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Often university graduates are hired and given short stints of training before
coming onboard ship and subsequently proved to be competent officers. This would also
explain why so many Indian nationals are now serving as managers in internationalshipping, 

ship management and other enterprises. While there are plenty of Filipinoofficers, 
few rise to take the position of master mariners. One explanation suggested is

that the responsibility of senior officers have become so onerous with the frequent
inspections now demanded in ports of advanced maritime countries that the
responsibilities outweigh the benefits in terms of wages and status. It may that, for them,
it is no longer worthwhile to become a ship captain.

From the above discussion, a major task is how to induce well educated young
men to take up seagoing careers. A related task is to reduce the wastage rate of trained
officers in order to retain their services for as long a period as possible. The perception
of most seafarers today is not to regard seafaring as a vocation but to earn enough in
order to leave seagoing service as soon as they have sufficient savings to begin a life
working on shore-based positions.

The problem is compounded by training institutions in advanced countries to
attract recruits with dual track training programmes enabling trainees to choose betweentaking 

up courses to go on to take up seagoing positions or opt for shore-based positions.
Worst still, the practice has been in some cases to train them for both seagoing and land-
based employment. The result is that many, and in some cases all of the graduates,
decide to opt for shore jobs.

9. 

PLANNING MARITIME MANPOWER AND REGIONAL COOPERATION

In spite of the importance of the seafaring and shipping industries, few countries
undertake detailed forward planning to estimate their requirements for maritime
manpower and the supply of maritime manpower through a system of education andtraining. 

Maritime authorities concerned with seafarers are apt to be responsible for
seafarers only as long as they opt to remain available for employment at sea. Once they
leave the sea and even if they decide to take up a marine related job, further training
comes under general vocational training. Yet seafarers do not on average remain at sea
for longer than 10 to 15 years with many opting to seek shore-based work as soon they
are able to obtain their Masters Certificates. Nothing is known with certainty about the
manner they go about seeking work, what type of employment they enter into, and
whether they have access to information on employment opportunities. It is not usual for
maritime authorities to consider training seafarers for shore jobs that are related to the
broader maritime industry. Reasons for the lack of planning may lie with the sectoral
approach to management of the shipping industry and, in some cases, they may be
related to inadequate administrative support and lack of official attention. At the
International Labour Organisation (ILO) organised regional Tripartite Seminar on Maritime
Labour Standards in October 1994, the delegates adopted the following as a main issue
for the purpose of setting a goal for achievable standards:
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Each country recognises the existing of differences in recruitment, manpower
planning and training policies among countries in the [Asian] region and feels that
there is a need to create a central body to assess, make projections about future
requirements, and co-ordinate manpower planning and recruitment both in the
national and regional levels

For developing countries where there are limited resources available to supportand 
upgrade the nation's education and training system, maritime training institutions

represent an important component in the overall capability to nurture trained manpower.The 
injection of foreign funds and technical assistance to these institutions may result in

rendering them the best available education and training establishments in the country.
They may therefore play the role of lead institutions in bringing up the national standards
of education and training for professional and technical manpower and help to put them
in a better position to compete internationally. At a subsequent stage, ship's officers
leave sea service to become highly valuable manpower as trained and experience
instructors in maritime schools and colleges and occupy critical positions in a wide range
of professions within the maritime industry.

For developing countries wishing to enter the international market for theirseafarers, 
detailed planning will be necessary to ensure adequate maritime trainingfacilities, 

availability of trained instructors, proper training programmes, appropriate
legislation and administrative procedures, and sufficient financial support to sustain a
system of maritime training institutions to produce seafarers able to meet international
training standards and certification. There are clearly many opportunities available in
producing well-trained ratings and officers and derive considerable economic benefits for
the country.

9.1 

Planning at the national level

Countries and areas that have undertaken some form of planning of maritime
manpower include Hong Kong, India, Malaysia and the Philippines. India's experience in
planning offers an instructive case study (see COMET, 1991 and for the Philippines seePOEA, 

1992). The process of planning has resulted in concerted action on the part of all
concerned and recruitment of trainees had doubled over the two years from 1990
(Dearsley 1994). In the case of Singapore, estimates of demand and supply of local
seafarers have been attempted by Das Sarma and Ja'afar (1992).

As discussed earlier, trained seafarers constitute a manpower resource of great
value to the maritime sector. The situation relating to the their transition from sea-based
to shore employment differ considerably from country to country. Planning at the national
level should therefore be concerned with all aspects affecting seafarers and be extended
to their role and contirbution to the maritime industry as a whole. It should also take into
account the cyclical nature of the shipping industry as well as the use of these trained
personnel to generate new ventures related to shipping.



48

Marine engineers and those in the catering section would find little problems
finding employment on a wide choice of jobs while navigating officers are perhaps less
easily absorbed into the employment market. In the case of the ordinary seamen, their
skills as carpenters, fitters, painters, machinists, plumbers, and general repairmen are
applicable to their counterparts working on land. They would have no advantage over
the latter and clearly the demand for their services would depend on the general
employment situation for the country as a whole. Their main problem is accepting lowerwages, 

and in some situations much considerably reduced wages, compared to working
as seamen. During periods of economic recession, large numbers of ratings are unable
to find employment on ships and there have been for major seafarer supply countries
painful memories of recent periods of mass unemployment.

In the case of the better developed countries, ratings tend to be thrown out of work
because of their high wage levels as shipowners are reluctant to hire them and prefer
low-waged foreign seamen. An important £.dditional aspect is that for these countries,
a large proportion these seamen are older. The average age of ratings in Hong Kong
and Singapore are 50.9 and over 45 years of age, respectively.~ They are therefore
less employable and their capacity to adapt to new circumstances and willingness/ability
to undertake retraining is not as high. Here, seafarers' unions have in many cases have
taken up the responsibility of training ratings for shore-based jobs. The Singapore
Organisation of Seamen (SOS) has also started cooperatives for its members. Continued
membership in unions for ratings who for various reasons no longer work at sea becomes
an important benefit.

9.2 

Planning at the firm level

At the firm level, the larger shipping and shipmanagement firms carefully plan their
seafaring manpower and in many cases provide life-long employment for the seafarers
that they employ. One example is Nippon Yusen Kaisha (NYK) which is typical of the

large Japanese shipping companies. The system involves switching ship's officers
between periods of work onboard vessels and working onshore in the company as they
rise through the ranks. Over the period of a dozen years, and depending on the
suitability and personal inclinations of the individuals concerned they can eventually be
absorbed into permanent shore-based jobs within the company. In this way, the
company is able to retain his loyalty and clearly their value to the company is enhanceddue 

to their thorough understanding of the nature of work onboard the vessels.

9.3 

Cooperation within the seafaring industry

The global nature of the seafaring industry and the critical role that seafarers play
in the world shipping requires far greater regional cooperation that currently takes place.
International agencies such as ILa, UNCTAD and, within the Asia-Pacific region, ESCAP,
have played an important part in bringing about cooperation among the three keycomponents 

affecting seafarers, i.e., governments, seafarer unions, and employers. Their

48.

Mean age of rive trade Hong Kong ratings is 37.7 years of age. See Hong Kong Merchant
Navy Training Board Vocational Training Council (1994).
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activities have resulted in significant improvements in upgrading training facilities andtraining 
programmes, maritime legislation governing seafaring, and in the administration

of seafarers. Their efforts have also enhanced the awareness of the special contribution
of and problems faced by the industry and have helped to promote the overseas

employment of seafarers.

Within each country I effective planning suggests that each segment of the
seafaring industry need to organize itself more efficiently to raise standards and to serve
its constituents more effectively. Discussion of what needs to be done is found in the

next section. Attention is given to cooperation at the national level as well as the regional

level.

9.3.1 

Coordination at the national level

Legislation has been adopted in Singapore to create a Maritime and Port Authority
which will be responsible for all matters dealing with the management of seafarers in the
country. Under this new organization, the present National Maritime Board will be
merged with the Marine Department together with other government agencies. The
organizational structure of most other countries in the region is fragmented. The
responsibility governing seafarers is divided among the ministries of Transport, Labour,
and Education, and in some cases, the Ministry of Defence as well. This leads to
considerable difficulties in coordinating the supervision of training institutions; the
certification, recruitment and deployment of seafarers; the monitoring, surveillance and
protection of the welfare of seafarers particularly those employed on foreign vessels; and

the promotion of seafarers for overseas employment.

Much can be gained from closer cooperation among all the parties concerned
within the shipping industry. A more positive approach rather than a confrontational one
should be adopted between seafarers' unions on the one hand and employers on the
other to ensure smooth working relations and orderly development of the shipping

industry. Training programmes can be set up jointly by organizations representing
seafarers and employers through regular consultation. More dialogue among maritime
authorities, seafarers' unions and shipping and port-related enterprises to help the

employment of seafarers who have opted to take up shore employment

9.3.2 Regional Cooperation

A regional (and global) perspective is necessary in bringing about greater
awareness of the problems and opportunities that exist among the highly differentiated
countries within the region. Regional cooperation already exists under various groupings
although there appears to have been as yet little attention paid toward seafaring.
Perhaps the best organized is the shipowners' association as is the case with the
Federation of ASEAN Shipowners' Associations (SNSA). The Asian Shipowners' Forum
(ASF) has established a Committee for Seafarers. At the Committee's first meeting held
Gingdao during 21-22 October 1995, it was felt that there is need to adopt a standardized
code of interpretation and implementation of the requirements of the ISM Code and the
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revised STCW Convention. Also Asian shipowners should establish direct relations with
major Asian seafarers training institutions and international maritime regulatory authorities
such as IMO and the International Association of Classification Societies (lACS) to co-
operate to find ways to raise the quality of seafarers. The Communique of the meeting
added that "a joint effort by the entire Asian shipowning, crewing and training sectors is
also needed to eradicate traditional discrimination shown to Asian seafarers by Western
maritime authorities."

An association of maritime training institutes under the ASEAN umbrella has been
formed although it has not been active. The region is well able to share the experience
of maritime training institutions to take advantage of the available expertise both in
training and in management. Closer cooperation among the region's training institutions
is needed to establish programmes of staff exchange, sharing of expensive facilities and
equipment as well as teaching materials such as manuals, and undertake training of
instructors. Administrators would do well to meet regularly to exchange ideas and views.

Ship management companies have come be a major player in the seafaring
industry although relatively little is known about their practices and impact on the
employment of seafarers particularly for foreign shipowners. The recently formed
International Ship Managers' Association (ISMA) have successfully adopted and
implemented the ISMA Code of Shipmanagement Standards for its members. Among
other issues raised at a recent meeting of its members, it was agreed that the group:

(1)

Exerts greater collective influence on labour-supply countries where there are
deficiencies in administration and training;

(2) Develop an ITF (International Transport Workers' Federation) information system
for circulating details of members' cases and a list of law firms around the world
which specialize in ITF and labour matters;

(3)

Establish 

a fund and associated insurance scheme to cover legal fees in
ITF/labour-related cases.

10. CHALLENGES FOR THE SEAFARING INDUSTRY

With the expansion of world trade and shipping, there are new opportunities for
maritime labour supplying countries within the Asia-Pacific region. As noted earlier, the
region itself is rapidly becoming major sources of employment for foreign seafarers. Onthe 

other hand, the more developed economies derive considerable benefits in having
major maritime manpower supplies from within the region. However, there are major
problems that need to be addressed in the immediate future including meeting new and
more stringent requirements of international maritime training and certification regulations,
improve management of the seafaring industry including solving the problem of high
wastage of trained seafarers, undertaking forward planning to estimate the needs and
requirements of both the domestic shipping industry as well as promoting overseas
employment of local seafarers, and close cooperation at all levels to raise standards and
to meet the new challenges ahead.




