had personally engaged in extra-marital affairs. It simply meant that they had
observed such behaviour amongst their workmates. The following extracts present

possible scenarios:

In my observation since | started working on a cruise ship, it’s
really commonplace. It is very unlikely that she will not find a
boyfriend. For this contract, this man will be her boyfriend.
When contract finishes and moves to another ship, she will
find a new one. That is true for males and females alike!
[Geneta, 39, carpenter, 6]

There are instances when even the husband and the wife,
who were both cruise ship workers, break up their marriage.
The wife had a relationship with a Puti (White). The
abandoned husband eventually found another Filipina co-
worker who at that time was already separated from her own
husband. [Baet, 43, waiter, 10]

During the interview, two possible explanations for the pervasiveness of unfaithfulness
were suggested. Firstly, they reasoned that the possibility of having a degree of
involvement with another person was not surprising given the nature of work and
workplace. Being away from the comforts of family and everyday life can create
loneliness and drive seafarers to seek companionship from others. Secondly, as one
respondent rationalised the situation, it may be argued that some people, especially
men, were ‘naturally’ polygamous. Previous studies indicate that the liminal character
of the ship, wherein people are physically and emotionally distant from the limits of

home and family, promotes ‘friendships of convenience’ (Matuszewski and

Blenkinsopp 2011 p.84; Thomas et al. 2013).
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Realistically seeing the job as it is

Neither forming multicultural friendships nor broadening one’s perspective on
life. Out of the four work-view groups, only the Ambivalents made modest claims
about working relationships on-board. Foremost was the Ambivalents’ disagreement
to Statement-13 about their ability to form friendships with non-Filipino workmates.
Lino explained that his decision not to make friends stemmed from his general distrust

of non-Filipino co-workers:

Unlike Filipinos, they are ‘plastic’. If they really are your

friends, they will give you advice. But they simply get ideas

from you and bad mouth you with your supervisors. [Lino, 35,

cabin steward, 9]
Gossip which refers to factual or fabricated talk about an non-present third party is
common in insecure workplaces (Tebbutt and Marchington 1997) such as cruise ships.
In the case of Lino’s non-Filipino co-workers, gossip could result in favours or less
work from supervisors. His fear was that gossip might also negatively affect his
performance evaluation and his chances of contract renewal. Whilst gossip can be
divisive and counterproductive, it may be alternatively viewed as a means of social

bonding (Yue 2013). However, in the case of Lino, this only meant working more

closely with his co-nationals.

The Ambivalents were less likely to think that cruise ship jobs widened a person’s
perspective on life (s42). One reason they gave was that work schedules meant that
everyday life was oriented towards the performance of duties. The temporary nature
of employment may also dissuade or constrain the Ambivalent seafarer from forming
meaningful relationships and from anything that could qualify as improving one's
appreciation of life. Moreover, cruise ship employment presented a life in contrast to
that of a land-based job. A cruise ship waiter might argue that he earns more on the
ship than when he is working in a five-star hotel in the Philippines. However, whilst
shipboard employment provided better rewards for his labour, his life at sea did not
always broaden his perspective on life. This was found to be the case despite the social
and cultural environment experienced, both on and off duty, and during shore leave.

Realising the importance of the job in most cases as the only financial resource (s1) the
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Ambivalents, like the Professionals, were likely to remain as cruise ship workers for

many years to come.

No more pasalubong (gifts from travels). Contrary to the usual observation that
Filipino seafarers are fond of shopping (Lamvik 2012), the Ambivalents had stopped
taking gifts home to family and friends (s14). In the past, they habitually filled their
luggage with all kinds of gift items which resulted in them having excess baggage. They
would hunt for bargains that they could distribute to friends, neighbours, immediate
and extended family. The Ambivalents reasoned that the habit was not practical and
they had become more frugal over the years. They realised that the gifting habit was
not sustainable due to rising prices. What started out as an act to surprise and to be
generous later became an expectation from friends and family - an obligation that the

seafarer or the OFW had to fulfil. Mohamed explained:

I don’t bring pasalubong anymore. | am now frugal. | hear

complaints from family members when | bring them a gift: Why

only this? They also complain when | bring them nothing. So

I've decided | won’t bring them any despite their comments.

[33, waiter, 2 years]
Like Mohamed, Rommel who worked as a chief purser also stopped giving presents
because to him it reinforced financial dependence among his family members. He

explained that he had to ‘retrain’ his family to not expect anything, just be happy to see

him at the end of every contract.

In summary, the significance of the Ambivalent work-view lies in its ‘realistic’ and
‘practical’” assessment of the different aspects of cruise ship employment. The over-all
story of the Ambivalents seem to be only marginally distinctive from the accounts of
the three other groups. However, the Ambivalents’ stance on certain issues (e.g.
modest claims about fluency in foreign languages or becoming more cosmopolitan in
outlook) provides a relevant contrast to the position of other groups (e.g. Good-fits
and Troubleds). The Ambivalents’ discursive representation of work and life on-board
cruise ship lies in between the prominent ‘good job’ versus ‘bad job’ images in popular
media. The distinctive viewpoints held by the Ambivalents illustrate that cruise s