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Introduction 

Seafaring is a challenging profession that 

often involves extended periods spent on 

ships in difficult and remote locations. This 

form of labor has many negative 

implications, including low job satisfaction, 

stress, poor health, and poor work-life 

balance (Pauksztat, 2017). Such 

characteristics, when recognized, need 

suitably addressing to enhance the safety, 

health, and quality of life of seafarers along 

the coarse. 

Multiple aspects of quality of work life glue 

together for seafarers’ distinctive culture and 

include work patterns, facilities onboard, 

lack of support, organization of shipping 

companies, and resource availability (Seyle 

et al., 2018 ). Moreover, J. McLaughlin 

(2015) emphasizes that job control, 

intraorganizational communication, job 

load, ambiguity, and other career 

development possibilities contribute greatly 

to the quality of work perceptions among 

seafarers. 

According to the latest research, the 

maritime industry has an alarming lack of 

qualified seafarers. The current data 

indicates a shortfall of 9% global trained 

seafarer supply for 2023 which is a record in 

more than a decade (Baltic International 

Marine Council and International Shipping 

Federation, 2015; Drewry, 2023). This 

mismatch leads to exacerbating the 

difficulties already faced and greater 

workload and stress to currently employed 

seafarers. 

A variety of sociocultural and geopolitical 

determinants hinder the quality of life for 

seafarers. The combination of poor wage 

compensation, complex visa processes, job 

dissatisfaction, and minimal growth 

potential results in negative attrition rates 

amongst seafarers (McLaughlin, 2015). 

Nevertheless, a considerable number of 

seafarers accept contract offers, usually 

signing long-term contracts to fulfill 

financial responsibilities after being rejected 

several times, which affects their quality of 

life (Saeed, 2015). 

 

Research Gap: 

The current literature fails to provide detail 

regarding the role of seafarers and the 

particular challenges that officers, engineers, 

and crew members confront. Research on 

job satisfaction ignores organizational 

culture, leadership, and social relations. 

Studies on work-family interference fail to 

account for offshore families' impact as well 

as societal and organizational factors. Cross- 

sectional designs do not capture changes in 

well-being over long periods. There is 

sparse scholarship on work-life balance and 

mental health intervention evaluation. 

 

Scope of Study: 

This study investigates the work-related 

quality of life (WRQoL) of seafarers with 

respect to their mental and physical health, 

job satisfaction, and work-life balance. It 

includes different sectors, cultures, and 

occupational positions. A longitudinal study 

design allows for tracking of changes in 

regulations, economics, and workplaces over 
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time. Comparisons with other professions 

illustrate unique difficulties while evaluation 

of the interventions provides means to 

enhance the well-being of seafarers. 

Research Objectives: 

The main objective is to measure the 

seafarers ‘s work-related quality of life and 

their issues with employment and to 

recognize factors disturbing the work quality 

of seafarers. 
 

 

 

 

 

Figure 1: Conceptual Framework 
 

 

Hypotheses : 

H1: Career and Job Satisfaction (CJS) have 

a significant positive influence on “Work- 

related Quality of Life (WRQoL)”. 

H2: Well-Being (WB) has a significantly 

positive influence on “Work-related Quality 

of Life (WRQoL)”. 

H3: Work Stress (WS) has a significantly 

positive influence on “Work-related Quality 

of Life (WRQoL)”. 

H4: Work-Home Interface (WHI) has a 

significantly positive influence on “Work- 

related Quality of Life (WRQoL)”. 

H5: Work environment (WE) has a 

significantly positive influence on “Work- 

related Quality of Life (WRQoL)”. 

 

Method of Research: 

The study implemented an organized 

method to evaluate the work-related quality 

of life (WRQoL) of seafaring workers. A 

self-administered questionnaire was created 

based on the WRQoL scale variable and 

subsequently validated in a pilot study 

involving 10 seafarers, and reliability was 

measured  by  Cronbach’s  alpha.  The 

questionnaire was then disseminated to 120 

seafarers. Analyses of the data were done 

using the SPSS program to analyze the 

relationships among the different variables. 

These results were discussed for the purpose 

of understanding their impact on WRQoL. 

This was a cross-sectional study and is 

descriptive in  nature. Quantitative 

methodology  was  employed. Non- 

probability sampling was used to collect 

data from 120 foreign-going seafarers using 

convenience sampling. 

The scope of the research included seafarers 

from Pakistani shipping industry as our 

sample. Using Krejcie & Morgan (1970) 

table, the required sample size was 376 with 

a population of 18,500, however, the sample 

size was limited to 120 due to time 

constraints. 

Participants responded to an anonymous 

questionnaire embedded within a consent 

form to allow the requested information to 

be collected for this thesis through 

SurveyMonkey and Google Forms. The link 

to the survey was made available on social 

media platforms and sent through email. The 
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confidentiality of participants was 

guaranteed since the data will only be used 

for the purposes of the thesis, thus no 

identification will be made for the 

participants. 

The QoWL structured questionnaire (Van 

Laar et al., 1107) adopted a 5-point Likert 

type scale covering five major aspects which 

are Work-Home Interface (WHI), Well- 

being (WB), Career and Job Satisfaction 

(CJS), Work Environment (WE), and Work 

Stress (WS). 

The analysis was conducted using SPSS 

v24, which employs the use of descriptive 

statistics, correlation regression, and 

ANOVA in the search for patterns, trends, 

and inefficiencies to prove or disprove 

assumptions. 

 

Statistical Analysis: 

The study evaluated the work-related quality 

of life among seafarers using a structured 

questionnaire. Statistical methods like 

percentages, frequencies, means, standard 

deviations, Linear Regression, Correlation 

analysis, and Analysis of Variance 

(ANOVA) were used to analyze the 

collected data, providing a comprehensive 

understanding of seafarers' work-related 

quality of life. 

 

Demographic analysis: 
 

 

Figure 2 Gender wise Seafarers distribution 

The pie chart illustrates the gender 

distribution among the participants. The data 

reveals a significant gender disparity within 

the   seafaring   profession,   with   an 

overwhelming majority of 88.6% being male 

seafarers while 11.4% were female. The 

figure 4 is divided into two segments: one 

representing male seafarers and the other, 

though notably smaller, representing female 

seafarers. The larger portion occupied by the 

male segment conveys the predominant 

presence of men in the seafaring industry. 

This stark gender distribution highlights a 

characteristic feature of the maritime 

workforce, where men constitute a 

substantial majority. 
 

Figure 3 Age wise Seafarers distribution 

Figure 3 visualizes the age distribution 

among seafarers, shedding light on the 

demographic composition within this 

occupational group. This data shows a 

diverse age range, with different proportions 

in different age: 

Covering 15.7% of the sample size, this 

portion explains the presence of somewhat 

more youthful people in this profession. 

With a notable portion of 28.6%, sailors 

inside the 30-39 age group are engaged in 

the. This proposes an impressive mid- 

profession presence, featuring the need to 

address the extraordinary parts of work- 

related quality of life for people in this age 

range. 

Additionally, the 40-49 age group likewise 

represents 28.6% of the nautical populace. 

This section addresses people in the later 

phases of their vocations, careers, and 

experiences into their encounters that can 

add to fitting mediations and approaches that 

take care of the requirements of this 

particular age partner. Sailors matured 50 
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years or more comprise 27.1% of the sample 

size. This fragment highlights the meaning 

of considering the points of view, well- 

being, and prosperity of experienced people 

who might be moving toward retirement, 

underlining the significance of supporting a 

good work-life change. 
 

Figure 4 Job-Type wise Seafarersdistribution 

Figure 4 represents the dissemination of job 

nature types among sailors, giving 

experiences into the common business plans 

inside this expert and professional 

community. The information uncovers two 

overwhelming classifications: contract- 

based work and extremely permanent jobs. 

The bigger part of the pie graph, containing 

75.7%, addresses sailors who participated in 

agreement-based or contract work. This 

class highlights more practicing in the 

marine industry where a critical greater part 

of people are utilized on on a contractual 

basis. Contract-based works are mainly 

described by fixed terms or fixed duration, 

showing a significant part of the marine 

labor force is dependent upon agreement, 

periodic contract renewals, reestablishments, 

or changes. 

The smallest portion, representing 24.3%, 

are sailors who are engaged with permanent 

job status. This classification incorporates 

people with a more steady and long-term job 

plan, frequently connected with extra 

advantages and employer stability. The 

presence of this section recommends that a 

striking part of sailors experience a seriously 

persevering and predictable work 

relationship. 

 

 

Figure 5 Department wise Seafarers 
distribution 

 

Figure 5 shows the distribution of seafarers 

across different departments, providing a 

picture of the diverse roles within the 

maritime industry. This data exposes three 

distinct departments: The engineering 

department is the majority with 61.4%; the 

Nautical, containing 27.1% and the Catering 

representing 11.4% of the marine workforce. 

 

Figure 6 Job Duration wise Seafarers 

Distribution 

 

The distribution of job duration among 

seafarers is presented in figure 6 graphic 

overview. This divides employment length 

into four sections. Roughly 29.4% have 

durations from 4 to 6 months. On the other 

hand, 20.6% of seafarers’ employments ends 

between 1 to 4 month periods. Further data 

explains that a considerable amount, 29.4% 

are actively working within the period of 6 

to 9 months. Those who stay actively 

employed for a period of more than 9 

months constitutes 20.6%. 

 

Descriptive Analysis: 

This table 1 provides the descriptive 

statistics for  the study  that  sought to 
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understand career and job satisfaction (CJS), 

well-being (WB), work home interface 

(WHI), working environment (WE), work 

stress (WS) and the quality of life (QWL) 

from working in a specific industry 

(WRQoL). Based on the 120 respondents, 

the minimum and maximum figures served 

to flag their responses to the different 

variables. These figures were most likely 

obtained from a survey where participants 

rated their experiences or perceptions on a 

scale, most likely from one to five given the 

cited minimum and maximum values. For 

example, CJS evaluation ranged from lower 

satisfaction levels around 2.3 levels to 

satisfactory levels of about 4.6, implying a 

wide range of satisfaction in terms of jobs. 

Likewise, WB presented diverse views of 

well-being, covering relatively low marks 

(about 1.83) and significantly higher ratings 

(nearly 5), illustrating a broad spectrum of 

feelings on workplace accommodation. WHI 

scores moved from bad interface ratings 

(about 1.0) to high interface ratings (around 

5.0), indicating the gap towards the average 

that people held about the combination of 

work and life. WE displayed a range of 

perceptions concerning working conditions 

from unfavorable evaluations (around 1.3) to 

moderately favorable evaluations (around 

5.0). The diversity in WS responses was 

indicative of the different experiences with 

work-related stress, ranging from low stress 

(about 1.0) to high-stress levels (close to 

5.0). Finally, respondents' self-evaluations of 

work-related quality of life covered all 

aspects from very poor (1) to exceptionally 

good (5) using WRQoL scale to quantify life 

quality with work impact to range of 

perspectives using 1-5. 
 

 

 

 

Table 1 The negative values that mark the 

left side of skewness suggest there were 

more responses made towards the higher end 

of the scales available for selection. This is 
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what would make it appear as the left-hand 

skew. At the same time, kurtosis also shows 

negative values which serve to highlight a 

relatively lower peak distributed flat. The 

value of -0.502 suggests that respondents are 

not very satisfied with their jobs. The 

negative skewness WB of -0.499 suggests 

that the well-being ratings of the individuals 

point towards being lower. With a skew of 

0.530, more respondents indicate a stronger 

perception of work and home interface, 

hence there is stronger skewing to the right. 

The working environment is depicted less 

favorably at -0.449. With a skew of 0.51, a 

greater number of respondents are indicating 

high levels of work stress, hence to the right. 

This depicts that respondents’ well-being in 

general is not as good as the higher marks 

would have them report. The lower negative 

skew - 0.419 reveals very low work related 

quality of life, even though the figure is 

faint. 

 

On the other hand, Kurtosis evaluates how 

peaked or flat response distributions are, 

where negative values denote a relatively 

flatter distribution with a normal curve. For 

instance, in CJS the kurtosis of -.438 implies 

that there is a flattening of job satisfaction 

ratings distribution. So, a negative kurtosis 

suggests less severe peaks and lighter tails, 

thus flatter overall. While the distribution of 

work-home interface scores is strongly 

compressed with distinct central values, this 

is also true for the distribution of the work- 

home interface scores due to the positive 

kurtosis value of 0.345. This indicates the 

lower portion of the distribution is less 

pronounced than the middle, leading to 

higher peaks and heavier tails being 

depicted. 

 

Correlations: 

Correlation is a relationship study which 

focuses on two variables with respect to 

their strength of association and nature of 

relationship (Sultan, 2023). In table 2, 

Pearson correlation coefficients are 

presented for Customer Job Satisfaction 

(CJS), Workplace Benefits (WB), 

Workplace Happiness Index (WHI), 

Workplace Environment (WE), Workplace 

Satisfaction (WS), and Work Quality of Life 

(WRQoL): CJS, WB, WHI, WE, WS, and 

WRQoL. As described in the methodology 

section, correlation coefficient indicates the 

strength and direction of linear relationship 

between the variables of interest, with 1 

suggesting a perfect positive relationship, -1 

suggesting perfect negative relationship, and 

0 suggesting absence of linear relationship. 

Sig indicates whether the correlation 

coefficient is statistically significant or not. 

A highly significant correlation, illustrates a 

1 while a 583 indicates moderate positive 

relationship with CJS and WB. For those 

CJS vs WHI, WE, WS, WRQoL would be 

the same remarks for coefficients and sig 

levels (Archdeacon, 2024) 
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Descriptive Analysis : 

Descriptive statistics for the relevant 
variables have been presented in this Table 

3. Mean represents the average value taken 

by a variable over all observations, Work 

Related Quality of Life (WRQoL) has 3.75 

and career Job Satisfaction (CJS) has 3.613. 

Other variables (WB, WHI, WE, WS) have 

their respective means. 

The measure of dispersion around a mean 

score is expressed as a Standard Deviation. 

The smaller the deviation, the less 

variability it has; while a larger deviation, 

indicates more variability. The standard 

deviation value for WRQoL is 1.26, CJS has 

a smaller standard deviation of 0.563. 
 

 

Table 3 Regression Analysis Descriptive 

Statistics 

 Mean Std. Deviation N 

WR 
QoL 

3.75 1.26 120 

CJS 3.61 .563 120 

WB 3.57 .626 120 

WHI 3.64 .8911 120 

WE 3.69 .7524 120 

WS 3.20 1.16 120 

Analysis of Variance: 

This ANOVA Descriptive Table 4 illustrates 

the Std. Deviation, Std. Error, 95% 

Confidence Interval for Mean, and Between- 

Component Variance. All parameters 

included Fixed Effects and Random Effects. 

One-Way ANOVA (Analysis of Variance) 

was done on a variable “WRQoL” (Work- 

Related Quality of Life) concerning 

different group divisions. The sample 

consisted of 54 respondents with a mean 

WRQoL score of 3.75 and 66 respondents 

with a mean score of 3.57. The total data 

from these two groups (54 + 66 = 120 

respondents) had an aggregate mean score of 

WRQoL 3.65 with standard deviation 1.250 

and standard error .125. The overall lowest 

score for respondents was 1, while the 

highest was 5. When analyzed using a fixed 

effects model, the between-group variance 

was determined as 1.253 with standard error 

.125 which illustrates the degree of WRQoL 

score variability resulting from different 

groups or categories. When analyzed using 

random effects model, the standard error 

.125 and variance components .125 for 

between groups, 2.06 for within group, and 

5.24 for total variation. The negative value 

(-.016) infers that such variance component 

is small or negligible. 

In table 5, mean square within groups is 

1.571, representing the average variance 

within each group. The F-value is 0.481, 

above the 0.05 threshold, indicating no 

statistically significant differences between 

groups in terms of WRQoL scores at the 

95% confidence level. The total degrees of 

freedom are 119, combining the degrees of 

freedom between groups and within groups 

. 

Regression 

In Tables 6 and 7, the correlation coefficient 

(R-value) represents the strength and 

direction of the linear relationship between a 

predictor variable and the dependent 

variable (WQRoL). The R-value for Career 

and  Job  Satisfaction  (CJS)  is  0.115, 
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indicating a weak positive correlation. The 

R-value for Work Stress (WB) is 0.430, 

indicating a moderate positive correlation 

between seafarers' well-being and WQRoL. 

Work Stress and Work Home Interface have 

weak to moderate positive correlations. The 

R² represents the proportion of variance in 

WQRoL that can be explained by the 

independent variables. The R Square for 

CJS is 0.013, indicating only 1.3% of the 

variance can be explained by career job 

satisfaction. Adjusted R Square for WB is 

0.174, slightly lower than the 0.182.F 

Change statistic of Work Stress doesn't 

significantly contribute to explaining 

variance in Work-Related Quality of Life in 

this model. F Change statistic of Working 

Environment significantly contributes to 

explaining variance in Work-Related Quaity 

of Life in this model 

Results Summary: 

Results: 

Critical gaps in the seafaring occupation’s 

workforce structures across gender, age 

coverage, employment types, departmental 

functions, and tenure lengths are analyzed in 

this paper. These discrepancies can be used 

to optimize Work-Related Quality of Life 

(WRQoL) among seafarers. 

Only 11% of seafarers are women, making 

females vastly underrepresented in this 

profession. To improve these statistics, 

proactive recruitment interventions, policy 

backing, and inclusive cultures need to be 

implemented (Kitada, 2010). Younger 

seafarers may be struggling with career 

progression opportunity 

es, and those in mid careers are more likely 

to require additional attention for overall job 
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satisfaction (Slišković & Penezić, 2017). 

There are also issues related to job security 

and income volatility due to high levels of 

contract employment (75.7%). 

CJS and WS appear not to have a meaningful 

relation to WRQoL which implies that there 

are particular challenges in seafaring work 

such as a possible high paytojob 

dissatisfaction 

 

ratio (Iqbal et al., 2017). On the other hand, 

WRQoL is enhanced by General WB, WHI, 

and WE. Emotional support, or lack there of, 

drastically influences wellbeing (HWANG, 

2021) . Chan et al., (2019) proposes that to 

maintain positive morale, work-home balance 

is vital. Existing data confirms the strong 

relationship that exists between the quality of 

the work environment and WRQoL (Gupta, 

2023). 

 

Recommendations 

To improve the Work-Related Quality of Life 

(WRQoL) experience of the seafarers, the 

following recommendations have been made: 

i. Mental Health Support – Incorporate peer 

support onboard, mental awareness 

education, and counseling services offshore 

and onboard. 

ii. Flexible Work Arrangements – 

Enhance the balance between work 

and family by providing extended 

shore leave, better communication, 

and improved internet facilities. 

iii. Safety & Health Prioritization – 

Ensure adherence to maritime safety 

standards, provide proper safety 

education, and maintain a safe 

workplace. 

iv. Inclusive Workplace Culture – 

Implement anti-harassment policies, 

recognize and reward performance, 

and provide training and career 

progression opportunities. 

v. Enhanced Living Conditions – 

Improve life at sea by providing 

better shipboard facilities, better 

quality food, and more leisure 

activities. 

vi. Accessible Health Care – Increase 

the scope of health services, 

telemedicine, and preventive 

medicine offered by partnering with 

maritime organizations and health 

institutions. 

vii. Industry Collaboration – Promote 

research collaboration to design 

strategies that address the welfare of 

seafarers from an evidence-based 

perspective. 

The adoption of these initiatives will 

enhance the work experience of 

seafarers which will in turn boost the 

maritime industry. 
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