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ABSTRACT

Which are the purposes for Communication coursgarding the professional training in maritime inaly® As
such, here there are some certain hypotheses gedives regarding the needs of communication skill maritime
domain.

Why do we need communication’s skills?

One of the main objectives is to know our intertocu we need to relate in order to know our irdeudtor within
the first 5 minutes of relating. Eric Berne in “@athdo say after we say Good Afternoon (Hello), aders that the
process finding out requires an analysis:

o Of the first 20 words (through the dynamic elemaitexpression: volume, tonality, rhythmus)

0 The first 20 steps (walking is an expressive norakeelement-we walk in certain manner when we are
enthusiastic and in a different manner when weauader the pressure of the negative emotional stinstitess, anxiety,
pain).

0 The first 20 breaths (the control of breathingaifsundamental non-verbal communication’s element in
managing stress and anxiety; the success of oks,tadiich involve crisis or unforeseen situatioissgetermined by
this control)

0 The first 20 looks: glances and looking are fundatalecommunication’s vectors.

Up to the interpersonal communication’s skills imying, the main objective of the paper is to esshbtorrect
labor and employee relations, within the shippingdin. The relations between managers and theilogesgs must be
handled legally and effectively. Employer and emp rights must be addressed. It is important teeldg,
communicate and update human resources policiespeorkdures so that managers and employees know isvha
expected of them.

Keywords: managing, conflicts, communication skills, maritiméustry.

1. INTRODUCTION differences: we try to transform them accordingto
own habitat and comfort...

There are some rules also applied in communication » The communication’s skills are necessary in
in shipping: order to make ourselves known to the interlocube t

0 Open and directly communication: keep the way we want, and not in a manner that is expecyetthd
communication simple and to the point. This shdudd  interlocutor. Ever since entering a room, to thennsa
the basic style of communication. Considering the in which we activate the window of our hidden inself
numerous emails from various receivers an averageand do not allow our interlocutors to identify airess,
person reads daily, the simple and to the rule lsimp pain and anxiety resources, or the manner in whieh

works. advertise ourselves during a job interview, argalt of
0 Not all the receivers of your message are the the communication’s process.
same. We have to identify their preferred chanrfel o » Managing conflicts is another important

communication. We would rather forward a cargorokai  objective in improving communication skills.

to a lawyers’s firm through mail instead of usirtet

internet, having printed out all the necessary dosnts. 2. CONFLICTS IN MARITIME INDUSTRIES
We should also include an accompanying letter, AND COMMUNICATION SKILLS

explaining the situation and succinctly and dingectl

explain the case. 2.1 Human resources approaches in maritime industry
» Another fundamental objective in the
communication’s process is represented by adajitabil Conflict has existed and it will always exist among

The communication’s skills are measured by a people, either separate, or in different groupshewver
fundamental attribute: the adaptability to difficu  people are, ideas, conjunctures, values, stylasdatds,
conflicting communication scenarios, adaptabilitynew will exist, and they might determine conflicts. @eally
and diverse situations. The human being is extieme conflict might be determined by the following:

comforted by what exists within the area of anterio v" Objectives
experiences and in discomfort towards the new and v' Purposes
different situations. What do we do when we notice v' Aspirations
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Unconfirmed expectations

Habits

Prejudice

Competition

Sensitivity

Especially aggressiveness — the most important
of the conflicting presumptions.

In S. Deep’s and L. Susman’s opinion[1,p.120],
three causes in perpetuating conflict can be itiedti

0 We live in a world that is more complex and
diverse, a world in which different people desire
different things. Only a few things satisfy eveodly, as
well as the known fact that the human being is
apprehensive of different or new situations.

0 Working with people means the existence of
an ongoing source of conflict.

o0 Incompatibilities, vanity, egos and egocentrism
can only be presumed and/or potentially conflicting
situation;

0 We live and work in a world that imposes
certain limits regarding our resources. In thisiteat,
the organizational conflicts are determined by the
organizational restrictions and to the same extgrihe
invariably limited resources.

The dynamics of the organizations, just like thoke
the groups, comprise a consensus as well as delmog
conflict, because, just as R. Hall[2,pp.30-70] pedhout,
“The conflict constitutes an inherent organizationa
process”. In this context, the present scientifiskts
objective is to point out a few of the trigger daoif
motivations within the work groups, as follows:

« The existence of dualism in the humans’
relations with their peers: people need to gevlved in
something, as well as to stand on the side lines,
according to their conformation needs, as well @s t
revolt; furthermore, they need to be part of sonmgth
noteworthy, as well as being independent from the
collectivity. This type of dualism of attitudes ¢apable
of generating intrapersonal, interpersonal and mrou
conflicts;
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The great responsibility of every manager “to
push” the organization from the chaotic tendendje-
individual’s own influence -, towards performandke
leadership of the whole (organizational objectieesl
values), by the concentrated force of the divisions
becomes fundamental. Experience has demonstradéd th
in any organization, usually, the individual intstise are
paramount in comparison to the general interelstghis
context, the human resources will be coordinated, i
their activity, by personal interests.

The management’s role is to minimize the gap
between the individual interest and the organinatio
interests. Otherwise, the organizational conflic
inherent.

Regardless of the number of people that agreeeto th
outlined objectives at the organizational levegytiwill
have diverging opinions regarding the manner incihi
they are carried out; moreover, due to the fundaahen
characteristic  itself ~of the human  nature
(individuality/difference), the individuals haveffdirent
opinions. If we include to the aforementioned ciit¢he
fact that people have different values and/or octions,
standards of behaviour, manners, priorities, pexi#os
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and different levels of the sense of humour, the
explanations for the interpersonal and group cotsflare
easily identifiable.

Due to the inevitable character of conflicts, the
outcome is that managing the human resources i®bne
the most important activities, and the managemént o
conflict is considered by a greater number of siets
in the field, as being just as important as althef other
human resources management'’s functions.

In an individual opinion, the conflict is generatey
the intentional requirement on behalf of an indiat
and/or a group in an effort to realize the objexgiof
another groupGiven that the objectives of both sides are
in many occasions, incompatible, the realizatiorthe
object by one of the sides makes its realizationthy
other side, impossible.

There are several points of view regarding the role
that the conflicts have within the organizatioritd.| On
one hand, conflicts are abnormal dispositions withie
activity, having a profound dysfunctional character

On the other hand, conflicts are usual aspects of
existence and evolution of business, and from a
functional point of view, it has a positive result.

The classics of managerial science present conflict
as a “bad” thing, determined by the lack of
understanding among people and the profoundly poor
interpersonal relations. The characteristics of the
organizational sector, as the main guide of the drum
behaviour, are considered to be “guilty” for thegence
of conflicts. In order to avoid the conflicting aolinates,
the organizations will focus on developing a harioos
cooperation between the management and
employees. The organizations that practice thi typ
policy promote harmony, the family spirit and halpi
one another, are considered to be paternal orgamiza
In their framework, the united team will not accept

the

unwanted interferences that might disturb the
organization's life. In dealing with employee
engagement, satisfaction and motivation, ship

management has to improve one’s own leadership and
self -development skills. Such practices may inelud
daily activities such as journal writing: creatitg do

lists leads individuals to much clearer actionsepiag a
record about what is to be done and need to be
completed during the day ensures that no taskdeéire
unattended. Is an important way of involve emplayee
of managing time and planning some other activities

Another concept, in opposition to the traditional
one, called behaviour driven, accepts the existafce
conflict as an inevitable, and even a desirablg. fac
According to this concept the presence of confiabot
caused by the organizational sector, instead ¢aissed
by different personal interests, purposes and/or
objectives. It is not beneficial accepting corifliwhen
the purpose is to follow one’s personal interestéutfil
unproductive purposes. However, in the absence of
conflicts, apathy might occur, immobility and the
organizations’ inability to adapt to the challengefs
change.

Conflicts are inevitable. In this regard, a recent
study carried out by The American Management
Association points out that “.....The managers spend
approximately 20% of their time with conflicts and
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consider that the ability to negotiate has becomey v
important in the last 10 years”.

In order to solve conflicting situations, we can

outline as a starting point a few basic criteria, i

In the management of conflict, the capability to establishing a conflicts’ pattern: the essenceoufflicts,

solve conflicting situations is considered to betla

the subjects involved in the conflict, the positi@ken

same level and sometimes even more important tharby the actors involved, the degree of intensitygapsh

planning, communicating,
taking. Among the potentially organizational cactfl
generating sources, are the
misunderstandings, inadequate communication, eifter
values, and personality dissimilarities, etc. Mangg
conflicts in a place of diversity as maritime inttysis,
could be consider a challenge.

internal as well as external conflicts. What cautbese
conflicts? The researchers have discovered siflicbn
generating areas, as follows: managerial authottity

belief and system of values utilized; proposed pses.

following:

motivating and decision duration, evolution and the effects generated by th

conflicts, respectively.
Special attention must be provided to
asymmetries within the organizations.

power struggle conflicts,

situation with the triumph of the employees, they part
of a special status group.

The position taken by the actors involved in the
and asymmetrical

conflict allows the symmetrical

In my opinion, aside from the above mentioned differentiation of conflicts. In this context, tlenflicts
causes, we can include as being potentially cdnflic frequently arise among the sides that have a difter

generating causes within the organizations,
following: the inadequate responsibility of emplege
the noninvolvement or different participation ofeth

employees in adopting decisions, the absence of the

managerial support, rising standards and the level

the predominance, such as the majority and the minoaity

legitimate government and a rebel group, an ownedr a
its employees, etc.

genesis is not found in the typical problems oreatp

performances, rapid technological changes, difteren that might divide the sides, it is found in theusture

managerial styles, organizational
difference and prejudice.

environment,

agethat constitutes the sides.
given by the role and/or relations cannot be chdnge

It seems that no tsimic

The processing model, elaborated by Pondy, startswithout the emergence of a conflict. In the asyrmival
from the premise that the only way to understand aconflicts the structure is constituted in such annaa,

conflict is to identify it as being a dynamic prese
rather than stable or static.

The latent conflict is determined by the
consequences of certain anterior conflicting episod
Among them, we can mention the following: the latk
resources, the aspiration for having a lot moreramy,
the differences between the personal objectivesthad
organization’s objectives.
itself, influences the latent conflict;

The comprehendetbnflict emerges simultaneously

with the awareness of existence of certain
conditions. The divergent objectives and/or theppses
do not determine conflict as long as it is not olei
Conflict is maintained in a latent state, the oimeslved
consider it insignificant. It transforms into arpeptible
conflict only when we direct our attention towaris

The external environmen

that “the big fish always gulps the smaller fishThe
only solution is to change the structure; howewis is
not always in the interest of the “big fish”. Asc$,
there are no win-win results, and the third pagg only
join forces with the “smaller fish”, in order toaeh a
solution. If this doesn’t take place, the “bighes” will
try to maintain their power and keep under contha
“smaller fishes”.
Depending on the degree of intensity,

conflicting states can be manifested through digoam

latent incidents, misunderstanding, tensions and crisighe

discomfort is the intuitive feeling that things anet

normal, even though the conflicting state cannot be

precisely defined. The incident is a nuisance diae
and is the basis of more intense conflicts, antithahy
they are not forgotten. An incident can be jusiraple

A flawed
developed union life, the centralism of the human
resources policies, are the causes for asymmetrical
which unfortunately the
The managers are confronted on a daily basis withemployer-employee rapport will end in a win —lose

These types of conflicts are asymmetrical, and thei

the

Therefore, there can be present a great number ofroblem, but when it is misunderstood, it can edeain
conflicts, more than we can manage, and as sueh, thtension. Misunderstanding is a form of conflicusad
comprehended conflict does not necessarily have toby erroneous perceptions, by the lack of connection
become a perceptible conflict. among the sides and/or inadequate communication.
The manifested conflicit is expressed through Finally, tension and crisis are two extreme fornis o
behavior, the most frequent reactions being, apathy conflict — people “go overboard” and let themselbes
dramatic attitude, open hostility, and/or aggressess. dominated by feeling.
Using the mechanisms that they possess, the manage2.2 Employee and labour relations in maritime inys
can anticipate and take measures before the cnélie The human behaviours are governed by two main
manifested openly. There are a few theoreticaflicbn  systems: a reward and penalty system. Our betwsvio
models. Thomas considers that the conflict modelsthat are followed by positive results tend to depel
describe either the process, or the structure céreain Opposite that, the behaviours that are followed by
conflicting situation. negative results tend to diminish. The researckhen
If a conflict has been resolved, the involved sides field of neurosciences and psychology has allowed
can move towards cooperation; if it hasn’t beeolkex! establishing the biological basis of the rewardteys
the conflict will increase its intensity, encomgags and the identification in the brain of certain rmrs
parts or problems that haven’t been, implicateiiaify. structures around the hypothalamus, called “théeceof
pleasure”. According to Patrick Legeron [4, p.Bpud
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Routtenberg, “The reward system of the brain”,
Scientific American, 1978, 239, pp. 154-164)) ire th
case of the animal’s experience it is well knowatth
rat will learn not only to press a handle, but awns to
regularly do it if it gets, what psychologists céiin
incentive”.  This incentive might turn into a more
consistent reward (food reward), but it can be iokth
by stimulating the rat's electric centre of pleaswas
well. Once more, in animals, a diminishing or evea
suppression of certain behaviours by employing
“punishment procedures” the rat receives an etect
shock every time it moves on the other side ofchge.

It will avoid moving fast in that direction.

What is usually neglected is the fact that the
rewards extremely activate the intense emotionh as¢
pleasure (with reward) and fear,
conflicting states (with punishment) and it deteres
motivation. In the work field it can be noticechigher
rise of the unpleasant consequences, what we iergen
might call frustrations. The frustrations, areslasd less
rewarded, and constitute permanent sources
organizational conflicts.

Material frustrations and psychological frustraton

aggressiveness,

establishing work motivation. For the native pabli
management, the evaluation graphs that lack okjbgti
egalitarian, egalitarianism motivation, based notthbe
performances of the employees, but according to the
seniority criteria, don’t do anything else excemt t
perpetuate the conflicting conditions.

After the people were asked to do their jobs well —
that is the natural thing to do, invariably evere th
efficiency evaluation generates frustrations and/or
conflicting conditions — after they've been asked t
surpass themselves and tend to do more, at thisemiom
we are witnessing the emergence of a new tendency,
initiated by the management, for the sole purpoke o
managing conflicts. Today, it is asked of the vdiial
to be more affectively involved in his/her workt i$
desired that he/she love their work, to get a sesfse
satisfaction out of it and to dedicate themsehms]y
and soul.

Successful performance of the employees requires
more than possession of certain skills. New emmeye

ofhave to be familiarized with the environment throug

orientation, their introduction to their

organization as a whole.

job and

can be distinguished, because the rat feeds itself
basically with “material incentives”, with piecebraeat, 3.
the human being needs (according to the theories
regarding the human needs), recognition, attention Considering the above, it is clear that the role of
and/or affection just the same. The two aspects —human resources has changed over the years. patte
material and psychological, are essential for thaper strategies were designed based only on a company’s

CONCLUSIONS

function and emotional balance.

The native organizations where the material
motivations are inadequate, especially in the publi
sector, not only do they not provide the human
resources’ emotional stability but are conflict gextors
as well. The material motivations can be intrireia/or
extrinsic. The intrinsic motivation is the one ttha
commences from the direct relation between the aask
worker and usually is self-applied [3, p.152]. fiic
motivation is the one that commences from the sk’
external work environment, and is almost invariably
applied by the managerial system. The obvious

needs, developing procedures and safety standards b
assuming that their personnel were essentiallgalik

With the understanding that individuals are unique,
having different capabilities, skills, knowledgeisi as
they have different aspiration levels and attitudes
towards work, strategies can now be formulateduchs
a way as to take advantage of the company’s peesonn
core competencies.

Human resource managers in shipping no longer
view employees as dispensable individuals who aan b
replaced by other applicants in an instant. Instéagly
invest in their development and continuous training

fundamentals for the human needs are the materiataking into consideration their individual charatgcs.

motivations (extrinsic). The specialists consittext the
third millennium wages can in most positive cases
satisfy our escalading needs. Why do people walrk?
great part is to earn money. Therefore, this faggn
though it seems ordinary, it confirms the fact tioatay’s
material needs are greater: advertisements’ piesau
consumer society, the ideology of to have and tp be
everything is orchestrated in such a manner thatnpt
possible not to have the latest phone and thetlates
computer software. “There is no wage increase that

However, the biggest challenge in human resources
management as applied in shipping is not just to
recognize these individual characteristics andsskiut
to create a successfully mix of people who willdige
to carry out their collective duties successfublpth on
board a ship and in a department of the ship manege
company-and make these teams work together in
synergy.

As the 2010 Manila Amendments to the STCW
stress, management, leadership and teamwork are muc

diminishes the enthusiasm. We are required to havesought after qualities, to promote not only safafier

more and more qualifications, to study computers,
English but the salary doesn’t change. It shdadd
that the relations be different, thegive to myself; you
give me” type”. Affective gratitude is an aspect;
however, it is incomparable to the financial
aspect...”[Legeron,op.cit.]. It is obvious that anfan
resource that thinks in this manner will generateflicts

in their rapport with the other employees, espgciaith

the higher ranked employees, responsible with the
evaluation of the professional performance and
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and security on board but also effectiveness, ieffiy,
motivation and self- respect to professionals averall
benefits for the shipping management company. As
shipping is such an international business, human
resources management have to include talent
management, executive and leadership development,
performance management, compensation and labour
relations [5]. Developing a global mind-set in huma
resources in shipping means effectively evaluatimg
global competitive environment and its impact in
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managing people: effective locate, attract, engage [2]HALL,R.,Organizations. Structures, Processes and
retain competent employees, both on shore and ardbo OutcomesPrentice-Hall International.Inc., 1996
with a view to achieve the company’'s strategic [3]JJOHNS, G., Organizational behavioyr Economics

objectives and goals Edition, 2001
[4] LEGERON, P.,How to avoid stressEconomics
4. REFERENCES Edition, 2004

[5]JJACKSON, M.,R.,Human resource managentgh3-
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