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Abstract

In the cruise line industry, employee workloads and well-being are key factors affecting job
performance and retention. This study examined the relationship between workload and
well-being of hotel department employees on cruise ships. Using a quantitative approach, a
survey was administered to 115 cruise line employees. The findings indicated that
employees face high physical, mental, emotional, and coordination demands, but they
exhibit strong coping skills and emotional resilience, leading to high psychological well-
being. The results of this analysis indicate a Significant Positive Moderate Correlation
between workload and overall well-being among cruise ship employees. Effective workload
management, along with resource and support provisions, can enhance workplace well-
being, fostering a positive work environment. This study sheds light on the challenges faced
by cruise line employees and emphasizes the need for prioritizing effective workload
management to improve employee well-being, productivity, and performance. Given the
significant role of employees in the cruise line industry, their well-being directly impacts
industry success and passenger experiences. Future research may explore the role of
organizational support in enhancing employee well-being and stress management within
cruise lines.
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1. Introduction

Cruise line employees need to face the guest and ensure the passengers that they have
everything they want on board. The engagement of these cruise line employees may get
affected if their workload increases. One of the main problems that cruise line employees
experience on board is their compliance with the working hours. The Maritime Labor
Convention has been regulating working hours internationally since 2006, yet violations still
occur frequently (Martiny, 2023). In order for employees to comply properly and serve the
guests in the cruise ship, they need to have a longer time to rest or sleep to condition themselves
in their shifts for the next days.

According to Teberga (2020), a tourism professor at the University of Palmas in Brazil,
they had investigated that working conditions on cruise ships, working hours, and the workload
cause the most complaint among the employees, as well as, the increasing of the passengers in
the cruise ships in year 2001 and 2020 the average of the passengers increased at 60% but the
crew in the cruise ships increased by only 44% in which the crew members had to take a lot of
workloads.

The National Director of CLIA — Germany Helge Grammerstorf argues that the valid
working time regulations internationally has been disrespected on cruise ships and shipping
companies should follow the permitted working hours and cannot be exceeded. Many cruise
line companies evade the prohibitive laws that control wages, working hours, taxes, and
criminal and environmental laws by indicating their ships are registered in countries. This kind
of circumstances should be reviewed and checked by the government to assure the well-being
of our fellow Filipino cruise line workers.

Research by Ghosh (2022) asserts that employees in every company have different
levels and intensities of workloads. Employees deal with varying degrees of workload daily.
Because the workload fluctuates, it affects their impression of fairness in task balancing
especially when the change is for the better. Given the chance for workloads to differ among
cruise line employees’ indistinct sections of the hospitality department, and even within the
same company department, an organization's requirement to manage workloads becomes
crucial.

This study delves into a crucial aspect of their work experience, aiming to shed light
on the intricate relationship between workloads and well-being from the perspective of cruise

line employees serving in the hotel sector of these floating cities. By examining the intricate
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dynamics at play, the researchers seek to uncover the correlations and intricacies that govern
the connection between the demanding nature of their roles and the quality of life they
experience. The main objectives of the study were: to assess if the respondents are towards
their workload as cruise ship employees in terms of experiences during tasks and team’s
performance during tasks; to assess if the respondents are towards their well-being as cruise
ship employees in terms of psychological, social, workplace well-being, and subjective well-
being; and to identify the relationship between the assessment of the respondents towards their

workload and well-being as cruise ship employees.

2. Literature Review

Workloads of Employee

Employees with an increased workload are going to gain more from a job crafting

intervention that will improve employees' dedication and absorption as a behavior, compared
to employees with a lower workload (Kuijpers et al., 2020). According to “Safety 4 Sea”
(2022), crew members engage in an extremely controlled field with a physically and mentally
demanding workload; in fact, aside from sleep, grabbing a rest between work periods can help
restore seafarers' performance levels and improve their work behavior. When indirect effects
such as work conflict, difficulty sleeping, work engagement, and behavior were taken into
account, high workload was associated with less well-being (Zappala et al., 2022).

According to the “The Seafarers Happiness Index” (2019), few seafarers stated, that a
significant portion of their time has been consumed in checking and auditing, combined with
an excess of checklists and paperwork that was not beneficial to the vessel’s operation making
the job difficult than it needs thus affecting the seafarer’s work behavior and performance in
the job. Overwhelming tasks and requirements cause the individual Irritated and unmotivated
at work which impacts their physical, mental, and psychological health (Evangelista, 2021).
Bakker (2021) emphasizes the job demands they get from daily work create stress and lead to
a more abnormal and less flexible self-regulating cognitions and behaviors.

The employees who are avoiding cope due to their experience in job strain will more
likely to increase their job demands. Li et al (2019) confirms that job demands are positively
correlated with well-being and work behaviors. These relationships must be considered when
an organization seeks to reduce job demand. Work design and performance evaluation should

be based on employees’ actual work abilities and assign meaningful tasks to each employee.
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According to “Safety 4 Sea” (2019), increased workload and subsequent fatigue were the
biggest obstacles to communication on board that it affects their mental and social life in cruise
ship. According to Radic et al (2020) to the JD-R model, career-related burnout develops from
two sources: the first is negative feedback, extremely stressful circumstances at work in which
job demands results in tiredness, and the following is connected with not enough job resources
leading to dissatisfaction with obvious inspiration failure. The JD-R model acknowledges that,
beyond all resources, control and independence are critical in allowing employees to cope with
requirements such as workload (De Reuver et al., 2021).

According to “Safety 4 Sea” (2019), high workloads can affect their physical health
that can cause fatigue and in cruise ship there is less interaction with their loved ones which
can affect their well-being onboard. According to “How to achieve consistency when working
under continuous extreme stress on a ship?” (2023), working on a cruise ship is known to be
one of the most stressful jobs. This includes long working hours, regular shifts in team
members, high quality standards and especially high-workloads. Due to these reasons can
affect their performance they would easily lose their focus and attention on their work,
physically and mentally.

The ratio of passengers has been increasingly than the crew members become
disadvantage to the employees. The passenger capacity of cruise ships increased by 60%, but
the number of crew members increased by only 44%. As a result, crew members had to take
on high-workloads and it also affects their working hours in cruise ship (Welle, 2023). Result
of the findings of Casper & Sonnentag (2020), states that high workload could have a negative
impact on employee well-being while in the anticipated phase if it is followed by work-related
worry. It claimed that employees' well-being and work behavior suffer as a result of work-life
time constraints, task assignments and workloads (Radic et al., 2020).

A raise in workload and a change in the work environment, on the other hand, could
promote employee behavior and performance improvement (Munandar et al., 2019).
According to Kim & Beehr (2020) teamwork and collaboration under high workloads can
create a supportive environment. Research by Tummers and Bakker (2021) argues that when
employees are provided with the necessary resources and support to manage high workloads,
workplace well-being can improve, fostering a positive work environment. They demonstrated
that well-managed high workloads can positively influence psychological well-being by
increasing a sense of mastery and engagement in one’s tasks (Schonfeld et al., 2019).



20 | Journal of Hospitality, Tourism & Cultural Research, Volume 1 Issue 1

This indicates that employees who have a heavy workload are at a high risk for well-
being and physical health problems, which can affect employee performance and behavior at
work. High workload activities were associated with lower well-being, including higher stress
and complications at work. This is essential since job overload is a big issue in the workplace,
and it can have a severe impact on the well-being of cruise line employees. According to the
JD-R model, job demands have a negative impact on the well-being of cruise ship employees.
As a result, adaptability in the cruise line is crucial, when employees can balance their task and
work without errors.

This could lead to life dissatisfaction which can lead to people being unmotivated to
accomplish their work and being less productive. The findings of this study could be utilized
to assess how it affects employee performance because it goes beyond typical work hours and
workloads, which can lead to restlessness, lower self-esteem, and have an impact on an
employee's well-being. High workloads can also promote employees, improve their
performance and teamwork and collaboration with co-workers it has positive effect on their

psychological well-being.

Well-Being of Cruise Line Employees

Long-distance connections to loved ones, short opportunities for social events, and
raised physiological and emotional stress can frequently result in health risks or an absence of
engagement at work, affecting their performance and behavior. Overall, this has an impact on
the overall health of the seafarers, which may be a factor that leads to psychological difference
among team members (Singh, 2022). Because the total number of individuals on board ships
is limited and conflicts of egos and unhappiness among crew members are common (Anish,
2021). According to Bakker and De Vries (2021), when employees had autonomy in their jobs,
acquired feedback, had their social support or established good relationship with their
supervisor, the workload, emotional and physical demands, as well as work-home interference
failed to result in higher levels of burnout.

Employees who possess a positive attitude at work are more likely to connect them
with the behavior of organizational citizenship, increasing their productivity and need to work.
Employees, on the other hand, will behave in the opposite way when they are experiencing
negative workplace emotions (Deng et al., 2022). Kang (2020) emphasizes that even though

recent research has focused on the role of well-being in tourism, little is known about how
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marketing professionals can benefit specifically from it. The relationships between co-workers
that exist on a cruise ship have an impact on the health and happiness of cruise line employees.
The theoretical concepts of experiential value and value co-creation were found to be linked
by well-being, with brand prestige acting as a moderator.

According to (Lagniton, 2023), a lot of coworker’s challenges have led to cracks as a
result of severe stress brought on by miscommunication with managers and other crew
members who suffer from anxiety and influencing their job performance and system at work.
It is difficult for seafarers to get used to because employees possess distinct ethnic groups and
behaviors. Extended working hours, an absence of clear separation between work and rest, and
being separated from one's confidential social life of family and friends have all been
recognized as significant stressful circumstances, as has the constant desire to get to know,
adjust to, and form new working relationships (Osterman & Bostrom, 2022). Litkenhaus
(2020) asserted that the cruise industry is a tourism sector that is still growing and requires a
lot of workers.

According to Kwon (2019), The trait-based view suggests that engagement is a matter
of innate disposition, explaining why some individuals feel engaged at work while others do
not. In contrast, the state-based view posits that engagement can fluctuate over time based on
an individual's work-related experiences. They conceptualized employee engagement as "an
active, work-related positive psychological state operationalized by the intensity and direction
of cognitive, emotional, and behavioral energy". Kwon emphasized the significance of
psychological conditions, including meaningfulness, safety, and availability, in explaining
why an employee might choose to engage or disengage during work. Khan (2019) discusses
one such perspective, based on the distinction between trait-level (between-person process)
and state-level (within-person process) views. The trait-based view suggests that engagement
is a matter of innate disposition, explaining why some individuals feel engaged at work while
others do not. In contrast, the state-based view posits that engagement can fluctuate over time
based on an individual's work-related experiences. Khan emphasized attitudinal and
motivational facets, the state-level work engagement which underscores the organizational
context as a stable resource influencing daily work engagement

However, criticism of cruise ship workers' working and living conditions, as well as
their ability to control their emotions, is a common topic in both the news and research

literature. The industry's success is largely dependent on the well-being of resort operators.
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Teamwork and collaboration in high-workload situations can foster social interactions and
positively affect social well-being (Demming et al., 2021). It claims that employees' well-being
and work behavior suffer as a result of work-life time constraints, task assignments and
workloads (Radic et al., 2020). (Ying, 2023) confirms that employees can experience mental
problem, interactions with customers can be a significant source of work-related stress for
hospitality workers, which could result in burnout and high employee turnover rates. Work-
life balance is fundamentally how every crew can overcome burnout and fatigue.

Motivated teams working on challenging tasks tend to experience better psychological
well-being (Susanto et al., 2022). Research by Kramer and Simmons (2021) supported that on
a daily basis emotion we feel at work has been shown to be profoundly negatively connected
with regular psychological wellness and daily physical well-being. Daily emotion at work
intense acting, on the other hand, had no significant connection to daily mental well-being or
daily physical wellness. As it stands, work-life balance is linked to a variety of how to improve
the ship's productivity and working environment by adjusting life on board (Evangelista,
2021).

According to “Seafarers working on cruise ships and ferries are the unhappiest” (2019),
seafarers reported more positive interactions with their families while at sea, indicating
improved bonds and more opportunities to stay fit and healthy on board that has good affect in
their well-being. Jobs (2023) emphasized that employees’ onboard need to be strong because
all of crew members are locked up on a cruise where only focus is at work. Those who face
seasickness every time can affect their well-being while onboard by taking medications and it
could affect them mentally. According to “Cruisejobs” (2021), for some employees’ this may
be the first time they have lived away from home, away from family and friends for an extended
period of time, it has an effect to their well-being while at work. Cruise lines try to hire crew
members who understand well and could handle the challenges of working on cruise ships.

According to “Travel Pedia” (2023), the fatigue and exhaustion of the team makes life
difficult away from home. For others, the hardest part of working and living on a cruise ship
is the lack of sleep and poor work-life balance that it affects their well-being. Most crew
members also agree that being away from loved ones is the hardest part of working at sea,
especially when they are homesick. According to Malvaso & Kang (2022) subjective well-
being is influenced by a multiple of personal and external factors. Research by Kwon & Park
(2019) suggest that meaningful and challenging work can contribute to an enhance of overall
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well-being. The result of the research of Galanakis and Tsitouri (2022) showed that high levels
of personal resources can mitigate the adverse effect of high job demands on stress while also
enhancing the already positive effects of high job resources on motivation. It was said that job
characteristics and work is having a resource which is the personal resources and in creating a
personal resource, it would have a positive effect on well-being.

This has an impact on the overall health of the seafarers, which may be a factor that
leads to the effect on the well-being of the employees onboard. Having problems with
relationships can cause low confidence, and not having to concentrate while working. The
solution here to work this relationship with employees many suggested that can always be
honest with someone to gain your trust. Being more transparent while communicating with
other employees to make your bond sustainable and to have good results. Giving appreciation
they need to motivate them in their workplace. Due to high-workloads at cruise ship
employees’ well-being and work behavior suffer as a result, Teamwork and collaboration has
a positive affect social well-being while coping up with high-workloads. Work-life balance is
important on how to improve the employees’ behavior, social interaction for better working
environment by adjusting life on board. Improved bonds with co-workers on board that has
good affect in their well-being.

Job resources are divided into three dimensions: social support from colleagues,
knowledge, and work—family balance. Social support, particularly from colleagues, is
identified as a direct and valued resource capable of reducing fatigue levels (Wan and Liu,
2023). The study acknowledges the importance of differentiating social support into work-
related interactions and leisure-time social activities to comprehend its nuanced impact (Wan
and Liu, 2023). Knowledge is recognized as a resource fostering specialization and
cooperation, contributing to workplace achievements and reducing job demands. Work—family
balance, as a reflection of role resources, encompasses low conflict and high enrichment
between work and family roles (Wan and Liu, 2023). Leadership resources, as subdimensions,
include development possibilities, supervisory coaching, and a supportive environment.
Adequate opportunities for professional development are emphasized as crucial for motivation
and are indicative of effective leadership. The study underscores the role of supervisory
support and coaching in embodying high-quality leadership (Bakker et al., 2021).

Working together with new coworkers can help reduce heavy workloads by
encouraging collaboration, alleviating the adverse consequences of high job demands while
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increasing engagement and behavior (Wan et al., 2023). Through employee engagement,
psychological well-being, and transformational leadership, the purpose of this study is to
ascertain the connection between job demands and resources and organizational trust.
Organizational trust has a positive and significant relationship with employee engagement. The
relationship between employee engagement and organizational trust is mediated by
transformational leadership and psychological well-being (Widanti, 2022). The conditional
indirect effects examine showed that when mindfulness was present, work engagement was
positively and subsequently affected by the innovative work behavior when the workload was
high and increasing (Montani et al., 2020). Research by Rodden and Nancy (2019) emphasizes
that social interactions are important because they could help cruise lines make memorable
experiences that make people want to cruise again in the future. In addition, crew social
interactions were rated as more important for mentally stimulating social interactions because
they could influence crew members' choices of activities and how to conceal their true
emotions to provide professional service.

The meta-analysis conducted by Tummers and Bakker (2021) forms the basis for
understanding the positive correlations between transformational leadership and both
employee job satisfaction and motivation. This conclusion aligns with experimental studies,
including those by Dvir et al. (2002), and Bellé (2014), which demonstrated the impact of
leadership on employee well-being and performance. Recent research by Tummers and Bakker
(2021) further supports this view, emphasizing that high-ability and hard-working leaders
contribute to increased employee effort, knowledge-sharing, and overall performance. The
integration of leadership into the Job Demands-Resources (JD-R) theory is a noteworthy
development in the field, as highlighted by scholars such as Syrek et al. (2013), Perko et al.
(2014), Diebig et al. (2017), and Cheung et al. (2021). This connection often takes a behavioral
approach, focusing on what leaders do or how they are perceived by employees, in contrast to
the trait approach that examines leader traits.

The behavioral approach proves to be more adaptable within the JD-R theory, which is
characterized by its heuristic and flexible nature. Leadership is seen as a moderator between
job/personal resources and motivation and between job demands and strain. Leadership, in this
context, can enhance the positive effects of personal resources, such as proactive personality,

thereby increasing engagement. Simultaneously, leadership can mitigate the impact of high job



|25

demands, with servant leadership making it easier for employees to cope with challenges like
high workload.

Lee (2019) confirmed with the employee’s resources being drained and because of not
meeting the demands of emotional labor, the employees might experience emotional
exhaustion that can also decrease their cognitive energy when interacting with co-workers and
customers at cruise ship. The findings of Radic et al (2020) verify that workloads such as time
pressure, work environment and emotional labor have a negative impact on the well-being of
the cruise ship employees. This finding has shown significance because it shows how personal
approaches such as coping, healing from work-related effort, and the improvement and
compensation mitigate the negative effect of workloads on the employee engagement.

Simmons (2021) indicates a noteworthy negative association between daily emotional
labor surface acting and both daily psychological well-being and daily physical health.
However, daily emotional labor deep acting does not exhibit a significant relationship with
either daily psychological well-being or daily physical health. The study's aggregation of
emotional labor across days unveils a significant positive correlation between emotional labor
and burnout. This implies that the cumulative effect of engaging in emotional labor is
associated with increased levels of burnout. Simmons (2021) broadens awareness regarding
the impact of emotional communication expectations on employees' psychological and
physical health. The study urges organizations to recognize the potential negative
consequences of surface acting on employees' well-being. Additionally, the research offers
research-driven practices to mitigate the adverse effects of emotional labor communication
demands.The emphasis on burnout as a consequence of aggregated emotional labor reinforces
the importance of addressing long-term implications for employee health. The research-driven
practices suggested in the article serve as practical guidelines for organizations seeking to
foster a healthier work environment by managing emotional labor demands (Simmons, M.J,
2021)

According to “Safety 4 Sea” (2023), employee engagement is defined as the attitude of
employees who perform their duties with genuine interest and total dedication while being
extraordinarily productive and meeting company objectives. It denotes a trusting relationship
between the organization and its employees, in which the company provides comprehensive

opportunities for employees to grow professionally and achieve self-realization.
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This finding shows that working together as colleagues could reduce the hardness and
suffering of the workloads that were given to employees. It increases their social interaction at
the same time it can help their well-being in the cruise ship. Engagement within employees
increased their motivation to do their job and to work together. It also benefits the performance
of the employee in the cruise ship because engagement helps them to be productive in the
workplace. Social interactions and engagement in work is important because it can help boost
employees’ confidence and to create good and better organization in cruise ship. It is important
for mentally stimulating social interactions because they can influence crew members' choices

of activities and how to conceal their true emotions.

Relationship between Workloads and Well-Being of Cruise Line Employees

According to a study, when there is a rise in workload activities it is automatically
associated with one’s well-being that is lower on multiple measures, this includes stress.
Greater recovery activity frequency, on the other hand, was mostly associated with well-being
that is higher, as indicated by stress and increased positive affect (Hernandez et al., 2021).
According to the study entitles “Factors that Affect Employee wellbeing in the Workplace”
(2019), the study attempted to explain variation in employee well-being levels tends to
consider individual factors such as personality or situational factors workplace, such as
physical labor. Many studies claim that high workload is present in ships that is causing
negative impacts to the employees’ overall health and well-being. Result of the findings of
Casper & Sonnentag (2020), states that high workload could have a negative impact on
employee well-being while in the anticipated phase if it is followed by work-related worry.

Its findings indicate the relationship between workloads and well-being. This issue is
getting worse as conflict within the institution arises, also reduces employee’s morale, which
in turn reduce in the performance and engagement in their job. The study’s goal to look at how
the frequency of workload and the recovery tasks from work and non-work periods were
related to same-day well-being measures within a person or employees onboard the cruise ship.
It could also have a negative impact on employee well-being, resulting in lower self-esteem, a

lack of purpose, and the adoption of unhealthy habits.
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3. Methodology

Research Design

This study used a quantitative research design with descriptive and correlational survey
method. Bhandari (2022) stated that this method of gathering and examining numerical data,
as well as, executing statistical, computational, or mathematical approaches, is referred to as
quantitative research design. It is useful for determining averages and patterns to verify
relationships between variables and extend the results to larger groups. Quantitative research
collects data from existing and future respondents, for example, through sampling procedures
and the dissemination of online surveys and questionnaires.

A descriptive approach of research describes the characteristics of the population or
subject under inquiry. The method prioritizes identifying the characteristics of a demographic
segment over explaining "why" a given phenomenon occurs. In other words, it "describes” the
research issue but does not explain "why" it happens (Question Pro, 2023). The correlational
survey approach is a non-experimental study whereby a researcher explores two or more
variables and evaluates and analyses the statistical relationship that connects them without
changing or altering any of them. A correlation is a statistical measure of the strength and
direction of a relationship between two or more variables. A correlation can be either positive
or negative (Bhandari, 2022).

Population, Sample Size, Sampling Technique

The researchers’ respondents are cruise line employees who worked or who are
working on international cruise ships. The total population comprises those cruise line
employees who are from Manila, Philippines. They were chosen as respondents for this study
because they have experienced cultural diversity on cruise ships, and the researchers were
interested in studying the relationship between workloads and well-being from their point of
view as a cruise line employee.

The G*Power was used to calculate the sample size of respondents depending on the
specific statistical test that the study will need. The following were the parameters needed for
the input:

a. Effect size (often denoted as Cohen's d for t-tests and ANOVA, or r for correlation).
b. Significance level (alpha, often set to 0.05 for a 5% chance of Type I error).
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c. Statistical power (usually set to 0.80, which corresponds to an 80% chance of detecting an

effect if it exists).

d. Other specific parameters relevant to your chosen test (e.g., degrees of freedom, correlation

values, etc.).

Table 3.1

Profile of the Respondents
Sex assigned at birth Frequency Percent
Female 46 36.5
Male 80 63.5
Total 126 100.0
Age
Below 31 64 50.8
31-40 41 32.5
Above 40 21 16.7
Total 126 100.0
Educational Attainment
Basic Education 19 15.1
Tertiary Education 57 45.2
Post Graduate 50 39.7
Total 126 100.0
Years of Service in the Cruise Line Industry
0-2 years 4 3.2
3-5 years 76 60.3
More than 5 years 46 36.5
Total 126 100.0
Years of Service On-board the Current Cruise Ship
Less than 1 year 58 46.0
1 year 34 27.0
More than a year 34 27.0
Total 126 100.0
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Research Instrument

The research instrument of this study was an adopted research questionnaire based on
Pradhan & Hati (2019). While the well-being questionnaire was based on Sellers et al (2014),
the researchers have adjusted the research questionnaire in accordance with the study. The
researchers ask for permission to the authors by sending an email. The survey questionnaire
has been separated into three sections: the letter to the respondents, the respondents' profiles,
and the survey questionnaire. Respondents were questioned about the following in the
respondent profile section: sex assigned at birth, age, highest educational background, years of
service in the cruise ship industry, years of service on-board the current cruise ship, job
position/department, and average weekly work hours. To evaluate the respondents' responses,
the survey questionnaire used five-point Likert Scales. The five points on the Likert scale are
(5) Excellent, (4) Very Good, (3) Good, (2) Fair, and (1) Poor. The other five-point Likert
Scales: (5) Extremely High, (4) Very High, (3) Moderately High, (2) Very Low, and (1)

Extremely Low. This survey includes 48 questions.

Data Gathering Procedures

The survey questionnaires were presented using Google forms survey at Magsaysay
Maritime Corporation located along Ermita, Manila. Before they were included as respondents
in this study, the researchers asked for the consent of the respondents, who are cruise line
employees. The study's objectives and purpose were communicated to them, and participants
were ensured of the confidentiality of any personal information and responses provided.
Respondents were given a Google forms to fill out and was allotted enough time. The
researchers were available to respond to respondents' questions regarding any issues that
require explanation. The researchers instantly gathered the completed survey questions.

Ethical Considerations

The researchers followed the ethical considerations and the respondents in this study
are not harmed by their participation. Prior to participating in this study, letter of permission
to conduct survey has been given to Magsaysay Maritime Corporation and Lyceum of the
Philippines University - Manila professors who have worked on a cruise ship and the
researchers had communicated and had written a letter of permission to Magsaysay Maritime
Corporation before conducting a survey. Respondents’ voluntary participation was respected,
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and their privacy and the data of research participants were protected. Furthermore,
respondents could withdraw as respondents at any time. The researchers used the APA 7th
edition referencing system to credit the works of other authors used in any portion of the study.
They also followed the Data Privacy Act of 2012, also known as Republic Act No. 10173.

Statistical Treatment Data

This study used a quantitative research design that employed the descriptive-
correlational method. The researchers used Weighted Mean and Pearson R for the statistical
treatment data. The weighted mean was used for SOP 1 and SOP 2 of this study while Pearson

R used in SOP 3. G*Power was used to calculate the sample size of the respondents.

4. Findings and Discussion

Table 4.1

Assessment of the Respondents Towards Their Workload

Weighted Standard Qualitative
Statement o )
Mean Deviation Interpretation

How physically demanding were the activities that
req-uwe_d pushing, pulling, t-urnl_ng, cont_rollu_wg, 417 114 Very High
activating, etc. as part of your job in the cruise line
hotel industry?
How much mental and perceptual activity, such as
thinking, deciding, calculating, remembering,
4.47 0.67 Extremely High
looking, searching, etc., was required in your role
within the cruise line hotel industry?
How much time pressure did you feel due to the rate
or pace at which the tasks or task elements occurred 4.24 1.00 Extremely High
in your role within the cruise line hotel industry?
How much did you have to control your emotions
(e.g., anger, joy, disappointment) when you are o Lol Very High
accomplishing  your  day-today tasks and
responsibilities onboard the cruise ship?
How much did your tasks require you to monitor your

) ) 444 0.80 Extremely High
performance, ensuring that you were meeting specific
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performance standards, within your department in the
cruise line?
How successful do you believe you were in
accomplishing the tasks assigned to you in your hotel ~ 4.58 0.57 Extremely High
department?
How hard did you have to work (mentally and
physically) to accomplish your level of performance 4.38 0.85 Extremely High
in your job position in the cruise line industry?
How frustrated (e.g., insecure, discouraged, irritated,
stressed, and annoyed) versus satisfied (e.g., secure, )
- _ 4.18 1.07 Very High
gratified, content, relaxed and complacent) did you

feel during your work shifts in the cruise ship?

Experiences During Tasks 4.33 0.63 Extremely High

How much communication activity, such as
discussing, negotiating, sending and receiving
messages, was required within your hotel department
in the cruise ship?
How much coordination activity, such as changing or
adjusting plans, was required by your department in  4.49 0.62 Extremely High
the cruise ship?
How challenging was it to share and manage your
time between task-work (work done individually) and )
. . 3.83 1.11 Very High
team-work (work done as a team) while doing your
roles and responsibilities onboard the ship?
How emotionally demanding was it to work as part of )
) ) ) 431 0.84 Extremely High

the hotel department in the cruise ship?
How much did your tasks onboard the cruise ship )

) ) 4.48 0.63 Extremely High
require you to monitor your team's performance?
How successful do you believe that your hotel
department was in working together onboard the 4.68 0.50 Extremely High
cruise ship?
How challenging was it to provide and receive
support, such as giving guidance, helping crew

PP g_ -g g ) Ping 3.52 1.35 Very High

members, and providing instructions, from your

fellow crew members onboard the cruise ship?

Team’s Performance During Tasks 4.27 0.45 Extremely High
Overall Workload 4.30 0.48 Extremely High
Legend: Excellent (5.00 — 4.21); Very Good (4.2 — 3.41); Good (3.41 — 2.61); Fair (2.61 — 1.81); Poor (1.81 - 1)
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Respondents had expressed high satisfaction with a weighted mean of 4.68,
categorizing their hotel department's performance as "Extremely High." Respondents
expressed a high level of satisfaction with a weighted mean of 4.58, categorizing their job
performance as "Extremely High." Respondents reported a weighted mean of 4.49, signifying
an "Extremely High" level of coordination activity within their departments. Respondents
reported a notably high weighted mean of 4.47, signifying an "Extremely High" level of mental
and perceptual activity in their roles.

As regards to the study of Schonfeld et al (2023), when workload increases, employees
are required to input greater levels of resources that includes physical, mental, or emotional
capacities and if the available resources are insufficient to meet the workload demands,
employees experience high workload resulting in likely performance impairments. Employees
found it moderately challenging to provide and receive support, such as giving guidance,
helping crew members, and providing instructions, from their fellow crew members on the
cruise ship with a weighted mean of 3.52. Their perception of successful teamwork within the
hotel department on board the cruise ship resulted to a weighted mean of 4.68. This indicates
that employees not only recognize the demanding nature of their roles but also believe that
their efforts in terms of teamwork and coordination are yielding positive results. They view
their teamwork as effective and successful.

It aligns with the study of Bowers, (2019) stating that team members carry not only
their individual workloads but also additional demands stemming from team interactions, such
as communication and coordination. This is why the team environment is likened to a scenario
where team members are tasked simultaneously executing individual task-related efforts and
engaging in cooperative activities that are essential for effective team performance. Working
together with new coworkers can help reduce heavy workloads by encouraging collaboration,
alleviating the adverse consequences of high job demands while increasing engagement and
behavior (Wan et al., 2023).

The value attached to work was rated as "Excellent” with a weighted mean of 4.79.
This indicates a consistent appreciation for the significance of their work. The desire for skill
advancement through challenges was rated "Excellent” with a high weighted mean of 4.79,

signifying a strong consensus.
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Table 4.2

Assessment of the Respondents Towards Their Well-Being

Statement WM SD Ql
| easily adapt to day-to-day changes of my life and manage my
responsibilities well. .20 0.80 Excellent
I care for things that are important to me, not what is important
0 others. 3.87 1.26 Very Good
| feel I am a sensible person. 4.46 0.60 Excellent
| am flexible. 4.59 0.64 Excellent
| understand the expectation from me. 4.68 0.52 Excellent
| feel I am capable of decision-making. 4.63 0.67 Excellent
| feel unbothered by stress and demands of day-to-day life. 3.29 1.53 Good
| believe that | have a purpose and direction in life. 4.63 0.62 Excellent
I think life is a continuous process of learning. 4.79 0.41 Excellent
I am a confident person. 4.43 0.59 Excellent
Psychological 4.36 0.42 Excellent
I am an important part of my team and organization. 4.73 0.51 Excellent
People are trustworthy in my team. 4.56 0.60 Excellent
| am close to my teammates in my organization. 4.59 0.51 Excellent
My team is a great source of social support. 4.60 0.61 Excellent
My views are well accepted by my teammates. 4.44 0.68 Excellent
People in my team help each other in difficult times. 4.62 0.53 Excellent
| take active part in important decision-making activities of my

4.68 0.59 Excellent
team.
I love to spend time with my teammates. 4.54 0.60 Excellent
I can freely share my problems with my colleagues. 4.44 0.72 Excellent
My day-to-day activities contribute towards the benefits of my

4.75 0.56 Excellent
team.
Social 4.59 0.42 Excellent
| am quite satisfied with my job. 4.63 0.56 Excellent
I enjoy meaningful work. 4.71 0.47 Excellent
| attach lots of value to my work. 4.79 0.44 Excellent
My work achievement often acts as a source of motivation. 4.71 0.52 Excellent
My workplace is very conducive. 4.67 0.52 Excellent
My job provides ample scope for career growth. 4.68 0.55 Excellent
| used to maintain a balance between work and home life. 4.21 0.96 Excellent

My employer does care a lot about their employees. 4.59 0.54 Excellent
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My work offers challenges to advance my skills. 4.79 0.45 Excellent
Workplace Well-being 4.64 0.38 Excellent
Mostly | feel happy. 4.40 0.74 Excellent
| am an optimistic person. 4.67 0.49 Excellent
| feel good about myself. 4.57 0.56 Excellent
My life is mostly joyful. 4.60 0.63 Excellent
Subjective Well-being 4.56 0.47 Excellent
Overall Well-being 4.54 0.33 Excellent

Legend: Excellent (5.00 — 4.21); Very Good (4.2 — 3.41); Good (3.41 — 2.61); Fair (2.61 — 1.81); Poor (1.81 - 1)

Respondents reported "Good" stress management with a weighted mean of 3.29. The
high standard deviation of 1.53 indicates significant variation in responses, suggesting that
some respondents may experience stress and demands differently. Widanti (2022) studied that
the protective role of job resources highlights their significance in mitigating stressors and
fostering employee resilience. The reciprocal relationship between job resources and employee
well-being is underscored, emphasizing that supporting well-being contributes to the
conservation and fulfillment of job resources.

They demonstrated that well-managed high workloads can positively influence
psychological well-being by increasing a sense of mastery and engagement in one’s tasks
(Schonfeld et al., 2019). Motivated teams working on challenging tasks tend to experience
better psychological well-being (Susanto et al., 2022). Working together with new coworkers
can help reduce heavy workloads by encouraging collaboration, alleviating the adverse
consequences of high job demands while increasing engagement and psychological well-being
(Wan et al., 2023). The relationship between the team and organizational trust is mediated by
transformational leadership and psychological well-being (Widanti, 2022).

Additionally, well-being significantly affects an individual's ability to cope with stress,
both in terms of mental and physical health. Moreover, it influences overall satisfaction in both
their professional and personal life (Simmons, M., 2021). Kwon & Park (2019) suggest that

meaningful and challenging work can contribute to an enhance of overall well-being.
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Table 4.3
Relationship Between the Assessment of the Respondents Towards their Workload and Well-Being
Grouping Variable Dependent Variable r-value Verbal Interpretation
Experiences  During . Significant Positive Moderate
Tasks Peyenological 4T Correlation
Social .329** Significant Positive Low Correlation
Workplace Well-being ~ .328** Significant Positive Low Correlation
Subjective Well-being 148 Negligible Correlation
Overall Well-being .383** Significant Positive Low Correlation
Team’s  Performance
During Tasks Psychological 579** Significant Positive Moderate Correlation
Social .235** Significant Positive Low Correlation
Workplace Well-being ~ .299** Significant Positive Low Correlation
Subjective Well-being .073 Negligible Correlation
Overall Well-being .364** Significant Positive Low Correlation
Overall Well-being  Psychological .562** Significant Positive Moderate Correlation
Social 357** Significant Positive Low Correlation
Workplace Well-being ~ .357** Significant Positive Low Correlation
Subjective Well-being 132 Negligible Correlation
Overall Well-being A425%* Significant Positive Moderate Correlation

Table 4.10 shows that there was a significant positive moderate correlation (r = .435*%*)
between workload experiences during tasks and psychological well-being. This suggests that
as respondents experience higher workloads, their psychological well-being tends to improve.
Workload experiences during tasks have a significant positive low correlation (r = .329**)
with social well-being. This indicates that higher workloads are associated with a slight
improvement in social well-being among respondents. Similar to social well-being, workload
experiences show a significant positive low correlation (r = .328**) with workplace well-
being, implying that higher workloads are linked to slightly better workplace well-being.
Workload experiences have a negligible correlation (r = .148) with subjective well-being. This
suggests that there was little to no linear relationship between workload experiences and

subjective well-being. Overall well-being exhibits a significant positive low correlation (r =
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.383**) with workload experiences during tasks. This implies that higher workloads are
associated with a slight improvement in overall well-being among respondents. In terms of
team performance, there is a significant positive moderate correlation (r = .579**) between
workload experiences and psychological well-being, indicating that higher workloads are
associated with improved psychological well-being among the team. Workload experiences
also show a significant positive low correlation with both social (r = .235**) and workplace
well-being (r = .299**), indicating that higher workloads are related to slightly better social
and workplace well-being within the team.

There was a negligible correlation (r = .073) between workload experiences and
subjective well-being, suggesting little to no linear relationship. There was a significant
positive low correlation (r = .364**) between workload experiences and overall well-being,
indicating that higher workloads are associated with a slight improvement in overall well-being
within the team.

The significant positive moderate correlation (r = .435**) between during tasks and
psychological well-being was consistent with the findings of research conducted by Bianchi
and Schonfeld (2019). It has been demonstrated that well-managed high workloads can
positively influence psychological well-being by increasing a sense of mastery and
engagement in one's tasks.

The significant positive low correlation (r = .329**) between workload experiences
during tasks and social well-being which has emphasized that teamwork and collaboration in
high-workload situations can foster social interactions and positively affect social well-being
(Denning et al., 2021). The significant positive low correlation (r = .328**) between workload
experiences and workplace well-being was also supported by the work of Tummers and Bakker
(2021), where they argued that when employees are provided with the necessary resources and
support to manage high workloads, workplace well-being could improve and foster a positive
work environment. The negligible correlation (r = .148) between workload experiences and
subjective well-being resonates with the notion that subjective well-being was influenced by a
multitude of personal and external factors, as emphasized by Malvaso and Kang (2022). The
significant positive low correlation (r = .383**) between workload experiences and overall
well-being (Kwon and Park, 2019), they suggest that meaningful and challenging work can
contribute to an enhanced sense of overall well-being. The significant positive moderate
correlation (r = .579**) between workload experiences and team psychological well-being is
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supported by studies conducted by Susanto et al. (2022). They have argued that motivated
teams working on challenging tasks tend to experience better psychological well-being. The
positive low correlations with team social and workplace well-being (r = .235** and r =
.299**) align with the idea that teamwork and collaboration under high workloads can create
a supportive environment, as indicated by Kim and Beehr (2019).

There is a significant relationship between the assessment of the respondents towards their
workload and well-being as cruise ship employees.

The results of this analysis indicate a Significant Positive Moderate Correlation
between workload and overall well-being among cruise ship employees. The positive
correlation between workload and well-being suggests that, in the context of cruise ship
employment, employees who perceive higher workloads tend to report higher overall well-
being. Cruise ship companies should consider strategies to harness this positive relationship

by managing workloads effectively, improving the employee’s overall well-being.

5. Conclusion

The study found that most responders in the cruising industry are young, college-
educated, and have been employed for three to five years. While workload and well-being did
not differ based on age or gender. Job department, years of service, level of education, and
average weekly hours had a significant impact on their workloads and general well-being.
Moreover, the study highlights the importance of a college degreeg, as it has become a minimum
requirement for many positions in the increasingly competitive and specialized cruise line
industry.

The findings in the assessment of the cruise line employees toward their workload
highlight the intricate interplay between job demands, employee well-being, and the potential
for teamwork to alleviate some of these challenges. They underscore the importance of
considering employees' well-being and the effectiveness of workplace interventions in a
demanding work environment, such as, that of cruise ship employees.

The assessment of psychological, workplace, and overall well-being reveals a highly
positive picture, reflecting the resilience, adaptability, and satisfaction of the respondents.
Factors such as high workloads, motivated teams, collaboration, trust, and adequate resources

and support contribute to enhancing well-being, job satisfaction, and engagement levels.



38 | Journal of Hospitality, Tourism & Cultural Research, Volume 1 Issue 1

The findings of this study suggest that workload experiences are significantly
associated with various dimensions of well-being, including psychological well-being, social
well-being, workplace well-being, overall well-being, and team well-being. The results
highlight the importance of well-managed high workloads, teamwork, and collaboration in
creating a supportive work environment that could positively influence employee well-being.

Cruise line companies should prioritize the well-being and workload of their
employees. Cruise line companies could create a positive work environment through
implementing wellness programs, flexible working arrangements, team buildings, and training
and development opportunities. Cruise ship managements should prioritize the well-being of
their employees as a key factor in achieving a happy and healthy workforce. This could be
achieved in several ways, such as offering adequate opportunities and support, conducting
well-being assessments, trainings for leadership, and mental health support, stress-

management programs.

References

Anish. (2021). 6 Ways to Improve Interpersonal Relationship among Seafarers on board Ships.

Marine Insight. Retrieved from: https://www.marineinsight.com/life-at-sea/6-ways-to-

improve-interpersonal-relationship-among-seafarers-on-board-
ships/?fbclid=IwAR3m1_8hiBxDUQUI21BVtVy0CYaOTr8Uai3MgmYx6HbN4XuB
2HzTL7R4zjU

Bakker, A. B., & De Vries, J. D. (2021). Job Demands—Resources theory and self-regulation:
new explanations and remedies for job burnout. Anxiety Stress and Coping, 34(1), 1-
31. https://doi.org/10.1080/10615806 .2020.1797695

Casper, A. M. A., & Sonnentag, S. (2020). Feeling exhausted or vigorous in anticipation of

high workload? The role of worry and planning during the evening. Journal of
Occupational and Organizational Psychology, 93(1), 215-242.
https://doi.org/10.1111/joop.12290

Cruisejobs.  (2021). Pros and cons of working on cruise  ships.

https://cruisejobdirectory.com/2021/04/pros-and-cons-of-working-on-cruise-
ships/?fbclid=lwAR20fdcPvR38vo5mdbosatdVRgavSn7CLigeG1SmfD2xqqrpvFaM

3mjuDng



https://www.marineinsight.com/life-at-sea/6-ways-to-improve-interpersonal-relationship-among-seafarers-on-board-ships/?fbclid=IwAR3m1_8hiBxDU0Ul21BVtVy0CYaOTr8Uai3MgmYx6HbN4XuB2HzTL7R4zjU
https://www.marineinsight.com/life-at-sea/6-ways-to-improve-interpersonal-relationship-among-seafarers-on-board-ships/?fbclid=IwAR3m1_8hiBxDU0Ul21BVtVy0CYaOTr8Uai3MgmYx6HbN4XuB2HzTL7R4zjU
https://www.marineinsight.com/life-at-sea/6-ways-to-improve-interpersonal-relationship-among-seafarers-on-board-ships/?fbclid=IwAR3m1_8hiBxDU0Ul21BVtVy0CYaOTr8Uai3MgmYx6HbN4XuB2HzTL7R4zjU
https://www.marineinsight.com/life-at-sea/6-ways-to-improve-interpersonal-relationship-among-seafarers-on-board-ships/?fbclid=IwAR3m1_8hiBxDU0Ul21BVtVy0CYaOTr8Uai3MgmYx6HbN4XuB2HzTL7R4zjU
https://doi.org/10.1080/10615806%20.2020.1797695
https://doi.org/10.1111/joop.12290
https://cruisejobdirectory.com/2021/04/pros-and-cons-of-working-on-cruise-ships/?fbclid=IwAR20fdcPvR38vo5mdbosgtdVRgqvSn7CLiqeG1SmfD2xgqrpvFaM3mjuDng
https://cruisejobdirectory.com/2021/04/pros-and-cons-of-working-on-cruise-ships/?fbclid=IwAR20fdcPvR38vo5mdbosgtdVRgqvSn7CLiqeG1SmfD2xgqrpvFaM3mjuDng
https://cruisejobdirectory.com/2021/04/pros-and-cons-of-working-on-cruise-ships/?fbclid=IwAR20fdcPvR38vo5mdbosgtdVRgqvSn7CLiqeG1SmfD2xgqrpvFaM3mjuDng

|39

De Reuver, R., Van De Voorde, K., & Kilroy, S. (2021). When do bundles of high-performance
work systems reduce employee absenteeism? The moderating role of workload.
International Journal of Human Resource Management, 32(13), 2889-2909.
https://doi.org/10.1080/09585192.2019.1616594

Deng, J., Liu, J., Yang, T., & Duan, C. (2022). Behavioural and economic impacts of end-user

computing satisfaction: Innovative work behaviour and job performance of employees.
Computers in Human Behavior, 136, 107367.
https://doi.org/10.1016/j.chb.2022.107367

Evangelista, S. (2021). Significant Difference on the Degree of Work Life Balance in the Case

of Cruise Ships Employees in the Philippines. Asia Pacific Journal of Management and
Sustainable Development, vol. 9 No. 128-135.
Evangelista, S. (2021). The importance of the external and internal crew members’ engagement

levels on cruise ship crew center. https://crew-center.com/importance-external-and-

internal-crew-members-engagement-levels-cruise-ship

Galanakis, M. D., & Tsitouri, E. (2022). Positive psychology in the working environment. Job
demands-resources theory, work engagement and burnout: A systematic literature
review. Frontiers in Psychology, 13. https://doi.org/10.3389/fpsyq.2022.1022102

Harry, L., Inegbedion, E., Inegbedion, H., Peter. (2020). Perception of workload balance and

employee job satisfaction in work organisations.
https://www.sciencedirect.com/science/article/pii/S2405844020300050
Hernandez, H., jin, H., Metz, D., Payatak, E., Roll, S., Vigen, C. (2021). Understanding

worker well-being relative to high-workload and recovery activities across a whole day:

Pilot testing an ecological momentary assessment technique, international journal of
environmental research and public health.
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8507775/

How to achieve consistency when working under continuous extreme stress on a ship? (2023,

June 2). Crew Center. https://crew-center.com/how-achieve-consistency-when-

working-under-continuous-extreme-stress-
ship?fbclid=IwAR0Xu61Dhlzm8ogKAcISmxrGr200teeKWpQoEIVba-
UmAQI9kRIfKPkpW30

How to work efficiently wunder pressure onboard. (2022). SAFETY4SEA.

https://safety4sea.com/cm-how-to-work-efficiently-under-pressure-onboard/



https://doi.org/10.1080/09585192.2019.1616594
https://doi.org/10.1016/j.chb.2022.107367
https://crew-center.com/importance-external-and-internal-crew-members-engagement-levels-cruise-ship
https://crew-center.com/importance-external-and-internal-crew-members-engagement-levels-cruise-ship
https://doi.org/10.3389/fpsyg.2022.1022102
https://www.sciencedirect.com/science/article/pii/S2405844020300050
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8507775/
https://crew-center.com/how-achieve-consistency-when-working-under-continuous-extreme-stress-ship?fbclid=IwAR0Xu61DhIzm8ogKAcI5mxrGr200teeKWpQoEIVba-UmAQl9kRIfKPkpW3o
https://crew-center.com/how-achieve-consistency-when-working-under-continuous-extreme-stress-ship?fbclid=IwAR0Xu61DhIzm8ogKAcI5mxrGr200teeKWpQoEIVba-UmAQl9kRIfKPkpW3o
https://crew-center.com/how-achieve-consistency-when-working-under-continuous-extreme-stress-ship?fbclid=IwAR0Xu61DhIzm8ogKAcI5mxrGr200teeKWpQoEIVba-UmAQl9kRIfKPkpW3o
https://crew-center.com/how-achieve-consistency-when-working-under-continuous-extreme-stress-ship?fbclid=IwAR0Xu61DhIzm8ogKAcI5mxrGr200teeKWpQoEIVba-UmAQl9kRIfKPkpW3o
https://safety4sea.com/cm-how-to-work-efficiently-under-pressure-onboard/

40 | Journal of Hospitality, Tourism & Cultural Research, Volume 1 Issue 1

Jobs, S. (2023). Pros And Cons of Working on Cruise Ships. SOEG JOBS.
https://www.soegjobs.com/pros-cons-working-on-cruise-
ships/?fbclid=IwAR3ISiJCQ3zVojgYhH_m2X91vQQAuU7tt5lIxIBcmoXmmTg7XAs
SCPKEXx1cs

Kim, M., & Beehr, T. A. (2020). Thriving on demand: Challenging work results in employee

flourishing through appraisals and resources. International Journal of Stress
Management, 27(2), 111-125. https://doi.org/10.1037/str0000135
Knani, M. (2022). What motivates tourism and hospitality employees to practice presentism?

Journal  of Hospitality and Tourism  Management, 52, 198-207.
https://doi.org/10.1016/j.jhtm.2022.06.017
Kramer, M. W., Howes, S. S., & Simmons, M. J. (2021). The Impact of Daily Emotional Labor

on Health and Well-Being. Management Communication Quarterly, 36(3), 391-417.
https://doi.org/10.1177/08933189211041352
Kuijpers, E., Kooij, D. T. A. M., & van Woerkom, M. (2020). Align your job with yourself:

The relationship between a job crafting intervention and work engagement, and the role

of workload. Journal of Occupational Health Psychology, 25(1), 1-16.
https://doi.org/10.1037/0cp0000175
Kuo, N., Lin, L., Chang, K., & Cheng, Y. (2022). How Emotional Labor and Job Stress Affect

the Job Performance of Tour Leaders: Moderating Effects of Job Characteristics and

Social Media Use Intensity. International Journal of Hospitality & Tourism
Administration, 1-29. https://doi.org/10.1080/15256480.2022.2078454

Kusuma, M. a. P. N. (2020). Risk Analysis of Job Stress Among Balinese Crew of Cruise
Ships. journal.fkm.ui.ac.id. https://doi.org/10.59230/njohs.v1i01.4573

Kwon, K., & Park, J. W. (2019). The Life cycle of Employee Engagement Theory in HRD

Research. Advances in Developing Human Resources, 21(3), 352-370.
https://doi.org/10.1177/1523422319851443

Lagniton, L. (2023). Tough but enjoyable life, says seafarer working on cruise ship. Maritime

Fairtrade. Retrieved from: https://maritimefairtrade.org/tough-but-enjoyable-life-

says-seafarer-working-on-cruise-
ship/?fbclid=IwARO07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHIOX4ei
D3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20w
hen%20homesickness%20hits%20them



https://www.soegjobs.com/pros-cons-working-on-cruise-ships/?fbclid=IwAR3ISiJCQ3zVojgYhH_m2X91vQQAu7tt5lIxIBcmoXmmTg7XAssCPKEx1cs
https://www.soegjobs.com/pros-cons-working-on-cruise-ships/?fbclid=IwAR3ISiJCQ3zVojgYhH_m2X91vQQAu7tt5lIxIBcmoXmmTg7XAssCPKEx1cs
https://www.soegjobs.com/pros-cons-working-on-cruise-ships/?fbclid=IwAR3ISiJCQ3zVojgYhH_m2X91vQQAu7tt5lIxIBcmoXmmTg7XAssCPKEx1cs
https://doi.org/10.1037/str0000135
https://doi.org/10.1016/j.jhtm.2022.06.017
https://doi.org/10.1177/08933189211041352
https://doi.org/10.1037/ocp0000175
https://doi.org/10.1080/15256480.2022.2078454
https://doi.org/10.59230/njohs.v1i01.4573
https://doi.org/10.1177/1523422319851443
https://maritimefairtrade.org/tough-but-enjoyable-life-says-seafarer-working-on-cruise-ship/?fbclid=IwAR07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHlOX4eiD3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20when%20homesickness%20hits%20them
https://maritimefairtrade.org/tough-but-enjoyable-life-says-seafarer-working-on-cruise-ship/?fbclid=IwAR07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHlOX4eiD3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20when%20homesickness%20hits%20them
https://maritimefairtrade.org/tough-but-enjoyable-life-says-seafarer-working-on-cruise-ship/?fbclid=IwAR07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHlOX4eiD3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20when%20homesickness%20hits%20them
https://maritimefairtrade.org/tough-but-enjoyable-life-says-seafarer-working-on-cruise-ship/?fbclid=IwAR07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHlOX4eiD3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20when%20homesickness%20hits%20them
https://maritimefairtrade.org/tough-but-enjoyable-life-says-seafarer-working-on-cruise-ship/?fbclid=IwAR07rTofXv44YmnLP1mnn2TeVTEIpp3k5nWpJO67TKxHlOX4eiD3NiYrb4g#:~:text=They%20work%20long%20hours%2C%20with,especially%20when%20homesickness%20hits%20them

| 41

Lee, L. (2019). A systematic literature review of emotional labor research from the hospitality
and tourism literature. Emerald Insight. Retrieved from:
https://www.emerald.com/insight/content/doi/10.1108/1JCHM-05-2018-
0395/full/pdf?title=a-systematic-literature-review-of-emotional-labor-research-from-

the-hospitality-and-tourism-literature
Li, S., Chen, Y., Xia, Q., & He, C. (2019, October 30). The Relationship between Job Demands
and Employees’ Counterproductive Work Behaviors: The Mediating Effect of

Psychological Detachment and Job Anxiety. Frontiers. Retrieved from:
https://www.frontiersin.org/articl es/10.3389/fpsyg.2019.01890/full
Lu, C., Du, D., Xu, X., & Zhang, R. (2020, March 1). Revisiting the relationship between job
demands and job performance: The effects of job security and traditionality. Journal of
Occupational and Organizational Psychology. https://doi.org/10.1111/joop.121 58
Litkenhaus, C. (2020). Work-Life Balance on Board Cruise Ships: A Survey on Crew

Members' Well-being. Retrieved from
https://www.ingentaconnect.com/content/cog/tme/2020/00000015/00000002/art0000
3

Malvaso, A., & Kang, W. (2022). The relationship between areas of life satisfaction,
personality, and overall life satisfaction: An integrated account. Frontiers in
Psychology, 13. https://doi.org/10.3389/fpsyq.2022.894610

Montani, F., Vandenberghe, C., Khedhaouria, A., & Courcy, F. (2020). Examining the inverted

U-shaped relationship between workload and innovative work behavior: The role of
work engagement and mindfulness. Human Relations, 73(1), 59-93.
https://doi.org/10.1177/0018726718819055

Munandar, A., Musnadi, S., & Sulaiman, S. (2019). The Effect of Work Stress, Work Load and

Work Environment on Job Satisfaction and Its Implication on The Employee

Performance of Aceh Investment and One Stop Services Agency.
https://doi.org/10.4108/eai.3-10-2018.2284357
Osterman, C., & Bostrém, M. (2022). Workplace bullying and harassment at sea: A structured

literature review. Marine Policy, 136, 104910.
https://doi.org/10.1016/j.marpol.2021.104910



https://www.emerald.com/insight/content/doi/10.1108/IJCHM-05-2018-0395/full/pdf?title=a-systematic-literature-review-of-emotional-labor-research-from-the-hospitality-and-tourism-literature
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-05-2018-0395/full/pdf?title=a-systematic-literature-review-of-emotional-labor-research-from-the-hospitality-and-tourism-literature
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-05-2018-0395/full/pdf?title=a-systematic-literature-review-of-emotional-labor-research-from-the-hospitality-and-tourism-literature
https://doi.org/10.1111/joop.121%2058
https://www.ingentaconnect.com/content/cog/tme/2020/00000015/00000002/art00003
https://www.ingentaconnect.com/content/cog/tme/2020/00000015/00000002/art00003
https://doi.org/10.3389/fpsyg.2022.894610
https://doi.org/10.1177/0018726718819055
https://doi.org/10.4108/eai.3-10-2018.2284357
https://doi.org/10.1016/j.marpol.2021.104910

42 | Journal of Hospitality, Tourism & Cultural Research, Volume 1 Issue 1

Pradhan, R. K., & Hati, L. (2019). The Measurement of Employee Well-being: development
and validation of a scale. Global Business Review, 23(2), 385-407.
https://doi.org/10.1177/0972150919859101

Pressey, A. et al. (2023). When We Practice to Deceive: Service Worker Manipulation and
(Mis)Behavior on Cruise Ships. Retrieved from
https://journals.sagepub.com/doi/abs/10.1177/00472875231153126

Radic, A., Ariza-Montes, A., Hernandez-Perlines, F., & Giorgi, G. (2020). Connected at Sea:
The Influence of the Internet and Online Communication on the Well-Being and Life

Satisfaction of Cruise Ship Employees. International Journal of Environmental
Research and Public Health, 17(8), 2840. https://doi.org/10.3390/ijerph17082840
Radic, A., Fuentes, J. M. A., Ariza-Montes, A., Han, H., & Law, R. (2020). Job demands—job

resources (JD-R) model, work engagement, and well-being of cruise ship employees.
International Journal of Hospitality Management, 88, 102518.
https://doi.org/10.1016/j.ijhm.2020.102518

Raunek. (2021). Reasons and Symptoms of Physical and Psychological Stress On board Ships.
Marine Insight. https://www.marineinsight.com/life-at-sea/reasons-and-symptoms-of-

physical-and-psychological-stress-on-board-
ships/?fbclid=IwAR1RpS5IR33TVneypRLYQia8aAiRnNQIHPN57 asNOQKelXPwP8
TvZcOAGYGU

Raunek. (2021b). 12 Main Reasons Seafarers Quit Sea Jobs. Marine Insight.
https://www.marineinsight.com/life-at-sea/12-main-reasons-seafarers-quit-sea-
jobs/?fbclid=IwAR3tb8kgThIDVmKImjVY _-
vOgU7ibQI2S zCDypSvrvryKVrCaltWOU-LV4

Rodden, S. & Nancy, H. (2019). Millennials' Perceptions of Social Interactions, Memorability,

and Satisfaction Onboard Cruise Ships. Retrieved from

https://www.ingentaconnect.com/content/cog/tme/2019/00000014/f0020001/art00007

SAFETY4SEA. (2022). Heavy workload: The top reason that causes seafarers’ fatigue.
SAFETYA4SEA. Retrieved from: https://safety4sea.com/cm-heavy-workload-the-top-
reason-that-causes-seafarers-fatigue/?fbclid=IwAR2-wCPHUOEjzDTR1KV1A2k-
SVMFEgPRNC7ULdINBuVarWwwfOxIYWreCLBTM

SAFETY4SEA. (2022, October 12). Workload, fatigue major barrier to seafarer’s social life,
poll reveals. SAFETY4SEA. https://safety4sea.com/cm-workload-fatigue-major-



https://doi.org/10.1177/0972150919859101
https://journals.sagepub.com/doi/abs/10.1177/00472875231153126
https://doi.org/10.3390/ijerph17082840
https://doi.org/10.1016/j.ijhm.2020.102518
https://www.marineinsight.com/life-at-sea/reasons-and-symptoms-of-physical-and-psychological-stress-on-board-ships/?fbclid=IwAR1RpS5lR33TVneypRLYQia8aAiRnQIHPn57_asNQKe1XPwP8TvZc0A6YGU
https://www.marineinsight.com/life-at-sea/reasons-and-symptoms-of-physical-and-psychological-stress-on-board-ships/?fbclid=IwAR1RpS5lR33TVneypRLYQia8aAiRnQIHPn57_asNQKe1XPwP8TvZc0A6YGU
https://www.marineinsight.com/life-at-sea/reasons-and-symptoms-of-physical-and-psychological-stress-on-board-ships/?fbclid=IwAR1RpS5lR33TVneypRLYQia8aAiRnQIHPn57_asNQKe1XPwP8TvZc0A6YGU
https://www.marineinsight.com/life-at-sea/reasons-and-symptoms-of-physical-and-psychological-stress-on-board-ships/?fbclid=IwAR1RpS5lR33TVneypRLYQia8aAiRnQIHPn57_asNQKe1XPwP8TvZc0A6YGU
https://www.marineinsight.com/life-at-sea/12-main-reasons-seafarers-quit-sea-jobs/?fbclid=IwAR3tb8kqTbIDVmklmjVY_-vOgU7jbQI2S_zCDypSvrvryKVrCaItWOU-LV4
https://www.marineinsight.com/life-at-sea/12-main-reasons-seafarers-quit-sea-jobs/?fbclid=IwAR3tb8kqTbIDVmklmjVY_-vOgU7jbQI2S_zCDypSvrvryKVrCaItWOU-LV4
https://www.marineinsight.com/life-at-sea/12-main-reasons-seafarers-quit-sea-jobs/?fbclid=IwAR3tb8kqTbIDVmklmjVY_-vOgU7jbQI2S_zCDypSvrvryKVrCaItWOU-LV4
https://www.ingentaconnect.com/content/cog/tme/2019/00000014/f0020001/art00007
https://safety4sea.com/cm-heavy-workload-the-top-reason-that-causes-seafarers-fatigue/?fbclid=IwAR2-wCPHuOEjzDTR1KV1A2k-5VMFqPRnC7ULd9nBuVqrWwfOxIYWreCLBTM
https://safety4sea.com/cm-heavy-workload-the-top-reason-that-causes-seafarers-fatigue/?fbclid=IwAR2-wCPHuOEjzDTR1KV1A2k-5VMFqPRnC7ULd9nBuVqrWwfOxIYWreCLBTM
https://safety4sea.com/cm-heavy-workload-the-top-reason-that-causes-seafarers-fatigue/?fbclid=IwAR2-wCPHuOEjzDTR1KV1A2k-5VMFqPRnC7ULd9nBuVqrWwfOxIYWreCLBTM
https://safety4sea.com/cm-workload-fatigue-major-barrier-to-seafarers-social-life-poll-reveals/?fbclid=IwAR0ej2dTznCh3ba6d9l4kR7oK4Xphb8lSgCzFtG0RQiVAuEnAZoomEemMls

|43

barrier-to-seafarers-social-life-poll-
reveals/?fbclid=IwAR0ej2dTznCh3ba6d9l4kR70K4Xphb8ISgCzFtGORQIiIVAUENAZ
oomEemMls

Schonfeld, I. S., Verkuilen, J., & Bianchi, R. (2019). Inquiry into the correlation between
burnout and depression. Journal of Occupational Health Psychology, 24(6), 603-616.
https://doi.org/10.1037/0cp0000151

Seafarers Happy Index. (2019). Seafarers Happy Index. Retrieved from

https://www.happyatsea.org/wp-content/uploads/SHI Q4 2019.pdf

Seafarers working on cruise ships and ferries are the unhappiest. (2019). ITF Seafarers.
https://www.itfseafarers.org/en/news/seafarers-working-cruise-ships-and-ferries-are-
unhappiest-
0?fbclid=IwAROKqrBfeRkVY9nosVPWTGXxYmyXf k016NzyXyGF 40LTYgloX
EVAlxb-M

Simmons, M. J. (2021). The Impact of Daily Emotional Labor on Health and Well-Being.

Management Communication Quarterly, 36(3), 391-417. Retrieved from
https://doi.org/10.1177/08933189211041352

Singh, B. (2022). 5 Behavioural Techniques for Seafarers to Reduce Stress at Sea. Marine

Insight. https://www.marineinsight.com/life-at-sea/5-behavioural-techniques-for-

seafarers-to-reduce-stress-at-
sea/?fbclid=IwAR20QigrZ550JthGXTxLfAeNEoLpRA98aR45jzP9HPrAox0O0Qt32-

tJVrM9hM
Tummers, L., & Bakker, A. B. (2021). Leadership and Job Demands-Resources Theory: A
Systematic Review. Frontiers in Psychology, 12.

https://doi.org/10.3389/fpsyq.2021.722080

Sellers, J., Helton, W. S., Naswall, K., Funke, G. J., & Knott, B. A. (2014). Development of
the Team Workload Questionnaire (TWLQ). Proceedings of the Human Factors and
Ergonomics  Society . . . Annual Meeting, 58(1), 989-993.
https://doi.org/10.1177/1541931214581207

Wan, Z., Liu, Y., Jiang, Y., Chen, J., & Wang, Z. (2023). Burnout and work ability: A study
on mental health of Chinese seafarers from the job demand resource model perspective.
Ocean & Coastal Management, 237, 106517.
https://doi.org/10.1016/j.0cecoaman.2023.106517



https://safety4sea.com/cm-workload-fatigue-major-barrier-to-seafarers-social-life-poll-reveals/?fbclid=IwAR0ej2dTznCh3ba6d9l4kR7oK4Xphb8lSgCzFtG0RQiVAuEnAZoomEemMls
https://safety4sea.com/cm-workload-fatigue-major-barrier-to-seafarers-social-life-poll-reveals/?fbclid=IwAR0ej2dTznCh3ba6d9l4kR7oK4Xphb8lSgCzFtG0RQiVAuEnAZoomEemMls
https://safety4sea.com/cm-workload-fatigue-major-barrier-to-seafarers-social-life-poll-reveals/?fbclid=IwAR0ej2dTznCh3ba6d9l4kR7oK4Xphb8lSgCzFtG0RQiVAuEnAZoomEemMls
https://doi.org/10.1037/ocp0000151
https://www.happyatsea.org/wp-content/uploads/SHI_Q4_2019.pdf
https://www.itfseafarers.org/en/news/seafarers-working-cruise-ships-and-ferries-are-unhappiest-0?fbclid=IwAR0KqrBfeRkVy9nosVPwTGXxYmyXf_k016NzyXyGF_4OLTYgIoXEVA1xb-M
https://www.itfseafarers.org/en/news/seafarers-working-cruise-ships-and-ferries-are-unhappiest-0?fbclid=IwAR0KqrBfeRkVy9nosVPwTGXxYmyXf_k016NzyXyGF_4OLTYgIoXEVA1xb-M
https://www.itfseafarers.org/en/news/seafarers-working-cruise-ships-and-ferries-are-unhappiest-0?fbclid=IwAR0KqrBfeRkVy9nosVPwTGXxYmyXf_k016NzyXyGF_4OLTYgIoXEVA1xb-M
https://www.itfseafarers.org/en/news/seafarers-working-cruise-ships-and-ferries-are-unhappiest-0?fbclid=IwAR0KqrBfeRkVy9nosVPwTGXxYmyXf_k016NzyXyGF_4OLTYgIoXEVA1xb-M
https://doi.org/10.1177/08933189211041352
https://www.marineinsight.com/life-at-sea/5-behavioural-techniques-for-seafarers-to-reduce-stress-at-sea/?fbclid=IwAR2QigrZ55QJthGXTxLfAeNEoLpRA98aR45jzP9HPrAoxOQt32-tJVrM9hM
https://www.marineinsight.com/life-at-sea/5-behavioural-techniques-for-seafarers-to-reduce-stress-at-sea/?fbclid=IwAR2QigrZ55QJthGXTxLfAeNEoLpRA98aR45jzP9HPrAoxOQt32-tJVrM9hM
https://www.marineinsight.com/life-at-sea/5-behavioural-techniques-for-seafarers-to-reduce-stress-at-sea/?fbclid=IwAR2QigrZ55QJthGXTxLfAeNEoLpRA98aR45jzP9HPrAoxOQt32-tJVrM9hM
https://www.marineinsight.com/life-at-sea/5-behavioural-techniques-for-seafarers-to-reduce-stress-at-sea/?fbclid=IwAR2QigrZ55QJthGXTxLfAeNEoLpRA98aR45jzP9HPrAoxOQt32-tJVrM9hM
https://doi.org/10.3389/fpsyg.2021.722080
https://doi.org/10.1177/1541931214581207
https://doi.org/10.1016/j.ocecoaman.2023.106517

44 | Journal of Hospitality, Tourism & Cultural Research, Volume 1 Issue 1

Welle, D. (2023, January 26). The truth about working on a cruise ship. ABS-CBN News.
https://news.abs-cbn.com/life/01/26/23/the-truth-about-working-on-a-cruise-
ship?fbclid=IwAR215MgKlgcTazT14NZ3smEbEJEeuuUSBFOHUQMmMmwwPK5Ep

klv1zqgiitmo
What are the greatest challenges in working in the cruise industry? (2023).

https://lovethemaldives.com/fag/what-are-the-greatest-challenges-in-working-in-the-
cruise-industry?fbclid=IwAR2t-
FbeEgztdasIFADW6Hfo6ZNXOLvg8gcMoKWarFekrpfOsKzboBICCUI

Widanti, P. (2022). Job Demands-job Resources and Organizational Trust: Mediation Role of

Employee Engagement, Psychological Well-being, and Transformational Leadership.
Retrieved from
https://www.ijebmr.com/uploads/pdf/archivepdf/2022/IJEBMR_921.pdf

Ying, F. (2023). Communal Orientation and Employee Well-Being: Examining the Mediating

Roles of Positive Relational Communication and Perceptions of Customer Interactions.
UWSpace. http://hdl.handle.net/10012/19539
Zappala, S., Swanzy, E. I. —., & Toscano, F. (2022). Workload and Mental Well-Being of

Homeworkers. Journal of Occupational and Environmental Medicine, 64(10), e647—
e655. https://doi.org/10.1097/jom.0000000000002659



https://news.abs-cbn.com/life/01/26/23/the-truth-about-working-on-a-cruise-ship?fbclid=IwAR2l5MgKlgcTazT14NZ3smEbEJEeuuUS8FOHUQMmmwwPk5Epklv1zqiitmo
https://news.abs-cbn.com/life/01/26/23/the-truth-about-working-on-a-cruise-ship?fbclid=IwAR2l5MgKlgcTazT14NZ3smEbEJEeuuUS8FOHUQMmmwwPk5Epklv1zqiitmo
https://news.abs-cbn.com/life/01/26/23/the-truth-about-working-on-a-cruise-ship?fbclid=IwAR2l5MgKlgcTazT14NZ3smEbEJEeuuUS8FOHUQMmmwwPk5Epklv1zqiitmo
https://lovethemaldives.com/faq/what-are-the-greatest-challenges-in-working-in-the-cruise-industry?fbclid=IwAR2t-FbeEgztdasIF4DW6Hfo6ZNXOLvg8gcMoKWgrFekrpfOsKzboBICCUI
https://lovethemaldives.com/faq/what-are-the-greatest-challenges-in-working-in-the-cruise-industry?fbclid=IwAR2t-FbeEgztdasIF4DW6Hfo6ZNXOLvg8gcMoKWgrFekrpfOsKzboBICCUI
https://lovethemaldives.com/faq/what-are-the-greatest-challenges-in-working-in-the-cruise-industry?fbclid=IwAR2t-FbeEgztdasIF4DW6Hfo6ZNXOLvg8gcMoKWgrFekrpfOsKzboBICCUI
https://www.ijebmr.com/uploads/pdf/archivepdf/2022/IJEBMR_921.pdf
http://hdl.handle.net/10012/19539
https://doi.org/10.1097/jom.0000000000002659

