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Abstract

The maritime profession is characterised by high demands and stressors, which, according to previous stud-
ies, may lead to low levels of job satisfaction, and consequently reflect on health and safety. The goal of
this research is to investigate the role of emotional intelligence and justice in the organisational context
in explaining job satisfaction, as well as the role of stress on board in mediating the relationship between
the examined predictors and job satisfaction. This research included seafarers from the Republic of Croatia
(N=177), and the online questionnaire consisted of the Emotional Intelligence Questionnaire, the Stress on
Board Scale, the Justice in the Organisational Context and the Job Satisfaction Scale. Higher levels of emo-
tional intelligence directly contribute to higher levels of job satisfaction, whereas higher levels of organisa-
tional justice directly contribute to higher levels of job satisfaction, but also indirectly through lower levels
of stress on the job. This study’s findings not only add to our understanding of seafarers’ job satisfaction, but
also have important practical implications for shipping companies.
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Introduction

According to UNCTAD (2021), seafaring is one
of the most important professions today, as more
than 80% of the world’s goods are transported by
sea. This occupation is characterised by stressors
that are not comparable to land-based occupations
(Oldenburg et al., 2009). Occupational stress in sea-
faring (Sliskovi¢, 2017) is seen as a process in which
the perception of stressors may lead to short-term
reactions and long-term consequences, whereby

individual, organisational and contextual character-
istics may moderate and/or mediate this process.
Stressors on board can be classified into three cate-
gories: psychosocial, environmental and work-relat-
ed stressors (Comperatore et al., 2005). Long-term
separation from home and family is referred to as a
psychosocial stressor (Carotenuto et al,, 2012), and
the separation typically lasts at least six months (Al-
derton etal,, 2004). Environmental stressors include
noise, bad weather and constant ship movement, all
of which negatively affect the quality of sleep and
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leisure time for seafarers (Oldenburg et al., 2010),
and heat is an additional environmental stressor for
the engine department on board (Oldenburg et al.,
2009). Work stressors include the nature of work,
such as high demands, the degree of control over the
work, peer and company support, and interpersonal
interactions (Iversen, 2012).

Since this paper deals with emotional intel-
ligence and organisational justice as possible and
rarely studied antecedents of seafarers’ job satis-
faction, which is considered an important outcome
of stress, the following text briefly defines the used
constructs.

Salovey and Mayer (1990) define emotional
intelligence in terms of four levels: the lowest lev-
el is the ability to perceive and evaluate emotions
and their expression; the next level is the ability to
process emotional experiences into thoughts; the
third level is the ability to understand and reflect
on emotions, and the highest level is the ability to
self-regulate emotions. Bar-On’s (2006) emotional
intelligence model addresses stress as one of the
factors of this model, and other authors agree that
people with higher emotional intelligence experi-
ence less stress (Pau & Crocher, 2003). Previous
studies on samples outside of seafaring have found
a positive relationship between emotional intelli-
gence and perceived organisational justice (Ouyang
etal, 2015; Zhu et al,, 2015).

Justice in the organisational context is a pre-
dictor of several work outcomes, including respon-
sible work behaviour, better work performance,
and less frequent conflict and unproductive behav-
iour (Cohen-Charash & Spector, 2001; Colquitt et
al,, 2001; Penezic¢ etal., 2013). The literature distin-
guishes three types of justice in the organisational
context: distributive, procedural and interactional.
According to DeConick and Stilwell (2004), distrib-
utive justice refers to workers’ assessment of the
fairness of outcomes concerning investments. The
investments may include education, seniority or
some intangible personal characteristics of an in-
dividual, while the outcomes are usually expressed
in monetary compensation or rewards (Baldwin,
2006). Procedural justice is defined as the percep-

tion of fairness of procedures in determining out-
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comes (Fortin, 2008), and higher perceptions of
procedural justice are associated with higher levels
of loyalty to the organisation, behaviours focused
on organisational well-being, and higher levels of
satisfaction with the manager (Cropanzano et al,,
2007; DeConick & Stilwell, 2004). The latest con-
cept of organisational justice is called interaction-
al justice (Bies & Moag, 1986), and it emphasises
the value of good communication between super-
visors and subordinates through courtesy, hones-
ty and respect (Cohen-Charash & Spector, 2001).
According to Jakopec and SuSanj (2014), there are
two main sources of justice in the organisational
context: managerial fairness and organisational
fairness. The former refers to the direct fairness of
the manager with whom the employee frequently
interacts and whose decisions directly affect the
employee, while the latter refers to the fairness of
the employer’s workplace as a whole, which affects
the culture of the organisation (Cropanzano & Pre-
har, 2001). Results on samples of managers (Suh &
Hijal-Moghrabi, 2021) and police officers (Nalla et
al,, 2021) suggest that organisational fairness con-
tributes to higher job satisfaction.

Job satisfaction is a commonly researched con-
struct in the workplace, and it can be defined as “a
pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experience”
(Locke, 1976, p. 1304). Sulpice (2011) emphasises
that seafarers’ job satisfaction can be influenced by
better working conditions and more efficient cargo
handling processes, resulting in less time spent in
port (Fenstad et al.,, 2016).

Many studies have found that the previously
described constructs are interrelated, with stress
being associated with higher job dissatisfaction
(Xie etal., 2021), emotional intelligence being neg-
atively associated with stress (Jungetal., 2019; Lea
et al.,, 2019) and positively associated with job sat-
isfaction (Suleman et al., 2020), fairness in the or-
ganisational context being associated with higher
job satisfaction (Hao et al.,, 2016) and lower ship-
board stress (Si¢, 2021). Given the importance of
the constructs above, this study aims to examine
the mediating role of stress on board in the rela-
tionship between the predictors examined and job



satisfaction. According to previous research, it was
hypothesised that higher emotional intelligence
would directly contribute to higher job satisfac-
tion. Also, it was expected that higher perceived
justice in an organisational context would lead to
higher job satisfaction. Finally, it was expected that
stress on board would mediate the relationship
between emotional intelligence and justice in an
organisational context on one side, and job satis-
faction on the other.

Method

Participants

The convenient sample consisted of 177 Croa-
tian seafarers (4.5 % females) on board for at least
seven days in the period during which the research
was conducted. Their age ranged between 21 and
65 years (M=35.64 years, SD=10.22 years), and
their mean job experience in seafaring was 10.97
years (SD=9.10 years). Most participants reported
working on cargo ships (62.1%) and multination-
al crews (91.5%). Deck officers were the most fre-
quent job post in our sample (45.20%), followed
by engine officers (15.25%), electricians (9.04%),
engine commanders (8.47%) and cadets (8.47%).
Regarding participants’ marital status, most of
them are married (51.41%), followed by those
living together with a partner (24.86%) and sin-
gles (20.34%), while the fewest are those who are
widowed or divorced (3.39%). There are slightly
more participants who have children (53.11%),
and almost all of them have one or two children
(90.11%)

Measures

Participants completed the following meas-
ures: Emotional Intelligence Questionnaire (Taksi¢,
2002), the Stress on Board Scale (Sliskovi¢ & Pen-
ezié, 2017), the Justice in the Organisational Context
Scale (Jakopec & SuSanj, 2014) and the Job Satis-
faction Scale (Judge & Klinger, 2008). The Justice in
the Organisational Context Scale (Jakopec & Susanj,

2014) assessed how participants perceived justice
by the superior (ship-commander) and work organ-
isation. All of the used measures showed good reli-
ability (Table 1).

Procedure

The study was conducted from March to May
2021 in the online form, and informed consent was
obtained before filling in the questionnaires.

Results

Table 1 shows the descriptive parameters of
the observed variables.

Table 1. Descriptive parameters of the observed
variables (N =177)

Variable M SD Min. Max. o4
Stress on board 355 065 119 494 .87
Emotional 386 050 220 500 .86
intelligence

Justice in the

organisational 331 092 1.00 5.00 .98
context

Job satisfaction 474 132 1.00 7.00 .87

The mean values of the observed variables are
relatively high, considering the theoretical mean
values (Table 1).

Table 2 shows the correlation matrix of the ob-
served variables

Table 2. The correlation matrix of the observed variables
(N=177)

Variable 1. 2. 3.
1. Stress on board 1

2. Emotional intelligence -22%* 1
i'r;?ltilsc:til:)lnt:lecontext ~35% 397 1
4. ]Job satisfaction -.39%* 42%* 58%*

Note. **p<.01

Stress on board is negatively correlated with
emotional intelligence, justice in the organisational
context and job satisfaction. Emotional intelligence
is positively correlated with justice in the organi-
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sational context and job satisfaction, while job sat-
isfaction is positively correlated with justice in the
organisational context.

Table 3 shows the results of the path analysis
for justice in the organisational context and emo-
tional intelligence as predictor variables, stress on
board as a mediator variable and job satisfaction as
a criterion variable.

Table 3. The results of the path analysis for justice in
the organisational context and emotional intelligence
as predictor variables, stress on board as a mediator
variable and job satisfaction as a criterion variable
(N=177)

Effect I3 SE

Justice in the organisational

context — Job satisfaction 423 059
Justice in the organisational )

context — Stress on board 350 075
Stress on board — Job Satisfaction -201 .070
Emotional intelligence — Job 210 057

Satisfaction

Higher levels of justice in the organisational
context directly contributed to higher levels of job
satisfaction. Furthermore, a higher level of justice
in the organisational context indirectly contrib-
uted to higher levels of job satisfaction through
lower levels of stress on board. Higher levels of
emotional intelligence directly contribute to high-
er levels of job satisfaction. It was decided to ac-
cept the proposed model since all the parameters
used to evaluate the proposed model fit were good
(x2/df=1.698; TLI=.970; CFI=.995; RMSEA=.063;
SRMR=.027), according to values proposed by Hu
and Bentler (1999).

Discussion

This study aimed to examine the mediating
role of stress on board between emotional intelli-
gence and justice in the organisational context as
predictors of job satisfaction, thus expanding our
understanding of seafarers’ job satisfaction. The
results of the analyses do not entirely support the
hypotheses. Lower stress on board mediates the
relationship between higher perceived organisa-
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tional justice and higher job satisfaction, but not
the relationship between emotional intelligence
and job satisfaction. Higher perceived justice in the
organisational context contributes to higher job
satisfaction both directly and indirectly through
lower stress on board, whereas higher levels of
emotional intelligence contribute directly to high-
er job satisfaction.

In order to gain a better understanding of
the significance of these findings, it is essential
to consider the context of seafarers’ work envi-
ronment, long-term separation from family, high
work demands and low control over work (Com-
peratore et al., 2005). Therefore, our finding that
higher emotional intelligence directly contributes
to greater job satisfaction is in line with the ex-
isting literature on the importance of emotional
intelligence in the context of job satisfaction in
employed population (Ignat & Clipa, 2012; Miao
et al,, 2017; Rezvani et al., 2016). Although the
relationship between emotional intelligence and
job satisfaction has not been explored in a sam-
ple of seafarers, Kafetsios and Zampetakis (2008)
found that the two variables positively correlate
in a study among teachers. Emotional intelligence
can have a mitigating effect on all aspects of the
work environment that would otherwise lead to
job dissatisfaction, as previous research and the
results of this study on the relationship between
these two constructs indicate.

Regardless of the amount of salary bonuses or
promotion awarding, workers want to feel they are
treated fairly in the workplace. However, if unfair-
ness occurs, it can act as a stressor (Pérez-Rodrguez
et al, 2019). According to Lambert et al. (2007),
only distributive justice correlates with workplace
stress, suggesting that the relationship between
justice and stress is not as straightforward as pre-
viously thought. This relationship can be explained
by the subjective evaluation of the work done by in-
dividuals and their colleagues, or by the reciprocity
of investments and rewards in the workplace. As a
result, there may be increased stress levels in the
case of unfair outcomes.

Procedural fairness, one of the components of
organisational fairness, can be used to explain the



direct relationship between fairness in the work-
place and job satisfaction. The economic aspect of
the job is one of the most critical sources of sea-
farer satisfaction (SliSkovi¢ & Penezi¢, 2015), and
promotion to a higher rank is usually associated
with a significant salary increase. The study’s re-
sults suggest that the perception of fairness will
play an essential role both in job satisfaction and
stress levels. This could be explained by the im-
portance of procedural justice, which emphasises
both the process of establishing distributive justice
and the importance of the reciprocal distribution
of resources. Moreover, according to Chebat and
Slusarcyzk’s (2005) study, fair interactional treat-
ment of employees is associated with the expres-
sion of more positive emotions. Future research
should think about incorporating different sources
and aspects of organizational justice because one
limitation of this study is that it only focused on a
general measure of it.

The most significant finding of this study is the
mediating role of stress on board. This finding sug-
gests the perception of justice may be explained as
a buffer for diminishing on board stress, and lower
stress significantly increases job satisfaction. These
results are important since, according to Judge et
al. (2020), job satisfaction reflects on various out-
comes such as efficiency, job performance, deviance
and absenteeism.

The practical implications refer to strength-
ening seafarers’ resources, such as emotional in-
telligence. According to Lim and Lau (2021), var-
ious interventions and workshops can improve
emotional intelligence. It is the responsibility of
organisations and ship commanders to treat sea-
farers fairly, which helps in reducing job stress
and increasing job satisfaction. According to Jones
and Skarlicki (2012), the perception of fairness
can be changed, which can have a positive impact
on the two observed outcome variables. Finally,
these findings underscore the importance of rais-
ing awareness of potential stressors and reducing
their impact, even though changing the work envi-
ronment on a ship is challenging. Given the unique
nature of seafarers’ work, it is critical to provide

stress management interventions in addition to

improving working conditions.

Some of the study’s limitations are related to
the sample, which is not representative, and most
of the participants are officers. Since most of them
are seafarers working for foreign companies, Cro-
atian shipping companies are also not adequately
represented. Moreover, the high scores of emotion-
al intelligence and job satisfaction among seafarers
can be attributed to self-assessment bias (Rosen-
man et al,, 2011), where people tend to overesti-
mate their abilities, which may also be a limitation,
given that the measures used in this study are
self-report measures. Since longitudinal studies
have found an increase in job satisfaction with age
and changes in work organisations (Dobrow Riza
et al,, 2016), a possible limitation of this study is
the use of only one measurement point. Moreover,
the cross-sectional study design does not allow for
making causality conclusions about the examined
relationships between constructs. In addition to
the limitations already mentioned, this study only
focused on a general measure of organisational
justice; future research should consider incorpo-
rating various sources and aspects of organisation-
al justice.

Despite limitations, this study contributes to
our understanding of seafarers’ lives by focusing
on workplace issues such as organisational justice
and stress on board. Companies are responsible for
improving living and working conditions on board,
which may lead to a better quality of board envi-
ronment. Moreover, companies should invest in
interventions that would improve seafarers’ emo-
tional intelligence. Potential changes in this indus-
try should influence attitudes toward seafarers
and reduce stress on board, leading to more satis-
fied workers and a higher-quality workforce.
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