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Abstract 
 

This study examines the experiences of a cohort of maritime licensed female 

graduates from an east coast maritime academy. The women being studied were 

employed in the maritime trades and sailed on various United States Coast Guard 

licenses. Literature was examined both worldwide and within the United States. The 

methodology used for this qualitative study is phenomenological and describes key 

aspects of the lived experience for this particular group of female officers. This study 

also explores how these women have advanced professionally within the maritime 

domain. Interviews were based on random sampling of females who received U.S. 

Coast Guard licenses in Marine Engineering and Marine Transportation from 2006 to 

2016. The findings are multifaceted and complex in nature. The results show, in part, 

how the experiences of these women might be better understood and acknowledged. 

These stories shed light on the successes and challenges of these women and point to 

opportunities for more research and future horizons for women in the maritime 

professions.  
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Chapter 1 – Introduction and Purpose of the Study 
 

Background of the Problem 
 

Women who have graduated with an United States Coast Guard license from a 

maritime university have been employed in the maritime sector for the last thirty-five 

years. There are six United States maritime academies: California Maritime Academy, 

Great Lakes Maritime Academy, Maine Maritime Academy, Massachusetts Maritime 

Academy, State University of New York (SUNY) Maritime College, and Texas A&M 

Maritime Academy as well as the United States Merchant Marine Academy (Kings 

Point) (MARAD, 2017). All academies were exclusively male until 1974 when 

females were given the opportunity to enroll (U.S. Congress, 1972). This was the 

direct result of Title IX of the Equal Rights Education Amendments Act which stated, 

“ No person in the United States shall, on the basis of sex, be excluded from 

participation in, be denied the benefits of, or be subject to discrimination under any 

education program or activity receiving Federal financial assistance” (Title IX, Equal 

Rights Education Amendments Act, 1972). The United States Merchant Marine 

Academy was the first maritime academy to admit women in 1974 (USMMA, 2016). 

Massachusetts Maritime Academy (MMA) was the last United States academy to 

admit females in 1977, only after a Federal court order to do so (Philbrick, 2016). This 

study will focus on how females who have graduated from an east coast maritime 

academy have been able to advance professionally by examining their common lived 

experiences. The selected sample will be from females who received U.S. Coast Guard 

licenses in Marine Engineering and Marine Transportation over the time span from 

2006 to 2016 from one east coast maritime academy.  
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The integration of females into this industry is vital to providing diversity and 

a different mindset leading to increased productivity (Shore, Randel, Chung, Dean, 

Ehrhart, & Singh, 2011). There is limited scholarly research about what has sustained 

females in the United States maritime fields (Brickman, 2008). Research overseas, 

primarily through the International Maritime Organization (IMO), has led to changes, 

specifically in regard to equal rights legislation and improved working conditions on 

European and Asian flagged vessels (IMO, 1998). By examining a cohort of females 

who graduated over the span of approximately the last ten years, this research can 

contribute to a more extensive and potentially new body of knowledge concerning the 

common lived experience of these women and how that information may help 

individuals who pursue livelihoods in the maritime industries. A cohort design is the 

study of a group of people who share a defining characteristic, for example, females 

experiencing licensed work-related jobs on the water for a selected period of time.  

Performance capabilities as explored by Bem (1981), Looney, (2004) and others 

reflect that females have more often filled desk jobs as well as nursing and primary 

grade educational positions rather than positions demanding physical strength or 

technical expertise. This perception disservices female and minority individuals 

seeking educational and employment opportunities of their choosing. 

Shore, Randel, Chung, Dean, Ehrhart & Singh (2011) have focused their 

research on work group diversity and inclusion. Inclusion in a work group involves the 

satisfaction of belongingness and uniqueness, finding a balance between the two needs 

(Shore et al., 2011). Inclusion is “the degree to which an employee perceives that he or 

she is an esteemed member of the work group through experiencing treatment that 
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satisfies his or her needs for belonginess and uniqueness” (Shore et al., 2011, p. 1265). 

Whereas inclusion refers to behaviors that ensure people feel welcomed, diversity has 

been more frequently associated with the traits and differences that make people 

unique, the range of their human differences (Shore et al, 2011). These diverse traits 

may include age, gender identification, social class, physical attributes, political 

beliefs, or differing ethical value systems. Education and ultimately job training 

changed substantially throughout the second half of the Twentieth Century and on into 

the present timeframe.    

The recognized integration of females into the maritime trades began in the 

early 1970’s. Specific change occurred in 1972 when the Maritime Administration 

rewrote “General Order No. 87, which governed who could be admitted to a maritime 

academy. By eliminating the word male, maritime academies were allowed to admit 

women” (Philbrick, 2016, p. 44). In 1973, the 93rd Congress passed H. R. 40 – Equal 

Education Opportunities Act (U.S. Congress, 1973). This act declared that all federally 

supported institutions of education provide equal educational opportunities and not 

discriminate on the basis of race, color, age, gender, or national origin in any federally 

funded activity or program (U.S. Congress, 1973). In addition, guidelines and 

standards regarding the financial support and training vessels necessary to develop and 

maintain a viable U.S. Merchant Marine have been established by the Maritime 

Administration Agency (MARAD) within the U.S. Department of Transportation 

(MARAD, 2017). This is the agency charged with overseeing all aspects of the 

merchant marine and with furthering continued support for the education of future 

mariners (MARAD, 2017). The Maritime Administration maintains a fleet of training 



LICENSED-TRACKED FEMALE GRADUATES 
 

4 

ships in reserve to provide sea lift capabilities during war and national emergencies 

such as hurricane and disaster relief. The various academy schools’ training vessels 

come under MARAD’s jurisdiction.  

Originally men lived on the various schools’ training vessels; now all cadets 

are housed in dormitories. The two traditional Coast Guard majors of Marine 

Transportation and Marine Engineering draw approximately fifty percent of the 

undergraduate student population to pursue the skills/ competencies required to be 

prepared for maritime careers. In addition degrees in Marine Safety and 

Environmental Protection, Facilities Engineering, International Maritime Business, 

Emergency Management, and most recently Energy Systems Engineering are 

available as potential majors at most maritime institutions. The increased curriculum 

offerings have resulted in overall enrollment doubling in the last decade with females 

interested in many of the new majors. Marine Engineering and Marine Transportation 

still remain substantially below the others undergraduate majors for female 

enrollment. The reality is that more women need to feel captivated, have the basic 

math and science competencies, and be willing to explore the sea going majors. The 

enrollment figures from fall 2012 to 2017 supplied by the Office of Institutional 

Effectiveness for one of the maritime academies is presented in Table 1 below, with 

Marine Engineering and Marine Transportation being listed last. 
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Table 1 Enrollment by Program Male/Female 

Example of Enrollment Percentages by Sex at a Maritime Academy 

Academic Program 
Fall 
2012 

Fall 
2013 

Fall 
2014 

Fall 
2015 

Fall 
2016 

Fall 
2017  

  M|F M|F M|F M|F M|F M|F 
Emergency Management 88|10 87|12 79|21 86|14 86|14 88|12 
International Maritime 
Business 89|10 82|18 84|16 86|14 89|11 89|11 
Marine Safety and 
Environmental Protection  88|11 75|25 68|32 67|32 68|32 67|33 
Energy Systems 
Engineering  NA 96|4 83|17 88|12 89|11 89|11 
Facilities Engineering  92|7 98|2 97|3 92|8 93|7 95|5 
Marine Engineering  92|7 94|6 92|8 92|8 91|9 93|7 
Marine Transportation 93|6 93|7 88|12 88|12 88|12 89|11 

 

For a rough comparison, two other academies did not break down their 

enrollment percentages by sex but did offer their most popular majors. At one 

academy for last year’s senior class there numbered 78 Marine Science graduates, 45 

Mechanical Engineering Technician, 40 Business, Mechanical Engineering 38, 

International Studies 25, and Engineering Technician 11. Another academy did not 

break down the enrollment percentages by sex but indicated the academy offered 15 

baccalaureate degrees, some licensed and some unlicensed. The most popular were 

Marine Biology, International Business and Logistics, Marine Engineering Operations, 

Marine Engineering Technology, Marine Systems Engineering licensed track and non-

license track, Marine Transportation Operations, Maritime Technology, and Power 

Engineering Technology. The names of the maritime academies have not been 

revealed to avoid signaling out one specific university.  

Women have slowly made in-roads as members of the various maritime 

academy boards, and maritime officers and educators provide an increasing diverse 
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workforce. At one maritime academy the female engineering faculty staff increased 

from two faculty members in 2012 to currently four in 2019 with a male staff statistic 

of twenty-two. Several senior administrative positions are also female, accomplishing 

a desire by the Board of Trustees and Academy President to hire the most qualified 

candidates to fill vacancies.   

During World War II many women performed jobs that had previously been 

filled by men who were now serving overseas. Every military branch utilized women 

in various jobs throughout the war years of 191-1945. Semper Paratus Always Ready, 

better known as SPARS, was the motto of the United States Coast Guard Women’s 

Reserve created November 23, 1942 (Lagan, 2010). SPARS allowed many women to 

assume jobs such as telephone and radio operators so that Coast Guard men could be 

released to join the war effort. In early 1943 the first SPARS arrived in the Pacific 

Northwest and reported to the 13th Naval District office in Seattle, Washington 

(Lagan, 2010). The SPARS service was short-lived as they were not needed after the 

war ended. Ratings consisting of designations by specific skills and abilities were not 

given out, so advancement became an issue (Lagan, 2010). Thus, females departed the 

military to head back to their traditional roles in society. SPARS, however, did pave 

the way for females to join the Coast Guard in later years. Females have now become 

active members of every branch of the military and service academies, working and 

studying side by side with men and earning specific ratings and license upgrades. 

Conceptual Framework 
 
 Although females have been accepted as students at the maritime universities 

for over thirty-five years, the female population is still less than fifteen percent of the 
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undergraduate student body on these campuses (Diprete & Buchmann, 2013). 

Creswell (2013), and Patton (2015) contend that understanding the meaning, structure, 

and essence of the lived experience for specific groups, a phenomenological approach, 

is the most appropriate framework for studying this cohort. Within this broad field of 

research, a hermeneutic phenomenological approach is the most suitable, focusing on 

the meanings and understandings conveyed by those who experienced the phenomena 

(van Manen, 1997). To properly frame this study, it is necessary to go to the 

recognized experts affected by this: the females who have experienced the academy 

programs and have entered the maritime industry. Females do not exist in large 

numbers in either the undergraduate STEM fields of study or in the maritime shipping 

and shoreside industries. Blickenstaff (2005), Kanter (1977) and MacKenzie (2015) 

theorize there is a “leaky pipeline” that results in the lack of women remaining in 

STEM related fields. Women first need to remain in STEM fields of study; then they 

need to be recruited on an equal pay scale with men to the actual, operative positions 

within the maritime industries. Ideally, in terms of social dynamics, the growth of the 

female work force should reach a critical mass or reach a population where the 

number of women engineers and deck officers becomes self-sustaining and creates 

further growth. At that point in time, the popularity of entering and remaining marine 

engineers and marine deck officers could be more accurately documented. The scope 

of this paper will not be concerned with how to obtain a critical mass.  

 Additionally, it is appropriate to review the legislation mandated by Maritime 

Administration of the United States Government and from the International Maritime 

Organization (IMO), governing international shipping. A brief accounting is 
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mentioned here with more depth discussed in Chapter Two. Overall, the military is not 

at the core of this study; however, a brief background surrounding two organizations 

may be helpful in appreciating the gains women have achieved. The Women’s 

International Shipping and Trading Association (WISTA), formed in 1974, stated as 

its mission to attract and support women at management level positions, providing an 

international networking base (WISTA, 2019). Prior to this time during World War II, 

the United States Marine Corps Women’s Reserve was authorized by Congress and 

signed into law on 30 July 1942 by President Franklin D. Roosevelt (Naval History, 

2020). The Women’s Reserve was launched to expediate the war effort by releasing 

officers and men to serve in the war. Their replacements were filled by women in 

shore capacities (Naval History, 2020).  The Women’s Reserve remained in effect for 

the duration of the war plus six months afterward (Naval History, 2020). Ruth Cheney 

Streeter was appointed the first director with the rank of major and was later promoted 

to a full colonel (National Archives, 2020). The various branches within the Women’s 

Reserve were the Women’s Army Corps (WAC), the Coast Guard Women’s Reserve 

(SPARS), The Women Air Force Service Pilots (WASP), U.S. Marines (WR), and the 

Navy (WAVES) (National Archives, 2020). Members filled a number of positions; 

clerical, skilled trades, services, professional and officer ranks. Only Caucasian and 

Native American women were accepted into service; African American and Japanese 

American women were barred from the Women’s Reserve ranks (National Archives, 

2020). These early groups shared their common experiences and planted the seeds for 

legislation and awareness of the many issues facing women and those who identify as 

female within the military. Research by Tomasetto and Appoloni (2013), Eagly & 
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Carli (2007), Thomas (2003), Baldwin (1996), others, and the Department of Labor 

have exposed the barriers and negative parameters regarding the recruitment and 

retention of females.  

Women on the Water (WOW) Conferences have been held at the various 

United States maritime universities for the past five years with the support from the 

Maritime Administration of the United States Government (MARAD) (WOW, 2016). 

It is after attending several of these conferences that the need for studying the positive 

aspects, opportunities, and skill sets vital for how females have persevered and 

survived in this work environment to succeed professionally has taken shape.  

Key common experiences and the individual success narratives ground this 

study. This researcher will collect data from persons who have experienced the 

phenomenon, graduating from a maritime academy and sailing on a US Coast Guard 

license long enough to advance professionally, and will develop a composite 

description of the experience for all the individuals, describing what they experienced 

and how they experienced it, focusing on the positive elements the participants 

encountered (Moustakas, 1994). The study aims to concentrate on the encouraging 

elements of working in the maritime field; however, it is necessary to touch on the 

negative aspects as they do exist. Ideally, this research is aimed more at identifying 

salient aspects of experience so that leaders and both women and men running the 

academies and industry can do a better job; including and making the career path more 

accessible, attractive, and sustainable for women. 
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Background of the Problem Statement 
 

The enrollment of females at maritime academies has remained below national 

college graduation rates. According to National Student Clearinghouse Research 

Center in the academic year of 2013, 57% of bachelor degrees within the United States 

were awarded to women. Only six percent of females graduated with an engineering 

degree compared to 24% male (NSCRC, 2013). At one maritime academy only six 

percent graduated with a licensed track marine engineering degree (MMA, 2016). 

Representing all majors offered at this academy in 2017, the percentage of females 

who graduated nearly doubled but was still depressed. In Marine Engineering, there 

were 104 males to 13 females (11%) degrees conferred; in Marine Transportation 

there were 69 males to 6 females, (8%) degrees conferred (MMA, 2017) .  

As the statistics in Table Two below support, there is a sizable difference for 

gender between the numbers of females attending and graduating from maritime, 

special mission universities and regular liberal arts colleges. 

Table 2 Selected Enrollment Figures US. News and World Report, 2016 

Selected Maritime College Enrollment Figures 

School Undergraduate 
Enrolled 

Males Females 

Massachusetts 
Maritime Academy 

1,401 88% 12% 

Maine Maritime 
Academy 

1,031 86% 14% 

U.S. Merchant 
Marine Academy 

1,011 84% 16% 

California 
Maritime Academy 

1,075 86% 14% 
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For comparison purposes, several other accredited schools are listed. 

School Undergraduate 
Enrolled 

Males Females 

Plymouth State 
University 

3,787 53% 47% 

UMass Dartmouth 7,295 51% 49% 
 

Students generally declare their majors before the beginning of their freshmen 

year, and this has been detrimental to attracting potential female and minority students 

who have enrolled in the various academies’ undergraduate programs. Prior to 2015 at 

one maritime academy all freshmen participated in a sea term hands-on experience 

exploring the majors offered. Now only Marine Engineering and Marine 

Transportation majors sail for the two-month winter cruise freshmen year. Due to the 

resource-intensive nature of the maritime license and engineering programs, 

enrollment in the two maritime programs is limited to approximately 50% of the 

incoming class by a number of factors; including berthing capacity of the training 

vessel, the number of commercial shipping billets available, intensive specialized 

laboratory instruction, and the low student-to-faculty ratio (MMA, 2016). All the 

academies are very similar in terms of enrollment statistics. Potentially this research 

may produce findings that will allow academy staff and faculty to connect more 

deliberately with the lived experience of graduates to better prepare women, men, and 

gender non-binary for a more diverse and gender-neutral workplace. 

Maritime careers fall under the science, technology, engineering and 

mathematical (STEM) fields. Recent studies have discussed the need to increase the 

percentage of women and minorities participating within the science, technology, 

engineering, and mathematics (STEM) career and educational fields (Simon, Wagner, 
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& Killion, 2017; Hesse-Biber, 2012; Blickenstaff, 2005; and Brianard & Carlin, 

1998). Undergraduate engineering degrees granted in the U.S. have steadily declined 

from 77,892 in 1985 to 65,091 in 1997 (Brianard & Carlin, 1998). While most of this 

decrease is reflected in the male population, women reached a peak in 1997 with 

12,160 (18.7%) degrees granted (Brianard & Carlin, 1998). Their results show that 

most college women who enter interested in pursuing a degree in science or 

engineering leave between their freshmen and sophomore years when they have not 

been accepted into a specific department’s program (Brianard & Carlin, 1998). Yes, 

there are negative hindrances; but more and more females realize the financial 

benefits, travel opportunities, and engineering or navigation pathways offer rewards 

upon graduation that are worth the effort. The most frequently reported barriers are a 

lack of self-confidence, not being accepted into a specific department, feeling 

intimidated, isolation, financial problems, and lack of interest stemming from their 

own lack of self-confidence (Brainard & Carlin, 1998). Some research has stated that 

having greater diversity within a working group or class population can increase 

productivity which will carry over into the work force (Shore et al, 2011).  

Problem Statement 
 

This study hopes to shed light on the challenges a cohort of females from one 

maritime academy have faced and have overcome to upgrade their licenses to advance 

professionally by understanding their lived experiences.  The goal of this research is to 

collect data from Marine Engineering and Marine Transportation female officers who 

have experienced the phenomenon, sailing for a minimum of two years, and to 

develop a composite description of the experience, describing what they experienced 
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and how they experienced it, targeting key common elements they faced (Moustakas, 

1994). This study seeks to identify and further explore the many issues that surround 

females in the maritime industry today. 

Research Question 
 

The principal research questions are: 1) How have females from an east coast 

maritime academy been able to advance professionally within the maritime 

workforce? 2) How may the common lived experiences of these females be better 

understood and acknowledged? 

Research Focus 
 
 This study will be conducted within the United States with those who identify 

as female upon graduation from a maritime academy, who have been able to advance 

professionally within the maritime workforce. This research will be qualitative in 

terms of methodology. Qualitative inquiry is a broad approach to research defined by 

the meanings people make and the actions they take, and is committed to participants 

using their own words to make sense of their lives (Creswell, 1998). A hermeneutic 

phenomenological approach as defined by Creswell (1998) and van Manen (1990) of 

interviewing female graduates will be important to ascertain how they managed to 

capitalize on their strengths and what catalysts aided in their advancement. Having the 

women explain their stories could lead to a better understanding of how females have 

been able to push through and reach goals within this career field. Women entering the 

field or those who identify themselves as female will benefit by being better prepared 

for joining the work force. The women’s experiences represent an unique expertise 

and knowledge that is instructive and significant as they have worked on deep sea 
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cargo vessels, coastal waterways tugs and barges, oil rigs, and vessels contracted to a 

third party. 

To clarify terminology as referenced in this study, professional advancement is 

a very general term that may differ in interpretation depending on the business or 

sector of industry. Professional advancement does not specifically relate to obtaining a 

specific license or commissioning for recognition. For some people promotion and 

professional advancement have been used interchangeably. For others, particularly 

those who have worked in a hierarchal structure or who have spent hours studying to 

pass licensure examinations, promotion carries a higher place or dignity of 

achievement. Promotion is an advancement in rank or position (Military Commission 

Officer Promotions, 2019) while professional advancement is the state of being 

advanced, improved, the general upward progression (CG-MMC, 2019). Individuals 

seeking to achieve officer recognition must pass a battery of written examinations in 

their discipline, with minimal cut-off scores, to earn their initial officer credentials 

(CG-MMC, 2019). To advance upward, all merchant marine officers must earn 

enough documented sea time combined with certifications and endorsements to 

advance to the next specified level as designated by the United States Coast Guard; for 

Merchant Mariners this means being qualified to perform the duties associated with 

the higher endorsement: for marine engineers moving up from Third Assistant 

Engineer to Second, Second to First, and First to Chief Engineer. For marine 

transportation, the progression is similar; Third Mate to Second, Second to First, and 

First Mate to Captain (vessel Master) (CG-MMC, 2019). Historically, an officer’s 

rank indicated the pay-grade (U.S. Coast Guard, 2019). Professional advancement in 
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shore related industries is based on company guidelines and job expectations. This 

advancement is more flexible and differs by company, assuming increased duties from 

an entry level position to a more senior position by gaining experience in multiple 

fields within the company or organization.  

 Key Terms 
 
1. Merchant Marine is a career path offering civilians service on ships. The United 

States Merchant Marine is run by the Maritime Administration under the United States 

Department of Transportation (MARAD, 2017).  

2. United States Coast Guard licensing falls under the Code of Federal Regulations for 

the United States Coast Guard, Title 46, Chapter I, Subchapter B, Part 10 (CFR, 

2017). Students graduating from a maritime school will obtain either a Third Mate 

license or Third Assistant Engineer license (Brickman, 2008). To be able to raise the 

grade of license a person would need 365 days of sea time (CFR, 2017). The highest 

license that can be achieved is a Master or a Chief Engineer license. The Code (CFR, 

2017) requires testing for a raise of grade of the license as well as accrued sea time. 

3. Military culture as examined in this study is from the lens of women integrating into 

the military or the civilian branch of the military, the Merchant Marine (Silva, 2008; 

Harris, 2009).  

4. Masculinity are the traits and behaviors associated with men, including 

assertiveness, strength, and dominance (Simpson, Hughes, Slutskaya, & Balta, 2014).  

5. Femininity relates to the traits and behaviors generally associated with women, 

including but not limited to manner of dress, nurturing others, being supportive, and 

valuing interpersonal relationships (Hesse-Biber, 2012). 
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6. Male-dominated or male-dominant are terms used in this research to describe 

environments or organizations that have substantially more males, especially men in 

positions of power and influence (Eagly and Steffen, 1984).  

7. Women leaders is defined in this study as representing the women who have 

persevered in a male-dominant environment, rising above the initial entry level 

position to higher licensed or rating positions (Eagly & Johannesen-Schmidt, 2001). 

8. Gender bias relates to same gender preferences and favoritism. Gender bias may be 

seen in unequal treatment in employment opportunity such as promotion, pay, and 

privileges (Silva, 2008). 

9. Stereotype is a term used to reflect the behaviors of an entire group rather than 

behaviors of an individual (Eagly & Steffen, 1984). They further imply that these 

thoughts and beliefs may not accurately reflect reality. 

10. Stereotypical threat is a situation(s) in which a person or a group of people feel at 

risk based on impressions and comments others have made. Negative perceptions may 

raise anxiety and hinder performance. Repeated experiences of stereotype threat can 

lead to diminished confidence and loss of interest in remaining under the pervasive 

conditions (Tomasetto & Appoloni, 2013). 

11. Barrier is framed in this study as an invisible difficulty(s) or obstacle(s) that is/are 

encountered to prohibit advancement in a field or career level or continued struggle 

beyond the entry level (Etzkowitz, Kemelgor, Neuschatz, & Uzzi, 1994). 

12. Science, Technology, Engineering, and Mathematics (STEM) is an acronym, 

coined in 2005 by Judith Ramaley, director of the National Science Foundation’s 

education and human resources division, used to group together these four academic 
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disciplines and is typically used when addressing educational policy and curriculum 

choices to improve competitiveness in these science and technology fields 

(Christenson, 2011). 

13. The “glass ceiling” effect” is defined by the Federal Glass Ceiling Commission as 

“the unseen, yet unbreachable barrier that keeps minorities and women from rising to 

the upper rungs of the corporate ladder, regardless of their qualifications or 

achievements” (Federal Glass Ceiling Commission 1995b:4). The glass ceiling is 

different from other types of inequalities, thereby warranting special distinction 

(Cotter, Hermsen, Ovadia, & Vanneman, 2001). 

14. Qualitative inquiry is a very broad approach to research defined by the meanings 

people make and the actions they take and is committed to participants using their own 

words to make sense of their lives (Creswell, 1998). 

15. Phenomenological study focuses on describing what is the meaning, structure, and 

essence of the lived experience of this phenomenon for a particular group of people 

(Creswell, 1998). The focus is on what all participants have in common as they 

experience the phenomenon, reducing the effect of individual narratives (Creswell &  

Poth, 2018). 

16. Hermeneutic phenomenology (van Manen, 1990) is a branch of phenomenology, 

which combines the lived experience (phenomenology) and interprets the “texts” of 

life (hermeneutics) (van Manen, 1990). 

17. Women seafarers can convey varying images of women at sea depending on the 

kind of sailing crafts used; for example, Navy women (warships), female 

officers/engineers (merchant cargo vessels), and female crews (sailing yachts and 
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cruisers) (Kitada, 2010). For this research the focus is on those female officers 

working in the operation sections of merchant cargo vessels and have been working to 

upgrade their unlimited United States Coast Guard licenses. 

18. Women in the maritime trades for the purpose of this study are female officers, 

who graduated with either Marine Transportation and Marine Engineering majors, and 

have assumed shoreside maritime employment within shipping organizations, in the 

transport of rig supplies, or in affiliated maritime enterprises. They have used their 

licenses to gain entry into their positions of employment. 

19. Women is the plural form of woman, adult humans who consider/ identify 

themselves as females by category, association, or occupation (Hesse-Biber, 2012). 

20. Female is a term related to gender or sex. Female is not solely limited to human 

but may be animal, human, or plant (Hesse-Biber, 2012). For this study female relates 

to those who identify as female upon graduation from a maritime academy. 

21. Licensed for the purpose of this study is having received an official document, 

accorded to said individual, who has permission granted by a competent authority [in 

this case by the United States Coast Guard], to engage in an occupation or an activity 

otherwise denied (CFR, 2017). 

22. Promotion is the act or fact of being raised in position or rank (Moore & Trout, 

1978). For the purpose of this study, it applies to the United States Coast Guard 

guidelines and the responsibilities that are associated with each rating and duties 

within the Merchant Marines. 

23. Professional advancement for the purpose of this study refers to the upward 

progression of one’s career, by advancing from an entry-level job to a management 
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position within the same related field (Gino, Wilmuth, and Brooks, 2015). It is not 

license dependent. 

24. Sexism is the prejudice, stereotyping or discrimination, typically against women, 

on the basis of sex or gender (Hesse-Biber, 2012). 

Rationale 
 
 The inspiration for this research came from an awareness of the lack of 

research into the professional lives of female seafarers. The sea has a lure and a danger 

that is most frequently written about as sailing disasters and naval warfare; however, 

individual careers have been secondary to historical oceangoing experiences. Initially 

the design of ships and the use of space was based on the assumption that seafarers 

were men. Times have changed, and gender has been legally removed as the limiting 

factor in employment opportunity (IMO, 1998). There is a need to increase diversity 

and inclusion within the workplace (Shore et. al., 2011; Thomas, 2003; Kitada, 2010). 

More females need to be encouraged to pursue STEM related maritime fields. 

Changes are necessary to reflect the change in the use of technology to the manning of 

vessels and the methods of on-load and off-load of goods and what passengers desire. 

More research needs to be done surrounding the specific skills and leadership 

strategies that prepare women for seafaring careers to have a more thorough 

understanding of what sustains the women who have made it to higher levels of career 

licensure or position. This study will focus on the common lived experiences of the 

cohort of participants.  

Currently, there is an absence of specific research data regarding females with 

seafaring and shoreside careers following graduation. Reasons given for the limited 
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data are that women are at sea for extended periods of time, six months to a year; 

statistics are generally discipline specific but not gender specific; and many do not 

provide forwarding addresses or desire to remain in contact following graduation 

(MMA Office of Institutional Effectiveness, 2017). To remain transparent and to 

improve institutional effectiveness, maritime academies need to improve assessment 

practices particularly in regard to license-tracked graduates. Also within the United 

States there has been a major push to increase the number of females participating 

within STEM fields of higher education and employment (Simon, Wagner, & Killion, 

2017; Hesse-Biber, 2012). The maritime administrations are actively engaged with the 

Department of Transportation in designing and building new training vessels for the 

maritime academies and to meet the needs of strategic readiness in times of disaster. 

As changes are made from 50 year old steam vessels to modern, state-of-the-art 

training ships, women and men will perform vital roles in manning, maintaining, and 

transporting goods, people, or providing relief services. 

Delimitations 
 

The study will be conducted during the fall of 2019, focusing on females who 

have graduated from a maritime academy from June 2006 to June 2016. The sample of 

females surveyed will be chosen from a pool of willing Marine Transportation and 

Marine Engineering graduates who graduated with an United States Coast Guard 

Third’s license. They have either remained actively shipping for a minimum of two 

years to five years, enough time to advance professionally on their license or have 

remained employed in supportive shoreside shipping industries within shipping 
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organizations, in the transport of rig supplies, or in affiliated maritime enterprises. 

They have used their licenses to gain entry into their positions of employment. 

Summary 
 
 By interviewing recent female graduates with United States Coast Guard 

licenses who have entered the maritime shipping industry, this study hopes to shed 

light on the experiences a cohort of females have faced and have overcome to upgrade 

their licenses and to advance professionally. To date limited data has been collected 

once cadets enter the workforce, mainly listing their current employer and contact 

information for alumni mailings. Investigating the issues that surround females in the 

maritime industry today, the information gained may help to support those just 

entering the industry and identify salient aspects of experience that merits attention for 

the academies and industry leaders in making career paths more accessible and 

attractive for women.  Many of the same factors that are evident in the workplace 

operate on the undergraduate level as well: low self-confidence, lack of female role 

modeling, fewer numbers of women in engineering positions, and a male-dominant 

supervisory environment (Chaudhuri, 2011). Additionally having female officers and 

crew on board sea-going vessels may reduce the sense of isolation felt by many 

seafarers. Chapter 2 presents a review of the related literature dealing with the 

maritime industry both nationally and internationally, focusing on the difficulties of 

attracting and retaining females in this profession. Chapter 3 establishes the research 

design and methodology of the study. Analysis of the data and a discussion of the 

findings are presented in Chapter 4. Chapter 5 contains the conclusions and 

recommendations. 
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Chapter Two - Literature Review 
 

Introduction 
 

The approach used to collect information for this literature review section 

came from peer-review journals, national and international database sources, and 

professional and industry related documents. This chapter will help spotlight both the 

working and educational conditions experienced by those in the merchant marine, 

military, and employment areas where females and those who identify as female are a 

minority, and to see if these patterns in the workplace address the same core concerns 

that have been expressed by recent graduates. How have females and those who 

identify as female at their collegiate graduation from a maritime academy been able to 

advance professionally within this maritime workforce? How may the shared lived 

experiences of these females be better understood and acknowledged? 

Six key themes will be examined as part of the conceptual framework within 

the literature section to further help explore the underlying contexts regarding how 

females have been able to break through the barriers of job competency, sexual and 

verbal harassment, and isolation they face to advance professionally. The key themes 

of (A) military culture; (B) representation in science, technology, engineering, and 

mathematical (STEM) fields; (C) glass-ceiling effect; (D) Mentorship; (E) female 

leaders; and (F) governmental agencies, both national and international, will be 

developed and synthesized based on numerous key findings. For clarification, women 

leaders relate to leadership in society, as expressed through the feminist movement 

literature (Hesse-Biber, 2012). Blickenstaff (2005) has been a prominent researcher 

focused on women in STEM. Blickenstaff’s research has centered on the low 
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enrollment of females within the STEM fields and the need to further understand why 

so few females remain, especially for females in the maritime and engineering fields. 

Females are told they are not competent in handling heavy machinery or in working 

long hours without rest. Another potentially negative aspect may be the rigors of being 

the only female on a ship for several months at a time or a long military deployment. 

Few females handle well the harassment and sexual advances of both crew and 

officers removed from shore-side legal parameters. Eagly and Koenig (2008) have 

concentrated their research on the social role theory which leads to a number of 

questions being asked of participants within this study with regard to specifically 

understanding how females from an east coast maritime academy have been able to 

adjust to the challenging demands of a marine job to advance professionally. What 

strategies promote sustainability in the industry, or is a mentor or co-worker vital to 

remaining on a ship or working for a company that supports female employees? 

Examining the effects of being a minority in the workplace rather than solely a gender 

issue may be an important consideration to understand more fully.  

Military Culture 
 

Hierarchal system. 
 
 Lundquist (2008) conducted a study using data from the Pentagon’s 1999 

Survey of Active Duty Personnel (SADP) surrounding ethnic and gender satisfaction 

in the military. This research suggests that the military departs from civilian society in 

several unique ways that shifts the experiences of gender inequality to job satisfaction 

and quality of life for minority women. According to Lundquist, many military 

women work in sex-segregated conditions that insulate females from direct 
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experiences of gender inequality. The patterns of work place promotion relate to 

consistent criteria, defending already pre-established norms. Her research extends to 

Latinos and to black and white females. Lundquist (2008) discusses the paradox of the 

contented female worker. Lundquist and others suggest that though females earn less 

and enjoy substantially less autonomy and authority on the job than men, female job 

satisfaction is equal to or higher than that of men. Women outside the military are 

isolated on their own. In the military ethnicity makes a bigger difference than gender 

in self-reported job satisfaction (Lundquist, 2008). Hakim (1996) states that women 

who work in primarily male occupations have lower job satisfaction levels on average 

than most women despite higher pay associated with male-dominated jobs. As 

researched by Kanter (1977), minority women may be vulnerable to tokenism. They 

are treated as outsiders by fellow employees and subjected to stereotypical 

expectations and scrutiny (Kanter, 1977). These findings suggest that workplace 

structure predicts perceptions of well-being in occupations. Depending on the rules 

and regulations in place, this could affect how females feel at their jobs over time. 

 Adler (1993), Helgeson (1990), and Russel, Rush, & Herd (1988) suggest that 

in a hierarchal system it is possible that the minority of females in the population 

itself, rather than some gender-based trait of femininity, would be the cause of rating 

differences in leadership (Morgan, 2004). In a culture where men greatly outnumber 

females, male patterns of rating and leadership interaction would be the norm 

(Morgan, 2004). Duty motivation and job performance would reflect females working 

in a man’s world, a minority rather than a gender issue (Morgan, 2004). With low 

ratings, promotions would not occur and dissatisfaction would be more common. It is 
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possible that Army values may be easier for males to adopt since the military has long 

been a masculinized institution. The Merchant Marine, likewise, has long been a male-

dominated civilian branch of the military and may experience similar patterns of 

workplace attributes regarding performance. 

 Silva (2008) discusses how the female Reserve Officers’ Training Corps 

(ROTC) cadets negotiated the tension between the masculine military culture and 

traditional femininity. Thirty-eight ROTC females were interviewed for this study. 

According to Silva (2008), Braudy (2003), Acker (1990), and others the inclusion of 

females in the military has radically transformed traditional gender relations. 

Complying with the military hierarchy, it is difficult for some men to take orders from 

female superiors. As females assume leadership roles, they must rein in the perceptual 

feminine aspects of caring and compassion in order to maintain the military’s rigid 

structure and culture of being strong, self-reliant, and skillful. Understanding the ways 

females draw upon the culture of the military to create new models for social 

acceptability may help to bridge the gaps that exist in society in the United States 

today (Silva, 2008). ROTC is the largest source of officers for the armed services, 

providing approximately 60 percent of all military offices and 75 percent of Army 

officers (Neiberg, 2000). Programs like ROTC allow females to resist definitions of 

traditional femininity which supports action and achievement over passive decoration 

like looking feminine (Silva, 2008).  

Though embedded in a college environment that is similar to the special 

mission universities like Massachusetts Maritime Academy, women’s pathways to 

advancement may be useful as a study for the potential of social change. The 
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empowerment of women ultimately undermines the traditional privilege of male 

dominance and ideology. The findings reveal that in many ways the military context 

can be potentially empowering to females, given that the military demands physically 

and mentally tough, goal-oriented officers (Silva, 2008). Seventeen women (68 

percent) stated that they were able to realize their full potential as an equal person by 

separating womanhood from personhood (Silva, 2008). However, having women 

emulating men may not be socially acceptable and may make matters worse because 

these females are labeled as lacking compassion and are too tough. All individuals 

need to be more aware of actions and their pathways to advancement. 

Patterns of operating back and forth between two organizational cultures, the 

military and the civilian, may unlock traits that help navigate both environments. 

Females performing tasks traditionally seen as men’s work often felt they had to 

constantly prove they were capable (Silva, 2008). Those interviewed reported they had 

more self-awareness, particularly as seen in physical training sessions between male 

and female ROTC cadets. The female cadets, as noted by Silva (2008), felt compelled 

to do more sit ups and run distances faster than other women and as close to their male 

counterparts as possible. Outperforming was seen as essential to achieving the respect 

of their male colleagues. Perseverance was also noted as contributing to a gender-

neutral stance. Twenty-one women (84 percent), as noted by Silva (2008), did not 

want a military career after their commitment because it would interfere with plans for 

marriage and family. It is important to note the perceived incompatibility of a career 

and family concerns. More men, 69 percent as noted by Silva, planned to stay in past 

their required time.  
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 Harris’s (2009) research also discusses the issues facing women in the military. 

Research shows that women have left the military due to many different issues; 

however, the main ones are pregnancy, family issues, and personal time (Harris, 

Steinberg, & Scarville, 1994; Westwood & Turner, 1996). Harris’s (2009) research 

also discusses the perception about how women are not judged just on their merit but 

on the values of society. This ties in with the research of Clow and Ricciardelli (2011) 

with regard to the social role theory and how women are viewed in society based of 

the role of house wife or caring individual. These studies help to confirm the issues 

and barriers women face in industry.  

Stainback, Kleiner, & Skaggs (2016) and Cohen and Huffman (2007) examine 

the organizational factors that hinder or promote women’s access to positions of 

power. As women gain more power, their access helps to undo the gendered 

organizations of the military and corporate boards of directors (Stainback et al., 2016). 

This research helps to support the idea of needing more females in both academy and 

industry positions of power to help undo gendered perceptions of performance 

capabilities.  

Workplace dynamics in the military. 
 

Sewell (1992), Hays (1994), Swidler (1986), and Gorman (2005) are other 

scholarly writers who focus on how gender is reproduced, resisted or even transformed 

in various social settings. Swidler (1984) emphasized that women can skillfully 

organize their values and actions in ways that take advantage of gendered 

competences. Silva’s respondents did not worry that being feminine would reduce 

their chances for a successful military career. Many would choose to opt out of 
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training to be combat pilots; instead, these ROTC cadets chose to redefine what was 

most meaningful. These women felt they could construct meaningful identities in the 

military that resist the defining characteristics of masculinity, traits and behaviors 

associated with men, including assertiveness, strength, and dominance (Simpson, 

Hughes, Slutskaya, & Balta, 2014). 

  Both the media and the public have aided in portraying a gender-neutral stance 

and in challenging traditional notions of masculinity and femininity. While people 

“may transform their immediate roles and environments, the deeper understandings 

and logic of gender difference-and the superiority of masculinity-are left inviolate” 

(Silva, 2008, p. 952). Women who do enter combat merge the competing logics of 

masculine and feminine into a redefined nature that links the qualities required in 

fighting with protecting the unit as family (Swidler, 1986). Women in the military 

adjusted their competencies and status related to what is most meaningful to them 

(Silva, 2008). The respondents, Silva stated, “redefined their conceptions of femininity 

in order to engage in activities typically labeled non-feminine” (Silva, 2008, p. 955). 

Sewell (1992) references this transposition in her research as well. Sewell (1992), 

Swidler (1986), Hays (1994) and other scholars do not recognize an un-gendered self; 

rather, they and other researchers consider femininity as a cultural category that must 

be internalized and experienced to maintain a sense of self (Silva, 2008). Hays (1994) 

emphasizes that these patterned systems contain their own logic that contributes to 

their framework for social stability and change. 

 J. Norman Baldwin’s (1996) case study regarding promotions in the military 

among middle grade military officers indicates that males have higher promotion rates 
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than females in the Army and Navy, while females have higher promotion rates than 

males in the Air Force. The reason stated was that the Air Force had more jobs not 

based on combat active duty rankings (Baldwin, 1996). In active duty military, 

Baldwin used the following figures from the Department of Defense web site: women 

comprise 12.7% of the officers and only 1.2% of the generals and admirals (DoD, 

1995). Data updated 2013/01/24 indicate 36,000 women in the officer corps or 16.6%. 

Data indicates that females leave the officer corps at higher rates than males and are 

underrepresented among those promoted in the middle-grade officer ranks (Baldwin, 

1996). Of those who remain in the military, health care was the top field for female 

officers at 39% (DoD, 2013). Under representative military hierarchies deny women 

the economic and psychological benefits associated with higher rank (Gilligan, 1982; 

Baldwin, 1996). They are excluded from the influence networks that allow male 

officers the inside track on special training and assignments leading to promotions 

(Kanter, 1977).  

A number of studies on promotion inequities have been undertaken by 

Baldwin, 1995; Lewis, 1986; and the U.S. Merit System Protection Board (MSPB), 

1992. Research by these individuals and others indicates that women are not as 

successful as men in achieving promotions due to lacking specific certifications, 

policies establishing promotion criteria, lacking continuity in employment, and 

combat-relevant work experience, for consideration of promotions. Baldwin (1995) 

studied the middle ranks above which the promotions were not automatic, and the data 

analyzed revealed a substantial decline in female promotion during the thirteen years 

studied from 1980-1993. This inequality is significant because military organizations 
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have substantial freedom to determine policies and systems to have the most qualified 

individuals in leadership positions. Affirmative action policies may be working now to 

reduce the degree of under representation within the military branches. Both the Air 

Force and the Coast Guard, now a division of Homeland Security, have seen a more 

substantial increase in women officers (DOL, 1992). The Army and the Navy may be 

more affected by entrenched male traditions and inclusiveness, resulting in the Marine 

Corps having the fewest numbers of females (DOL, 1992). The small number of 

women promoted cannot be overlooked. As Kanter (1977), Baldwin (1996), the 

MSPB (1992), and others have stated that female retention might be enhanced through 

mentoring programs designed to foster understanding of the male military culture and 

better accommodations made for family responsibilities, meaning more emphasis on 

productivity and less emphasis on mobility, might promote a larger officer pool of 

female officers eligible for promotion. 

 Levine (1991) discusses the benefits of creating workplace networking 

opportunities by means of support groups to allow women the opportunity to ventilate 

emotions, validate experiences, and solve organization-related problems. Diversity 

training for everyone involved and more current leadership models should aim to 

reduce and eliminate stereotypes and prejudicial attitudes found within the military 

and within organizations in general. Media campaigns that promote the macho, 

fighting male should be changed to expand images of women and reduce images of 

male warriors (Baldwin, 1995). Talented enlisted women should be targeted early in 

their careers to advance to the higher ranks, to be encouraged to submit their 
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applications to Officer Candidate Schools, and to pursue the technical training that is 

required for organizational success. 

 Looney, Kurpius, and Lucart (2004) have written about military leadership 

evaluations; the effects of evaluator sex, leader sex, and gender role attitudes in regard 

to promotions at the United States Naval Academy. The study examined whether the 

sex of the evaluator and the evaluator’s gender role attitudes were related to 

recommendations for promotion of male or female Naval lieutenants (Looney et al, 

2004). Participants included 69 male midshipmen and 39 female midshipmen who had 

completed the Attitudes Toward Women Scale and the Male Masculinity Role Norm 

Scale recently (Looney et al., 2004). Are there systematic differences in the 

performance evaluation given to men and to women? Eagly (1992), Looney (2004), 

and others reported that there is a minimal tendency for female leaders to be evaluated 

less favorably than male leaders; however, “this tendency was more pronounced when 

leadership was carried out in a stereotypical masculine style, when leaders occupied 

male-dominated roles, and when the evaluators were men” (Looney, 2004, p. 105). 

Women were seen as more effective in feminine roles (Looney, 2004). This study has 

ramifications for promotions in seafaring industries, where men far outnumber women 

in upper management, where men are seen as masculine, and where men are the 

evaluator. The research findings had little conclusive evidence attributable to the sex 

of the evaluator; rather, gender role attitudes did influence the performance 

evaluations (Looney, 2004).  

 Bem (1981) has written about the impact of gender role attitudes. In general, 

masculinity has been associated with getting the job done, and femininity has been 
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associated with concern for the welfare of others (Bem, 1981). Accordingly, men 

would have higher leadership positions and women would hold supportive roles (Bem, 

1981). Although gender role attitudes alone were not significant, they added 

significantly in predicting support for promotion for male leaders (Looney, 2004). 

Emotionally related characteristics were seen as negatively impacting leadership. 

Cheerfulness, being soft spoken, sensitivity to the needs of others, and compassion 

were all seen as negative traits for leadership (Looney, 2004; Bem, 1981). Men are 

perceived as assertive, aggressive and dominant (Eagly and Carli, 2007). These 

characteristics have been coined as agentic qualities (Eagly & Carli, 2007). Female 

leaders who demonstrated more masculine characteristics were seen as more 

promotable. “Sex of the leader and perceptions of the leader’s characteristics predicted 

support for promotion” (Looney, 2004, p. 113). Since very few women have been 

promoted to the highest ranks in the military, it is possible that one of the factors that 

has limited the number of promotions is the gender role attitudes of those making the 

decisions (Looney, 2004). “Support for promotion was positively related to emotional 

and positive leader characteristics and negatively related to perceived negative leader 

characteristics” (Looney, 2004, p. 104). Women were seen as more effective in 

feminine roles and in leadership positions that desired expressive orientation rather 

than in assertive managerial styles.  

Recruitment and retention of military women. 
 
 Braun, Kennedy, Sadler, & Dixon (2015) have re-examined the challenges and 

strategies of recruiting and retaining U.S military women. They acknowledge that the 

military has made significant progress in integrating women into global operational 
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positions; however, few studies have been conducted that have specifically targeted 

women in regard to health care. Rank differentiation may deter military members from 

questioning concerns, and the transient nature of military deployment may diminish 

health care access and inadvertently delay medical care (Braun et al., 2015). Women 

who are placed in places that are hard to access and often of a transitory duty station 

are often marginalized or underrepresented in research that will shed light on female 

military populations. Their small numbers often exclude them from studies that can 

improve health care experiences and outcomes. In 1994, a Congressional directive 

mandated that women be included in DoD sponsored research (Braun et al., 2015). 

Delays in military and civilian IRB Approvals and attrition issues often precludes 

literature that effectively involves a section of the military population (Braun et al., 

2015). A number of military members often come from regions where language and 

culture may further complicate recruitment efforts to participate in research studies. 

Loss to follow up, informed consent/confidentiality, and the building of trust all factor 

in to being able to effectively recruit and retain military women for research.  

 The lack of medical needs for military women are similar to concerns raised by 

those actively employed at sea. Particularly for those women serving extensive months 

away from home and a support network, women may feel compromised if their 

concerns are discussed in front of higher-ranking officers (Thomas, 2003). There may 

be limited or no medical personnel onboard vessels, and the time to reach hospitals or 

urgent care facilities is non-existent. Medical care aboard cargo vessels is generally 

provided by deck officers, who are responsible for providing advice and medical 

treatment to seafarers on board. Women employed on cruise ships are generally only 
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seen during specific off-peak hours and many women report that the care they receive 

is secondary to the care afforded to paying passengers (Thomas, 2003). It is the 

employment policies of shipping companies, seafarers’ trade unions, maritime 

regulating agencies, at both the national and international levels, and more importantly 

the implementation of these policies that will determine whether women join and then 

remain in the shipping industry (Thomas, 2003). For unwanted pregnancies, women 

risk their own health trying to get an abortion while continuing to work. It is the 

experiences of women in the workplace as well as the evaluation and interpretation of 

such experiences that define the quality of their employment and will determine their 

future retention or exit from the industry.  

Maritime institutions. 
 
 Maritime institutions in the United States are the civilian branch of the 

military. Cadets graduating from Massachusetts Maritime Academy can achieve an 

officer ranking in the Army, Navy, or Marines, as well as graduating with their 

Bachelor of Science in Marine Engineering or Marine Transportation, licensed as 

United States Coast Guard officers of Third Mate or Third Engineer (MMA, 2017). As 

officers, they do not have additional required military service and are free to work for 

private companies, join unions and ship out of the hall, or sail on their United States 

Coast Guard licenses and advance professionally. 

  The World Maritime University (WMU) was established in 1983, in Malmo, 

Sweden, by the International Maritime Organization (IMO), a specialized agency of 

the United Nations, as an international maritime training institution offering 

postgraduate maritime education, research and networking opportunities (WMU, 
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2017). The 2030 Agenda for Sustainable Development, adopted by the United 

National General Assembly on 25 September 2015, stated 17 Global Goals and 169 

Targets intended to promote the prosperity of all (WMU, 2017). Goal 4: Ensure 

inclusive and equitable quality education and promote lifelong learning opportunities 

for all and Goal 5: Achieve gender equality and empowerment of all women and girls 

are particularly important (WMU, 12017). Goal 5 further states that special emphasis 

will be placed on strategies to attract and retain women seafarers to the maritime 

industry (WMU, 2017). Thus, it is important to tackle the underrepresentation of 

women in the maritime sector as well as recommendations on how more women could 

be encouraged to enter and remain in jobs of their choosing without discrimination and 

with equal pay for equal work. Standards of Training, Certification and Watchkeeping 

for Seafarers 95 (STCW 95) resolution 14, desires governments to “secure equal 

access and highlight the role of women in the seafaring profession and to promote 

their greater participation in maritime training at all levels in the maritime industry” 

(Aggrey, 2000, p. 3). There is no reason why women should not participate in and 

benefit from employment in the shipping industry.  

 Jane Brickman (2008) has written extensively about maritime education and 

training of women at the United States Merchant Marine Academy (Kings Point). 

Brickman’s study shows that at Kings Point there are still issues that women face in 

the male-dominant school, particularly in the areas of harassment, loneliness, lack of 

support, and feelings of inadequacy. Matthew Morgan (2004) conducted a study at the 

United States Military Academy (West Point) concluding between the males and 

females in regard to leadership and leadership development there was limited evidence 
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of gender differences. Morgan does caution that this was a small study of the West 

Point Class of 1998 and further research should be carried out. 

 Brickman’s (2008) study is very similar to issues that still surface at an east 

coast maritime academy specifically in regard to the licensed-track female cadets, 

noting that the academy has grown to accept students who do not ship out or sit for 

Coast Guard licensing. Those few females who do face harassment, loneliness, lack of 

support, and feelings of inadequacy. Some classes have no females on the roster while 

other classes only have one to five females. For the 2017-2018 academic year at this 

academy, the male/female ratio in the following disciplines is: Marine Transportation 

69/6 =8% female; Marine Engineering 104/13 =11% female; Facilities Engineering 

56/5 =8% female. Campus total for BS degree level is 301/49 = 14% female (MMA, 

2017). 

 Debra Krouse (2012) examined in her doctoral dissertation the career barriers 

encountered by United States Merchant Marine Academy female graduates from 

Kings Point. Her findings pinpointed a lack of mentorship, inappropriate behavior in 

the workplace, gender, and work and family responsibilities as key career barriers 

(Krouse, 2012). “80% of the participants [sample size of 21] identified gender bias and 

gender stereotyping as a career barrier” (Krouse, 2012, p. 73). The participants 

recognized major contributors to career success as mentoring, professional behavior in 

the workplace, and the networking influence of Kings Point beyond graduation as 

stimuli to advancement within a maritime career (Krouse, 2012). Krouse’s 2012 study 

delved into the barriers facing women who aspired to move up the business ladder, so 

it was not solely focused on maritime career retention and advancement, but many of 
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the same issues emerged. The results also indicated school administrators need to 

better prepare future female graduates for what they will encounter beyond graduation 

and to provide appropriate support and networking services for potential career 

advancement. 

 Michelle Thomas (2003) has studied the recruitment and retention of women 

seafarers, drawing on in-depth interviews and questionnaires to support the attitudes 

and experiences of women seafarers for the International Maritime Organization 

(IMO). In an article published in 2006, Thomas focuses on the sexual harassment 

issues that develop in a residential occupation such as seafaring. Thirty-three in depth 

interviews and two focus groups were conducted with women seafarers working in the 

cargo sector of the shipping industry. The residential and isolated nature of shipping 

can increase opportunities for sexual harassment to occur and amplify the negative 

consequences of such incidents. Once the vessels reach port and the terms of contract 

are up, women leave their employment, never to return. Although Thomas’s research 

shows women leave particularly if the working conditions are oppressive, more 

current investigation needs to be undertaken in order to retain experienced and 

qualified women seafarers. 

 Science, Technology, Engineering, and Mathematics (STEM)  
 
 Blickenstaff (2005) suggests there is a “leaky pipeline” that results in the lack 

of women remaining in STEM related fields. This pipeline image is fitting because 

along the way, from high school, through college, through graduate studies, and on 

into careers in the STEM fields, women drop out, leak out of the system.  
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One interesting feature of these leaks is that women leak out more than men 

do. The effect of differential leaking is to create a sex-based filter that removes 

one sex from the stream and leaves the other to arrive at the end of the pipeline 

(Bickenstaff, 2005, p. 369).  

Clow and Ricciardelli’s (2011) and Kanter (1977) state that a lack of women leaders 

creates an image that women cannot succeed or will not remain for the long term in 

professions where they are unable to nurture others. Cronin and Roger (1999) describe 

the absence of women in STEM as both progressive (the farther along the pipeline, the 

fewer women) and persistent (the problem has not gone away in spite of new 

initiatives to stimulate interest in the sciences (Dickman, Weisgram, & Belanger, 

2015). 

 Mackenzie (2015) addressed the loss of women at consecutive career stages in 

marine engineering, science and technology in the United Kingdom. This is important 

because issues backing the United States in regard to the retention of women in STEM 

are experienced in other countries. The Institute of Marine Engineering, Science, and 

Technology (IMarEST) consulted 15,000 members, only three percent were females, 

to determine whether the problems facing women were more severe by the challenges 

of working in the marine sector and how to develop proactive solutions for addressing 

the issues (Mackenzie, 2015). The results of the study reveal that supportive 

employers are a must for retaining highly qualified women, that many of the issues 

apply to women across all careers and are life-balance related, that careers in marine 

STEM make it harder for women because there are low numbers of women in all 

roles, and that female role models in STEM are a must (Mackenzie, 2015). Only 
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approximately 8.7% of professional engineers are women in the UK (IMarEST, 2013). 

A leaky pipeline is seen in this country as well as the United States since females 

regularly outperform male peers in STEM subjects while in school (House of 

Common Science and Technology Committee, 2014). The imbalance seems to occur 

as females move higher up their career pathways (Mackenzie, 2015). The answers to 

why this occurs and what can be done to retain females is critical. “Better retention of 

staff results in a better return on the financial investments into recruitment and 

training” (Mackenzie, 2015, p. 70). When people leave a company, the knowledge 

base is eroded (Mackenzie, 2015). “According to the International Transport Workers’ 

Federation (ITF, 2014) women make up only an estimated two percent (23,000 

individuals) of the world’s seafaring workforce” (Mackenzie, 2015). The steps 

recommended for change include targeted initiatives to encourage girls to follow a 

STEM career and to try to overturn stereotypes; the importance of role models, 

particularly for women who are juggling a career with family obligations so that they 

do not return to jobs lower down on the pay and skill level; and to establishing a 

networking base to encourage promotions and other opportunities for all qualified 

individuals (IMarEST, 2013). The foundations and the desire have been initiated to 

move women forward in STEM fields and laws have been enacted to protect women 

in their working environments in the UK, such as the Equality Act 2010, and those 

enacted through the auspices of the United Nations.  

 In most industrialized countries, men are employed in the majority of 

engineering and scientific positions (Rosenbloom, Ash, Dupont, and Coder, 2008). 

Fifty-seven percent of bachelor degrees within the United States were awarded to 
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women. Only six percent of women graduated with an engineering degree compared 

to men who graduated with 24% with an engineering degree (NSCRC, 2013). With 

depleted numbers, leadership will remain male-dominated until more diversity at all 

levels of an organization is recognized, women are given further training and 

encouragement, and welcomed by all members (Rosenbloom et al., 2008).  

 Miller, Eagly, and Linn (2014) find in their research that pervasive stereotypes 

associating science with men emerge early in elementary grades as shown in analyses 

from 350,000 participants in 66 nations. As noted by a number of researches, by 

college age, social-culture perceptions are deeply rooted and require conscience effort 

to undo. Sociocultural factors such as messages in mass media, participation of family 

member in science or engineering fields, opinions of teachers and peers, or 

experiences of learning STEM material in male-dominated courses provide the 

framework for how gender stereotypes form and change in response to observing men 

and women’s roles in role-linked activities (Miller et al., 2014). Exposure to 

successful women scientists and mathematicians can weaken gender-STEM 

stereotypes among girls, and identity with female professors can impact undergraduate 

women’s desire to major in lucrative STEM major fields (Miller et al., 2014). 

Experimental studies have revealed that exposure to successful women engineers and 

mathematicians have positively weakened gender-STEM stereotypes and have 

increased the numbers of women pursuing career choices in STEM (Wood & Eagly, 

2012). People need reinforcing, multiple examples to believe that the fields are 

welcoming to females; otherwise, a sparse example may be dismissed as atypical. 

Short-term interventions may be insufficient to override pervasive every day 
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observations of gender-STEM stereotypes. Young et al., (2013) stated that taking a 

STEM course from a female rather than a male instructor could even strengthen 

gender-science stereotypes if the students do not view the instructor as similar to 

themselves. Miller et al., (2014) found that role models may be one of the first steps in 

changing the negative effects of stereotypes because female STEM peers and mentors 

can help to remove negative exposure. Cultural stereotypes can thus change as more 

women enter STEM fields and the work force becomes more diversified at all levels 

of job employment. Future research can help understand how individual differences 

can contribute to more positive trends. By encouraging more women to pursue and to 

excel in fields where they have been historically underrepresented and marginalized, 

the negative effects of labeling can be diminished.  

 Comparing stereotypical behaviors across nations may reveal the difficulties 

women face in countries that are not supportive of women performing men’s jobs or 

even jobs outside of the home. This has been cited in literature coming from the 

International Labour Office of the United Nations. Globally, government and 

company policies need to reinforce equality in the work place and fair treatment for all 

workers. As implied for moving forward to reduce stereotypic outcomes in the study 

by Miller et al, (2014), affirmative action needs to support social policies.   

 Stereotypes and gender biases widen the gap of women leaving career 

offerings. Gayles and Ampaw (2011) as well as Shapiro and Sax (2011) have done 

extensive research on women in STEM, reporting that gender matters. With fewer 

women entering male-dominant careers, there are fewer women to advance to higher 

level industry positions. Their findings suggest the need to understand, study, and 
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hopefully reduce the trend of women continuing to leave at critical junctures of their 

STEM training and careers at higher rates than men pursuing similar career pathways. 

 A study by Bouville (2006) examines the ethical viewpoints regarding should 

there be more women in science and engineering. The typical arguments of benefits to 

women in terms of higher paying jobs, benefits to the economy in terms of the 

increasing need for numbers and diversity, and the unfairness of under-representation 

of women all contain shortcomings. There should be a mutual attraction between 

women and scientific fields. Deliberately drawing more women to science and 

engineering violates their right to choose a career freely (Bouville, 2006). A change in 

mindset, a “paradigm shift,” from increasing enrollment to increasing freedom is what 

is most necessary (Boudville, 2006). Outreach programs that draw students into STEM 

classes are seen as relevant but are not long-lasting. As Bouville implies “outreach 

means try to sell a product (science and engineering) to as many potential female 

customers as possible. It does not aim at empowering women to choose freely any 

more than any other sales pitch does” (Bouville, 2006, p. 8). The justification for 

increased numbers needs to be centered on freedom of choice, what women want. 

“That science and engineering should want to attract women does not imply that there 

has to be more women in science and engineering” (Bouville, 2006, p.2). Brainard & 

Carlin, (1998); Moskal, (2000); Sullivan et al., (2003); and others all say that women 

and minorities would offer the greatest potential sources of engineers. This is vital as 

technology plays an even greater role in society and the economy of the 21st century. 

However, women cannot be treated as pawns, transferred from one department to 

another based on the nature of the economy (Bouville, 2006). Ethically, the mindset 
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needs to change. The justification for increasing numbers should be accompanied by 

an examination of the purpose and effects of the programs proposed. Some maritime 

academies have begun a number of outreach programs to expose more and more 

younger students to the potentials of engineering and scientific careers. The Advanced 

Studies in Leadership Program (ASLP) at one east coast maritime academy is an 

initiative that has been highly successful in attracting female participation and interest. 

To achieve gender equality and empower all women and girls (WMO, 2017) has been 

a rallying cry that has been heard in the news surrounding the activities and speeches 

of March 9, 2018, celebrated as International Women’s Day. 

Undergraduate women in science and engineering. 
 
 Suzanne Brainard and Linda Carlin (1998) began a six-year study in 1991 for 

the Women in Engineering (WEI) Initiative at the University of Washington. The 

objectives were to tract individual students interested in science and engineering for 

retention rates over a period of six years, to examine factors affecting retention of 

women in science and engineering, and to evaluate the effectiveness of the WEI 

program (Brianard & Carlin, 1998).  

Undergraduate engineering degrees granted in the United States have steadily 

declined from 77,892 in 1985 to 65,091 in 1997. While most of this decrease is 

reflected in the male population, women reached a peak in 1997 with 12,160 

(18.7%) degrees granted (Brianard & Carlin, 1998, p. 369).  

Their results show that most college women who enter interested in pursuing a degree 

in science or engineering leave between their freshmen and sophomore years when 

they have not been accepted into a specific department’s program. The most 
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frequently reported barriers were lack of self-confidence, not being accepted into 

department, feeling intimidated, isolation, financial problems, and lack of interest 

(Brainard & Carlin, 1998). The reasons cited most often are a lack of confidence in 

their own ability or a loss of interest. Though women make up 46% of the labor force, 

for the science professions they make up 31% and only 8% engineering professions 

(Brainard & Carlin, 1998). At an east coast maritime academy approximately the same 

percentage exists, 6.8% for engineering students.  

A series of interventions or contact points were implemented by Brainard & 

Carlin (1998) with each of the tracked students, primarily during the freshmen and 

sophomore years. These involved academic and social support groups, peer tutoring 

and mentoring, everyday experiences, as well as improving self-confidence within the 

academic framework. The factors that seemed to help women succeed were being able 

to work independently, persistence within the engineering or science field, positive 

influence of faculty, and the presence of WEI. As students became juniors and seniors, 

the participation in conferences and events, the support of the academic advisors, and 

the participation in professional societies were positive motivators. A disturbing trend 

was that the proportion of students reporting feelings of intimidation increased to over 

41% during the junior year (Brainard & Carlin, 1998). Women are reluctant to switch 

out of their majors at this stage because they have “persevered through the hurdles of 

the lower-level prerequisite courses…and the cost of switching, in terms of time and 

effort, increases as time goes on” (Brainard & Carlin, p. 373). 

 This study did not track students who switched degree programs or who 

transferred to another university program. “Collecting longitudinal data and 
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maintaining tracking systems on all registered students is complicated and expensive. 

As a result, only a handful of institutions have implemented such systems, since most 

do not have an incentive to bear the cost” (Brainard & Carlin, p. 369). This is a major 

hindrance for identifying problems along the STEM pipeline as well as projecting 

future manpower needs for science and engineering students. 

Graduate school perspective. 
 
 In the study The Women and STEM Career, Dola Chaudhuri (2011) focuses on 

the barriers women doctoral students in STEM fields face at Arizona State University. 

Many of the same factors that are evident on the undergraduate level operate at higher 

degree levels: a work-life balance, low self-confidence, lack of female role modeling, 

fewer numbers of women in science and engineering classes, and a male dominant 

environment (Chaudhuri, 2011). Isolation from other women and experiencing 

uncomfortable learning environments are barriers to remaining in the prescribed 

curricula. Gender discrimination is very subtle but still very present at this level. There 

are fewer mastery experiences; men are more willing to work with other men. Verbal 

and non-verbal messages keep the female students on edge. Recruitment of female 

faculty members, fine tuning engineering and science curricula, and the absence of 

sexual harassment are three areas to remove perceived barriers and retain more women 

in STEM fields at the doctoral level (Chaudhuri, 2011). 

 “The percentage of female doctorates in all fields has risen to 46.8 in 2009 

from 28.6 in 1979 *National Science Foundation (NSF), 2010. Women earned 60.6% 

of the master degrees and 57.4% of the bachelor degrees in all fields in 2008 (NSF, 

2010)” (Chaudhuri, 2011, p. 1). However, women are still very under-represented in 
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the STEM fields. The number of science and engineering doctorate holders employed 

in academia (2006), 81.7% males were in physical science while for females it was 

18.3%. In mathematics 81.1% were male, 19.0% female (Chaudhuri, 2011, p. 4). 

Employment of fewer female science and engineering faculty members is of special 

concern because there is a lack of female role models for students. More often women 

work part-time or serve in lower ranks or at less prestigious institutions. Issues of 

work-life balance are very important concerns for both female doctorate students as 

well as for female professors. Marriage, pregnancy, and child-rearing negatively 

impact women in scientific and engineering careers (Chaudhuri, 2011; Brainard & 

Carlin, 1998). Balancing between demanding careers and family responsibilities 

creates hardships that cause women to shift focus or drop out of potentially rewarding 

career positions. Women in science frequently marry a spouse who is in science. 

When they need to relocate, it is the woman who gives up her career to assist in her 

husband’s career advancement. Rarely does she return to a comparable job position in 

the new location. Chaudhuri examines this from two perspectives, The Difference 

model and the Deficit model. The Difference model “considers the disparity between 

women and men with respect to outlook and goals” (Chaudhuri, 2011, p. 13). Men 

initially feel that they belong in the STEM fields. They feel invigorated and eager to 

learn. The second is the Deficit model. This states that women get fewer chances and 

opportunities in their careers and thus the outcomes are poor (Chaudhuri, 2011). 

 Self-efficacy. 
 
 A chilly climate affects women’s self-confidence and self-efficacy, which 

directly relates to women’s persistence in these fields (Chaudhuri, 2011). Self-efficacy 
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is a person’s belief in his or her own ability to succeed in a particular situation. Four 

types of sources to influence self-efficacy are discussed by Albert Bandura (1977). 

They are mastery experiences, vicarious (modeling) experiences, verbal persuasions, 

and physical and emotional states (Bandura, 1977). Mastery experience is performing 

a task successfully. Success leads to more success. Bandura found that people who 

believed they could overcome their phobias were more likely to do so. Witnessing 

other people successfully completing a task reinforces a belief that the observer also 

has the capabilities to succeed. Getting verbal encouragement from others helps 

people overcome self-doubt and instead focus on giving their best effort to the task at 

hand (Bandura, 1986). Bandura discusses how moods, emotional states and stress 

levels all can impact how a person feels about this/her personal abilities in a particular 

situation (Bandura, 1986). A chilly climate can work to undermine a person’s sense of 

self-confidence. The research presented by Albert Bandura (1986) may closely be 

linked to the retention rate of women in science and engineering. As women move up 

the educational ladder, one of the recommendations is the importance of assistantship 

opportunities and working specifically with women in STEM fields throughout the 

advanced educational years and into the workplace. 

 Tomasetto and Appoloni (2013) have examined the phenomenon of stereotype 

threat and whether the threat improves or disrupts women’s performance in a 

subsequent math task. The results showed that whereas men’s performance was not 

affected, women who properly understood the mechanism of stereotype threat had a 

drop in their math performance and more negative cognitive and emotional appraisals 

of the outcome (Tomasetto & Appoloni, 2013). These findings support the premise 
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that a gender-relevant condition may exist in mathematics and other science related 

fields that negatively impacts a woman’s ability to sustain an interest and compete for 

career positions and advancements (Tomasetto & Appoloni, 2013; Rydell, Rydell, & 

Boucher, 2010). Worrying that possible failure may occur only confirms the 

stereotype of being ultimately correct. This triggers negative thoughts and emotions 

which in turn disrupts the brain’s ability to handle the tasks effectively. Recent studies 

have suggested that stereotype threat not only thwarts test performance but also 

prevents learning and knowledge acquisition in members of the stigmatized groups 

(Appel, Kronberger, & Aronson, 2011; Rydell et al., 2010; Tomasseto & Apoloni, 

2013; and others). Studies have posited that a number of complex interactions may 

account for gender differences and thus a lack of self-efficacy which results in 

underrepresentation of women in STEM fields. Unfavorable societal stereotypes are 

believed by many researchers to play a role in perpetuating the gender gap in math-

related domains (Tomasetto & Aronson, 2013). Aversive effects can potentially carry 

over to other career paths that rely heavily on mathematics or science-based 

competencies. The study raised an important ethical question for teachers. Knowingly 

telling a minority group, for example females, about the research on stereotype threat 

may exacerbate rather than mitigate the impact on learning (Tomasseto & Appoloni, 

2013). Care must be taken to remove vulnerability to lowered achievement.      

Social coping. 
 

Morganson, Jones, and Major (2010) did a study to examine the role of social 

coping in regard to women’s underrepresentation in STEM majors. Women 

undergraduates used significantly more social coping than did men. “Men and women 



LICENSED-TRACKED FEMALE GRADUATES 
 

49 

cope in different ways. Men tend to cope either by attempting to change the stressor or 

by ignoring the stressor. In contrast, women engage in social support coping” 

(Morganson, Jones and Major, 2010, p. 170). Women tend to look to others for 

emotional support as a way of dealing with challenges and seeking aid from others. 

This has implications for school and career counselors because with support, women 

are more likely to overcome barriers and persist in their pursuit of a STEM major. An 

interesting observation was that social coping was related to grades for men, but not 

for women (Morganson et al., 2010). “Social coping may be more important to 

persistence outcomes because they more directly reflect attitudes and feelings. The 

gender disparity concerns persistence rather than performance” (Morganson, Jones, 

and Major, 2010, p.175). School counselors, professors and administrators should 

work together to ensure that their programs foster collaboration and provide resources 

for social coping and mentoring. This leads to wondering if having a greater support 

network helps women in the maritime sector gain sustained employment and 

promotion. 

  Blickenstaff (2005) states that many science educators shy away from the 

feminist science perspective because it challenges the foundations of science. Some 

argue that women are unsuccessful in science because science itself is seen as a 

masculine enterprise (Blickenstaff, 2005). Harding, Haroway, Gilbert, and Longino 

are four women who have written from this perspective (Blickenstaff, 2005). It is 

important to note that women’s issues have received much attention recently; 

however, it is detrimental to over-emphasize this connection. Many women have 

become scientists and to openly criticize the discipline is not the aim of this 
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researcher. Sheryl Sandberg (2013) in her new book Lean In states, “We hold 

ourselves back in ways both big and small, by lacking self-confidence, by not raising 

out hands, and by pulling back when we should be leaning in” (Sandberg, 2013, p. 8). 

 Clow and Ricciardelli’s (2011) research stresses the social role theory. Their 

study talks about the need for women leaders to be more visible. The more society 

sees women in leadership roles, the less gender discrimination there might be. When 

women enter a field that is not dominated by them, they face more persistent issues 

such as discrimination, prejudged views, and gender stereotypes (Clow & Ricciardelli, 

2011; Eagly & Koenig, 2008; and Heilman, Wallen, Fuchs, & Tamkins, 2004). There 

is a need to provide leadership training and opportunities to younger females so they 

understand how to overcome obstacles they could face as they step into leadership 

roles (Clow & Ricciardelli, 2011). This opens up the dialogue and potential about 

having more senior women on ships in leadership roles, so they can be more visible 

and help to lessen the potential for discrimination without repercussion.    

 Women may be different, not deficient (Kenney, McGee, & Bhatnagar, 2012). 

Symbols, images, and systems of belief have long linked STEM with men and 

masculinity, and separate women as differing from the norm (Kenney et al., 2012). 

Sandberg (2013) believes that fear is at the root of so many barriers that women face: 

fear of being judged, fear of failure, fear of making the wrong choices, and fear of not 

being liked (Sandberg, 2013). Female role models can provide strategies for coping, 

for answering questions in a non-threatening manner, particularly when a lack of 

exposure or background experience may be the cause rather than a deficiency 

(Sandberg. 2013). Hoyt and Simon (2011), previously mentioned, focused their 
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studies on the impact of role models. Their research showed women would be more 

likely to face stereotyping, discrimination, and prejudice without key women to 

emulate. The study did not fully rank the positive and negative effects of role models. 

There is also the need to access the use of a best male friend or male who understands 

the environment and can also act as a mentor. More extensive research in this area is 

needed. 

  In data gained from interviews by Thomas (2003), there is the perception that 

only certain work is suitable for a woman; working in an engine room with images of 

heat, noise, and heavy machinery, was seen as the least suitable area for women’s 

employment (Thomas, 2003). Technology and the introduction of computer operating 

systems has reduced manual labor needs. Some employers state that women perform 

better in their jobs than their male counterparts (Thomas, 2003). The focus should be 

actively improving the morale and atmosphere on board so that women as well as men 

remain and upgrade their licenses. Retention of seafarers is an industry-wide problem 

regardless of gender (Thomas, 2003). Both family and a safe work environment are 

concerns for many trained seafarers. Five key recommendations were suggested in the 

study by Belcher, Sampson, Thomas, Veiga, and Zhaoi (2003): dissemination of the 

positive experiences of companies employing women in order to address and diminish 

gender stereotypes within the industry, development and implementation of policies 

addressing sexual harassment should be undertaken by all companies, where possible 

the placement of female crewmembers and officers should occur on vessels where 

they are not the lone female onboard, consideration should be given to policies 
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relating to pregnancy and maternity benefits, and active promotion of female officers 

should become the norm for those qualified and licensed.    

 Thomas (2003) has written extensively about women seafarers. Negative 

attitudes regarding the employment of women relate to the perception of women’s role 

in the family and associated concerns regarding the incompatibility of a sea career and 

marriage and motherhood. In the eyes of management, women seafarers constituted a 

poor investment in terms of training and development (Thomas, 2003). Shipping 

company owners interviewed by Thomas (2003) from both European and Asian 

countries tended to hold more negative views, partially related to the cultural values 

regarding the role of women and limited respect. However, companies that did make 

the investment of women like the United States and the United Kingdom commented 

positively about their professional performance and competence (Aggrey, 2000). 

Today the problem of retention of seafarers is seen as an industry-wide problem 

regardless of the gender of the seafarer. 

Glass-Ceiling Effect 
 
 Cotter, Hermsen, Ovadia, and Vanneman (2001), Bendl and Schmidt (2010), 

and Bruckmuller, Ryan, and Haslam (2014) have critically examined the glass ceiling 

effect and the discriminating processes inhibiting the advancement of women and 

other minorities into higher management positions. The concept of glass ceiling effect 

has emerged in social science research over the past 20 years, particularly following 

the recommendations of the Federal Glass Ceiling Commission report of 1995 (FGCC, 

1995). As suggested in the report, breaking glass ceiling barriers must start where the 

ceiling is- at the top (FGCC, 1995). Improving workforce diversity at the top and 
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throughout the organization brings together the best minds and results in growth and 

sustainability. Workforce diversity removes artificial barriers at all levels and actively 

promotes cooperation and productivity (FGCC, 1995). Le and Miller (2010) report 

that the glass ceiling effect produces a double disadvantage for women; females have 

lower rates of pay across the entire wage scale. This inequality only increases for 

women over the course of their career, causing them to leave for a number of reasons 

including the desire to raise a family. 

 J. Norman Baldwin has written several articles regarding the 

underrepresentation of women and minorities in the Army’s middle officer ranks. 

There are glass ceilings in the Officer Corps (Baldwin, 1995). Female officers are also 

denied the economic and psychological benefits associated with higher level positions 

when confronted with glass ceilings (Baldwin, 1995). Investigating the promotion 

record of military organizations such as the Army is particularly significant because 

they have a large measure of freedom to develop personnel policies and a system that 

could minimize inequalities (Baldwin, 1995). Further, military organization have a 

career system where officers enter at the lowest rank, move up one rank at a time, and 

spend a number of years in the service. What Baldwin (1995), Mosher (1982), and 

others saw was a reinforcement of the traditional white power structure. DiPrete and 

Soule (1986) and the Merit Systems Protection Board (1992) studies found that 

women were promoted at lower rates than men (Baldwin, 1995). Large numbers of 

women drop out before they reach the upper officer levels of rank or management 

position. A contributing factor could be being passed over for promotion or being a 

small pool of candidates compared to the number of men competing for the promotion 
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(Baldwin, 1995). The findings are consistent with Baldwin and Rothwell’s (1993) 

finding of underrepresentation in the Air Force as well as consistently lower female 

high corporate positions in the public sector.  

 Gender stereotypes can influence employers’ staffing decisions. Those in a 

position of authority seek to hire people with similar qualifications to those who have 

been hired and have been successful before. As stated in an article by Gorman (2005), 

gender stereotypes typically distort decision making perceptions of job candidates. 

Fiske (1998) and Reskin (2001) add that people tend to notice and remember 

information that confirms an applicable stereotype. Fiske (1998) confirms that it is a 

human tendency to group similar objects, people, and events into categories. Since 

women are just breaking into previously male-dominant fields, women create barriers 

that are societal in nature until they can effectively be broken down (Gorman, 2005; 

Fiske, 1998; & Blickenstaff, 2005). Stereotype threat is more than just a self-fulfilling 

prophecy. It is predicting that someone is going to perform poorly and is not suitable 

for that promotion or position until the characteristics surface. With a stereotype 

threat, it is battling someone else’s beliefs (Huston, 2016).  

Stereotype threat has become one of the most studied concepts in social 

psychology in the past two decades (Huston, 2016). It has the power to explain why 

some people choke under pressure, perform more poorly, and even momentarily 

become unable to decide anything (Huston, 2016). People do not want to feel that 

every decision is being judged and scrutinized with someone else just waiting to prove 

them wrong, prove they are incapable and unable to meet the expectations. Stereotype 

threat is defined as the discomfort and performance anxiety a group member feels 
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“when they are at risk of fulfilling a negative stereotype about their group” (Aronson, 

Quinn, & Spencer, 1998, p. 85). Claude Steele and Joshua Aronson (1995), two 

researchers at Stanford University, began examining the achievement gap between 

African American students and white students, specifically in regard to math and 

achievement scores. What was said before the testing situation mattered, particularly if 

it was going to reflect on the individual being tested. 

 In regard to organizations, what is needed to avoid stereotype threats is critical 

mass. If an individual is the only member of an underrepresented or minority group, 

that person can be singled out. When a critical mass occurs, a number that is not set in 

stone, then the individuals feeling threatened can minimize the threat and realize it is 

not personal in nature (Huston, 2016). Pennington and Heim (2016) indicated that 

creating a critical mass may eliminate the effects of stereotype threat on women’s 

mathematical performance. By pointing to a cause outside themselves, women can 

protect their identities and decision-making capabilities (Huston, 2016; Aronson, 

Quinn, & Spencer, 1998). Women in male-dominated classrooms and in male-

dominated professions such as engineering might feel as though any deficiencies in 

test performance or work performance would negatively reflect on the abilities of all 

women. This might cause women and minorities to underperform due to stress and 

anxiety and be overlooked for positions and promotions (Huston, 2016). The findings 

suggested by Pennington and Heim suggest that single-sex testing environments “may 

represent a practical intervention to alleviate stereotype threat effects but may have a 

paradoxical effect on mindset” (Pennington & Heim, 2016, p. 353). The researchers 

indicated that the participants reported a weaker growth mindset until a critical mass is 
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achieved (Pennington & Heim, 2016). A future target for examination is whether 

gender-segregated classrooms may exert negative attitudinal outcomes but gender-

segregated work environments may stimulate an in-group mentality and mutual 

support network (Pennington & Heim, 2016). Breaking the glass-ceiling becomes a 

more complex and challenging sequence of barriers for women and minority 

populations who strive to be decision-makers and leaders within their professions. 

A new metaphor has emerged to replace the image of the glass-ceiling effect as 

women pursue influential leadership positions. This term is the leadership labyrinth. 

The leadership labyrinth (Eagly & Carli, 2007) refers to the barriers preventing 

women from securing top leadership roles. This metaphor “conveys the impression 

that the journey is riddled with challenges throughout (not just at one single 

indiscernible barrier), but that it ultimately has the potential for successful navigation” 

(Hoyt & Simon, 2011, p. 144). The negativity women encounter from others 

throughout the advancement in leadership positions makes the tasks more difficult and 

potentially derails many capable females (Hoyt & Simon, 2011; Eagly & Carli, 2007; 

Huston, 2016). As with labyrinths, the paths may vary and some avenues take longer 

to navigate, with dark sides not visible until well within the maze (Hoyt & Simon, 

2011). Thus, women are more likely to confront prejudice, discrimination, and 

stereotyping as well as threats to self-perception (Hoyt & Simon, 2011). The higher 

the leadership ladder the more women are linked with the masculine, take-charge, 

agentic traits rather than toward the take care, communal traits more associated with 

females (Hoyt & Simon, 2011; Eagly & Carli, 2007). Hoyt & Simon and Eagly & 

Carli’s research indicates that these women at or near higher-level leadership positions 
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feel very isolated and alone, and frequently return to non-elite leadership positions 

with whom participants more strongly identify and where more quality time can be 

spent with friends and family (Hoyt & Simon, 2011). 

Mentorship 
 

Mentoring relationships, a one-to-one relationship between the mentor and the 

protégé, have been established to facilitate advancement within organizations and to 

provide upward support as a career resource for employees (Ragins & Cotton, 1999; 

Kram, 1985). Mentors are individuals with advanced experience and knowledge who 

are committed to providing assistance and support to newcomers to encourage job 

satisfaction and to reduce turnover intentions (Kram 1985; Parker & Kram, 1993; and 

Ragins & Cotton, 1999). Most frequently these mentors are men, since they are the 

ones in higher managerial roles; and this gender alignment can work to benefit the 

protégé, as is frequently the case with men; or heighten discomfort, as viewed by 

women in lower organizational positions (Scandura, 1998). “Scandura (1998) defined 

dysfunction in mentorship as an interpersonal phenomenon- occurring when the 

relationship is not working for one or both parties” (Oglensky, 2008, pg. 421). This 

may occur because of overdependency, jealousy, or deceit (Oglensky, 2008). Other 

scholars cite that formal mentorship relationship have the potential to be exclusionary 

(Whitely et al., 1991) and inequitable in terms of access to women (Goh, 1991). 

(Parker and Kram (1993) state that women mentoring women can create conditions 

that benefit both parties rather than the complexities of cross-gender relationships.  

According to Kram (1985), mentors provided two types of functions: career 

development which facilitate the protégé’s advancement within the organization; and 
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psychosocial functions, which contribute to the protégé’s personal growth and 

professional development. Kram’s mentor role theory is conveyed as sponsorship 

(sponsoring promotions), coaching, protection (protecting the protégé from adverse 

forces), providing challenging assignments, and increasing the protégé’s exposure and 

visibility (Kram, 1985). Psychosocial functions address interpersonal aspects and 

enhance the protégé’s sense of self-efficacy, competence, and emotional well-being 

(Kram, 1985). Kram breaks the psychosocial functions into four areas: helping the 

protégé develop a sense of professional self (acceptance and confirmation), problem-

solving (counseling), giving support (friendship), and providing identification (role-

modeling). Kram points out that all mentors would not provide all functions to all 

protégés. Many organizations target women as a means to help them advance in the 

organization and to break through the “glass ceiling” (Kram, 1985; Chao, 1992; and 

Ragins & Cotton, 1999). Mentors receive extra compensation or an heightened 

leadership position to guide newly hired employees, and their assignments help their 

protégés learn the ropes. This relationship helps promising individuals to be 

recognized and promoted.  

There are both formal and informal mentoring relationships. Formal mentoring 

relationships develop with deliberate intervention or assistance, matching mentors and 

protégés, and tend to last for a short duration, generally until new promotional 

assignments come out (Ragins & Cotton, 1999). Mentors often select high-performing 

protégés who are considered rising stars (Ragins & Cotton, 1999). Interpersonal 

comfort or bonding does not play a role in formal mentoring relationships, since the 

mentor is assigned to the protégé or the relationship is short-lived. Specific meeting 
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times and suggested goal setting constitute the basic foundation for discussion. Formal 

mentors may or may not be from the same department as the protégé or understand the 

protégé’s needs, which could lead to less effective outcomes. Informal mentoring 

relationships develop on the basis of mutual identification and communication and 

tend to be spontaneous. Mutual interests or career pathways often form the basis of 

informal mentoring relationships (Ragins & Cotton, 1999). They tend to last much 

longer, years rather than six months to a year as with formal mentoring relationships. 

Increased trust and understanding allow for the relationship to build and flourish over 

time. The members of informal relationships meet when desired or a concern is 

present, and they have more time to build psychosocial and career development 

functions (Kram, 1985). Often they never identify themselves as mentors (James, 

Rayner & Bruno, 2015). 

Literature supporting mentorship relationships is only beginning to emerge in 

the maritime trades. This undertaking has been an outshoot of social networking rather 

than within each company’s organizational structure. It will remain to be seen what 

new perspectives and initiatives are begun because informal mentorship is less specific 

and career trajectories tend to be non-traditional. Mariners cannot organize physical 

meetings on a regular basis. Though many women have found men to be effective and 

helpful colleagues, cross-gender relationships have complexities that often limit their 

usefulness; global distancing, lack of communication for extended periods of time, 

shoreside relationships, and changing personnel are but a few obstacles to overcome 

(Clawson & Kram, 1984).   
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Female Leaders 
 
 Stainback, Kleiner, and Skaggs (2016) explore the organizational factors that 

promote women’s access to positions of power. On cargo and merchant vessels 

women are not only in the minority but may be the only one on a particular ship. The 

cruise ship industry does have female representation in many departments. Shipping 

companies lack women leaders within their organizations. The findings by Stainback 

et al. (2016) reveal that companies with a minimum number of women on their 

respective boards still have gender issues. If there are more than three women on the 

board, some change can occur (Stainback et al., 2016). The research also suggests 

more qualitative studies need to take place to help increase knowledge within the 

women in leadership movement. Cohen and Huffman’s (2007) study states that 

women are either “change agents” or are the “cogs in the machine” (Cohen and 

Huffman, 2007, p. 682). As women move into leadership positions, their access to 

decision-making may help to undo previously gendered organizational power. Cotter 

(1997) and Kanter (1977) suggest that the overrepresentation of men in positions of 

decision-making becomes a strong barrier to generating equal opportunity. Men in 

leadership positions are reminded through their human resource personnel to abide by 

regulations that provide equal opportunity and non-discriminatory practices. 

 Prentice and Carranza (2002), Princeton University researchers, devised a 

rating scale of risk-taking characteristics for men and women. As developed by 

Prentice and Carranza, characteristics that are prescribed by our culture are deemed 

desirable and expected. Being competent is seen as a desirable trait. However, due to 

gender bias and the way it may influence work performance evaluations, being 



LICENSED-TRACKED FEMALE GRADUATES 
 

61 

competent does not ensure a woman will advance to the same organizational level as 

an equally performing male in terms of competency. Characteristics that are 

proscribed by our culture are deemed undesirable or prohibited (Prentice & Carranza, 

2002).  The framework distinguishes between prescriptions and proscriptions that are 

intensified by virtue of one’s gender, and those that are relaxed by virtue of one’s 

gender (Prentice & Carranza, 2002). “Out of forty-three desirable traits, being willing 

to take risks ranked fourteenth for men and thirty-seventh for women” (Huston, 2016, 

p. 128). A risky decision that goes awry is more costly for women in male roles than 

for their male counterparts (Huston, 2016). Victoria Brescoll (2010) and her 

colleagues at Yale University reaffirmed that people find it easier to accept a poor or 

risky decision when it is made by a leader in a perceived gender appropriate role. 

Serious concerns emerge from this picture: risk-taking is riskier for female leaders 

than for male leaders. When women are working their way to the top, they fall farther 

than men when they take a risk that does not pan out (Huston, 2016). Male police 

chiefs were not viewed as negatively as female police chiefs when the same set of 

circumstances were reported to a group of individuals (Brescoll, 2002). The old boys’ 

network protects men and supports male successors in leadership roles (Huston, 2016). 

Women need to protect themselves by finding supporters and potential confidants to 

advocate their risky decision-making decisions so as not to be demoted when 

something goes wrong (Huston, 2016). Women can go all the way to the top in 

personnel or public relations jobs but fail to be considered in leadership positions 

previously perceived as male-dominated domains (Huston, 2016; Brescoll, Dawson, & 

Uhlmann, 2010; & others). Individuals associated with opposite gender occupations 
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may even backslide when mistakes occur, particularly for women in male fields. 

Victories are hard won and easily lost. For women, the stakes are higher in terms of 

job security. 

Deborah Dempsey was the first female to graduate from a United States 

maritime academy, Maine Maritime Academy, in 1976 (Dempsey, 1998). The United 

States Merchant Marine Academy at Kings Point, NY, however, was the first to allow 

women to study, entering as freshmen (Aggrey, 2000). Dempsey has chronicled her 

maritime career from abandoning an initial college choice to following her love of the 

sea, eventually becoming the first licensed American Master of oceangoing cargo 

vessels (Dempsey, 1998). Captain Dempsey has many firsts and awards, but she 

stands by the core principle of having earned the respect of her colleagues and others 

in the maritime field. Captain Dempsey discusses the inner strength, perseverance, and 

determination that is necessary to survive in a male-dominated world. She rose from 

the ranking of cadet to ship’s Master over the span of twenty years. Dempsey candidly 

discusses sexual discrimination, the physical demands of hours on the bridge, union 

regulations and hostilities encountered in foreign ports by a woman in a position of 

authority. Some foreign workers refused to off-load the ship’s cargo in a timely 

manner for a female Captain. 

Many women entered the workforce during and after World War I. Verena 

Holmes (1889-1964) wanted to be an engineer all her life. She established the 

Women’s Engineering Society in London to promote education and job training for 

women interested in engineering (Brain, 2015). The Society’s journal, Woman 

Engineer, incorporated in 1920, featured Carlia Westcott, the first American woman 
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marine engineer, in their 1922 journal. Westcott’s husband was a veteran Puget Sound 

towboat man as was noted in Brain’s (2015) article. He was away for long periods of 

time, so she decided to study for her engineering license to not be bored.  She passed 

with flying colors (Brain, 2015). Her husband first objected to her working for the 

Cary-Davis Towing Company alongside him, but then he gave his consent. Most of 

the men believed that the work would prove too strenuous and she would return to 

land. They were proved wrong as she soon became the best fireman in the towing fleet 

(Brain, 2015).    

Women and men who attempt to enter fields typically dominated by the other 

gender frequently encounter stereotypes, prejudice, or discrimination (Eagly & 

Koenig, 2008; Evans & Frank, 2003; and Rudyk, 2010). Eagly and Carli (2007), 

Peppard (2007) as well as Gungor and Biernat (2009) find that women in a blue-collar 

industry face negative consequences. Factors such as the masculinity of the job and 

that men make the money while women remain at home still permeates our cultural 

base. For Lyness and Heilman (2006), their research has shown that in addition to 

salary discrepancies, females may also face deficits relative to men in terms of on-the-

job evaluations, rewards, hiring, and promotions. Eagly and Steffen (1984) suggest 

that motherhood in particular has a negative impact on the evaluation of female 

employees and applicants. Their study indicates that employment decisions in a blue-

collar context favors men, men who have remained actively employed longer than 

females and are more than likely to remain working within the organization. 

Continuity of employment is often more often scrutinized for women. “Gender 
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stereotypes, like other social stereotypes, reflect perceivers’ observations of what 

people do in daily life” (Eagly & Steffen, 1984, p. 735).  

Female professors at Massachusetts Institute of Technology, an institution 

noted for engineering and science education, report that they feel their successes as 

occurring because they are women rather than because they are competent (Zernike, 

2011). At least one woman is required to sit on every university committee; but since 

there are fewer females, they are required to sit on more than one committee, 

increasing the burden on them over their male counterparts (Zernike, 2011). A similar 

situation exists at Massachusetts Maritime Academy. Both male and female students 

will ask for extra help from female professors before or in place of seeking technical 

information from more agentic male engineering faculty members. Agentic attributes 

include being assertive, dominant, self-confident, and competitive to name a few and 

are conveyed as more masculine, while female attributes being helpful, nurturing, and 

sympathetic are more communal and are focused and relate to femininity (Clow & 

Ricciardelli, 2011). The implications perpetuate conflicting gender inequalities. 

Efforts to remove gender stereotypes need to occur with actual changes in the 

distribution of both sexes into social roles (Eagly & Steffen, 1984). Men need to be 

equally accepted in former female positions of nursing and child care rather than 

perceived as feminine or weird; and women need to be employed in the work force, 

including in those hierarchical positions previously held by men. Existing policies 

may not be sufficient. In the maritime field this means providing contracts that reflect 

more compatible work/home arrangements. Equal Opportunity Employment (Equal 

Employment Opportunity Act of 1972) and the American Association for Affirmative 
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Action have ruled in federal courts to correct gender imbalance (American Association 

for Affirmative Action, 2010a). It is important that such legislation exists; however, 

policy makers are obligated to question whether the current legislation is functioning 

as it should be, or whether more attention needs to focus on workers performing 

occupations outside traditional gender roles. The laws have been designed to prohibit 

job discrimination based on race, religion, color, national origin, or sex. Despite 

legislation for gender equality, gendered occupational inequalities and segregation 

continue to exist (Clow & Ricciardelli, 2011). Social role theory would indicate that 

greater exposure to women in leadership roles, and agentic leadership roles in 

particular, would help to reduce negative perceptions and stereotypes. Leadership 

opportunities for women in coeducational and workplace settings generally are 

perceived as lacking (Clow & Ricciardelli, 2011; MMA, 2017). If greater leadership 

opportunities were provided for girls beyond organizations such as Girl Scouts, itself 

until recently gender segregated, more men and women would see females in 

leadership roles and the resistance toward female leaders would diminish in all sectors. 

Greater leadership opportunities need to occur in maritime, business, corporate, 

financial, politics, and law enforcement. The exposure to women in leadership roles 

from a young age may work to weaken sexist views and allow women to become more 

confident and comfortable in greater leadership positions. Measures taken may serve 

to increase gender equality and pay equality across professions. 

In a study undertaken by Hoyt and Simon (2011), female leaders may be 

injurious rather than inspiring role models for women. Specifically high-level female 

leaders were seen as elite, the exception to the norm, and adversely affected other 
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female participants’ aspirations (Hoyt and Simon, 2011). High-level male leaders and 

mid-level female leaders were individuals women and recent graduates could identify 

with and were seen as beneficial role models (Hoyt and Simon, 2011).    

 Perseverance can be studied as an outcome or as a predictor, depending on 

which variables one wants to study (Bandura, 1977). A chilly climate affects women’s 

self-confidence and self-efficacy, which directly relates to women’s persistence in 

these fields (Bandura, 1986). Self-efficacy as explained by Bandura is a person’s 

belief in his or her own ability to succeed in a particular situation. A chilly climate can 

work to undermine a person’s sense of self-confidence. The research presented by 

Albert Bandura may closely be linked to the retention rate of women in science and 

engineering. As women move up the educational ladder, one of the recommendations 

is the importance of internship opportunities, working specifically with women who 

have become successful in the maritime field. Baumeister, Bratslavsky, Muraven, and 

Tice (1998) have also written extensively on self-efficacy and goal orientation. 

 Ashmawy (2009) focuses on the human element as a contributing factor to 

performance. The International Maritime Organization (IMO), through its Resolution 

A. 947 (23) refers to the human element as a complex issue that affects maritime 

safety, security, and maritime environment protection and involves all activities 

performed by the ships, crew, shore-based management and regulatory bodies (IMO, 

2004). Hoyt and Simon (2011) studied the impact of female role models on women’s 

self-perceptions and long-term aspirations. Both Hoyt and Simon (2011) state that 

women who identify more strongly with role models, either male or female examplars, 

could withstand counter stereotypic thinking. 
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 Kieran Snyder, the CEO of the software startup Textio, found that the primary 

reason women were leaving the technology industry was that the culture was 

unsupportive of women (Huston, 2016). Over seven hundred women were 

interviewed, and most stated that though they loved their job and solving problems, 

they disliked the culture in which they were surrounded, resulting in twice as many 

women filtering out of the pipeline (Huston, 2016). The comparison was made to 

dogsled racing.  

Women are welcome to implement all the supporting decisions in an 

organization and manage all the choices that assure the team will get to the 

starting line…but on race day, it’s a man who takes the reins, not the woman 

who orchestrated the entire thing…Women might make the decisions that get 

the sleds ready to weather the course, but when the flag goes up, everyone 

expects men to be driving, making the visible, crucial decisions that win the 

race (Huston, 2016, p. 15). 

Snyder as well as many CEO’s realize that women throughout all organizations need 

to stay the course. Being patient but ambitious is not enough; if women want more in 

leadership, they need to view themselves as not just getting the team to the starting 

line, but seeing themselves as potential drivers on race day, leading and making the 

crucial decisions (Huston, 2016; Snyder, 2014; Hoyt & Simon, 2011; Eagly & Carli, 

2007). Women’s contributions must not be flattened or marginalized; women must be 

kept within the pipeline and promoted judiciously to the top positions (Snyder, 2014). 

This is not blaming women for the positions they are in. Equal opportunity, ambition 

and education all work together as change agents. 
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Government Agencies  
 

International maritime organization. 
 
 Since women find themselves sailing the world and many vessels contain 

international workers, frameworks need to be in place and enforced to allow women 

the same rights provided men. The International Maritime Organization (IMO) is the 

United Nations specialized agency with responsibility for the safety and security of 

shipping and is the global standard-setting authority (IMO, 2018). Its main role is to 

create a regulatory framework for the shipping industry that is fair and effective, 

universally adopted and implemented (IMO, 2018). The IMO noted that “women are 

an ‘under-utilized and underdeveloped resource which could provide part of the 

solution to the problem of crewing the future world merchant fleets’” (IMO, 1997; 

Thomas, 2003). As women graduate from the maritime universities, they need to be 

prepared and supported to succeed in a global environment. Shipping is a major 

international industry, and the vessels sail under the flags of numerous countries as 

well as American flagged vessels; and as such, the IMO is the forum through which 

the shortage of qualified women seafarers should be addressed and remedies initiated 

at the various maritime universities worldwide. There needs to be a level playing field. 

Often cited are two resolutions from the IMO, the Annex, Resolution TC. 1 (39), 

adopted on 16 June 1994; IMO medium-term plan for the integration of women in the 

maritime sector, promotion of the participation of women in maritime training. Several 

key points are bulleted below: 

Resolution TC. 1(39), adopted on 16 June 1994 
• Invites the Maritime Safety Committee and the Standards of Training, 

Certification and Watchkeeping for Seafarers (STCW) Conference to give 
special consideration to the equal participation of men and women 
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• Invites Governments to highlight the role of women in the seafaring profession 
and to promote their greater participation at all levels of technical maritime 
training (IMO/TC, 1994) 

 Resolution TC. 3(45), adopted on 18 June 1998 resolves to: 
• Recognize the need to promote the advancement of women into mainstream 

maritime activities  
• Request Member States to actively support the promotion of women in the 

maritime sector 
• Recommend the promotion of equal access for men and women to maritime 

training and technology 
• Invite Governments to encourage the acceptance and participation of girls and 

women at all the levels of technical and scientific education which lead on to 
specialized maritime training 

• Further invite Governments to ensure equal access by men and women to all 
professions within the maritime industry 

• Urge donors to support the provision of on-the-job training opportunities so 
that women may acquire the appropriate level of practical experience required 
to enhance professional maritime skills (IMO/TC, 1998). 

 
These resolutions are the teeth that require companies and organizations to be 

inclusive of women seafarers. Unfortunately, the harder task is compliance and legal 

action for the enforcement of violations. 

 The worldwide shortage of trained officers is a concern that is surfacing in 

many international organizations. In the European Union, there is a shortage of 

approximately 13,000 maritime officers, a figure reported in 2001 that has been rising 

in the years since (Thomas, 2003). The IMO reports that women account for only 

between one or two percent of the 1.25 million seafarers in the world (IMO, 1992). 

The IMO has noted that women are an under-utilized and underdeveloped resource 

which could provide part of the solution to the problem of crewing the future world 

merchant fleets (IMO, 1997). 

Women’s international shipping and trading association. 
 
 The Women’s International Shipping and Trading Association (WISTA) is a 

global organization that was formed in 1974. Its mission is to attract and support 
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women at management level positions, providing an international networking base 

(WISTA, 2019). The focus of the organization includes providing professional 

development, dealing with gender gap by advocating the advancement of women in 

leadership roles, and creating global business relationships in maritime, trading, and 

logistics sectors (WISTA, 2019). WISTA was granted consultative status with IMO in 

2018. WISTA USA was founded in 1997 with eleven regional chapters spread around 

the country. WISTA USA’s goals are to provide networking and educational 

opportunities through the avenues of periodic meetings, seminars, and social 

gatherings as well as a presence at the larger marine industry events (WISTA USA, 

2019). The USA’s annual meeting is held each spring, and the international meeting 

occurs each fall, thereby enhancing the mission of the organization on both the 

national and international levels.   

Maritime administration. 
 
 The Maritime Administration of the United States government (MARAD) is 

the federal agency of the Department of Transportation responsible for governing 

United States shipping, waterborne transportation, port operations, national security 

and environment and safety and the policies that govern the merchant mariner 

(MARAD, 2017). Additional regulations are enacted by the United States Coast Guard 

through the licensing of officers and respective training requirements (lifesaving, 

firefighting, cold water survival plus course work); and by the shipping companies that 

employ each mariner and employee. Further regulations are established by the various 

labor unions, the Marine Engineers Beneficial Association (MEBA); the Master, 

Mates and Pilots (MMP); and the American Maritime Officers (AMO) union, that 
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provide merchant mariners to U.S. flagged ships. Individual union policies would need 

to be examined by seafarer members regarding their rights and protections should 

legal action become necessary. 

 Under a cooperative agreement with the United States Maritime 

Administration (MARAD) to address issues affecting the shipboard climate in the U.S. 

maritime industry, the Ship Operations Cooperative Program (SOCP) has released 

(December, 2017) a “tool kit” on the prevention of sexual assault, sexual harassment, 

bystander intervention, bullying, coercion, and other prohibited behaviors to provide 

guidance and a practical approach for the different audiences within the maritime 

industry (MAREX, 2017). In 2014 when Lisa Lutoff-Perlo took over as CEO and 

President of Celebrity Cruises, she was the first woman captain to lead one of the 

Royal Caribbean Cruise ships. Under her, on her vessel alone, over 60 nationalities 

were represented, with the workers holding vastly different cultural outlooks and skill 

sets (Laursen, 2018). Captain Lutoff-Perlo has been a champion of diversity and the 

inclusion of women at all levels of leadership positions. She has been an advocate for 

encouraging women to persevere and to break the barriers that exist within the 

industry. For the last two Women on the Water Conferences which this writer has 

attended, Lutoff-Perlo has been a keynote speaker, addressing what it takes to be 

successful and to advance professionally. A goal within the maritime industry has 

been focusing on improving the safety, productivity, efficiency, security, and retention 

of the best individuals possible for vessel operations in collaboration with operators, 

maritime unions, training institutions, and governmental agencies to achieve best 

practices for the U.S. Merchant Marine industry (MAREX, 2017). Women now make 
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up 20 percent of the ships’ bridge teams though female engine officer representation 

remains suppressed (Laursen, 2018). Female seafarers globally constitute only two 

percent of all seafarers (MAREX, 2017). 

  Massachusetts maritime academy.  
 
 One of the east coast maritime academies is Massachusetts Maritime 

Academy. This academy is one of two special mission colleges within the 

Massachusetts state university system, offering specialized, STEM-based degree 

programs to prepare graduates for work not only in the maritime industry but also in a 

range of technological, business, and environmental sectors (MMA, 2016). The 

Academy combines a strong academic program with a regimental lifestyle that instills 

responsibility, honor, discipline, and leadership (MMA, 2016). Prior to 2005 when the 

Academy was designated as a special mission college, the students were immersed in 

maritime related studies, characterized by the learn-do-learn approach with hands-on 

and internship requirements (MMA, 2016). The environment was and is still 

characterized by a regimental structure and a clearly defined code of conduct (MMA, 

2016). The mission of the Massachusetts Maritime Academy is “to provide a quality 

education for graduates serving in the merchant marine, the military services, and 

those who serve the interests of the Commonwealth, Nation and global marketplace” 

(MMA, 2017, p. 1). Upon graduation students are not obligated to serve in a branch of 

the military. The undergraduate population has increased from 949 students in 2005 to 

1,688 in 2017 (MMA, 2017). For degree-seeking, full-time freshmen there were 349 

men and 43 women for the 2017 academic year. In 2016, there were 357 freshmen 

men and 45 freshmen women, while in 2015 there were 344 freshmen men and 41 
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freshmen women. (MMA, 2017). The numbers remain fairly constant. It is obvious 

that females are under-represented. The Academy does not report the number of 

females in each major. Sitting for U.S. Coast Guard licenses, 79 men and women took 

the Marine Engineering exam in spring 2017, 80 in spring 2016, and 41 in spring 2015 

(MMA, 2017). For Marine Transportation, 71 sat for their license in spring 2017, 58 in 

spring 2016, and 56 in spring 2015 (MMA, 2017). Massachusetts Maritime Academy 

is approved to prepare graduates for federal license examination as Third Mate, ocean 

vessels, unlimited tonnage or Third Assistant Engineer, steam or motor, unlimited 

horsepower (MMA, 2016). Approximately 160 Massachusetts Maritime Academy 

graduates have the credentials to ship out each year of which about 20 are females. 

 Some of the other maritime academies stress similar values of leadership and 

accountability, but all are not considered military or regimental. Though a population 

of their cadets may wear uniforms, they do not have an obligation to join the military 

service upon graduation. California Marine Academy and Maine Maritime Academy 

offer similar career programs that focus on the global nature of the maritime 

industries; majors such as international business and logistics, marine engineering, 

marine transportation, mechanical engineering, facilities engineering, global studies 

and maritime affairs, and environmental sciences and emergency management, 

especially as they apply to the cruise ship industry, working at air and sea terminals, or 

contaminated clean-ups. The various academies offer hands-on knowledge, extended 

sea time, additional training aboard commercial vessels as well as their own training 

vessels, and cooperative educational assignments, training to launch successful careers 

upon graduation. Students may become mariners and engineers, supply chain 
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managers, logistics professionals, business representatives and managers, as well as 

scientists in related marine fields. 

 The United States Merchant Marine Academy (USMMA) is the federal service 

academy that focuses on educating licensed Merchant Marine officers and 

commissioned officers in the Armed Forces (USMMA, 2019). All graduates have a 

service obligation upon graduation. Graduates can choose to work five years in the 

United States maritime industry with eight years of service as an officer in any reserve 

unit of the armed forces or five years active duty in any of the nation’s armed forces 

(USMMA, 2019). In time of war or national emergency the merchant ships deliver 

military troops, supplies and equipment overseas to American forces and allies as an 

auxiliary unit to the Navy (USMMA, 2019). Their requirements, as stated on their web 

page, “require more credit hours for a baccalaureate degree than any other Federal 

service academy” (USMMA, 2019, p. 1). 

Law enforcement. 
 
 Women have been under-represented in federal law enforcement. 

Understanding the barriers and work experiences that successful female law 

enforcement officers face is critical to retaining and promoting women in this field as 

well as other male-dominant professions such as the military, shipping, and 

construction (Barratt, Bergman, & Thompson, 2014). Unlike the military and 

shipping, women in law enforcement are generally able to return home each day to 

their supportive families and network. Females make up about 15 percent of all police 

officers in the United States, which means that for every one woman there are eight 

men (Langton, 2010). This 15 percent statistic comes from Lynn Langton, “Women in 
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Law Enforcement: 1987-2008,” Bureau of Justice Statistics, June 2010. The report 

examines the gender balance in a number of different law enforcement offices, from 

the Criminal Investigation of the Internal Revenue Service (32 percent women); 

Federal Bureau of Investigation (19 percent women); Federal Bureau of Prisons (14 

percent women);  to small, local police departments (four percent women). Generally 

the larger the organization, the more women they employ. Detroit is among the largest 

police departments with over 2,000 sworn personnel, females accounting for 27 

percent of the Detroit Police Department officers (Langton, 2010). Almost half of all 

local police departments in the United States have fewer than ten officers, as of 2013, 

and many contain no female sworn officers (Reaves, 2013). 

 Reaves (2013) in a report based on the 2013 Law Enforcement Management 

and Administrative Statistics (LEMAS) Survey also confirms that about one in eight 

local police officers were female, including about one in ten first-line supervisors 

(Reaves, 2013). For the first time in 2013, the LEMAS Survey collected data on the 

representation of females in supervisory and managerial positions. “An estimated three 

percent of local police chiefs were female, including about seven percent of the chiefs 

in jurisdictions with 250,000 or more residents” (Reaves, 2013, p. 5). Are fewer 

women advanced to supervisory and managerial positions because of preexisting 

stereotypes, that women are more caring and responsive rather than decisive to police 

situations (Huston, 2016)?  

Acker (1992) theorized four gendered processes that make it hard for women 

to enter, be accepted as full members, and advance in masculine occupations. First, 

gendered institutions marginalize female employees through symbols, images and 
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ideologies that legitimize and value masculinity like the use of force, physical 

protection, and advance skill in weaponry, technical machinery, and in the use of other 

potentially lethal devices (Acker, 1992). Second, women are subjected to different 

organizational and managerial practices that are rooted in male-dominant social 

hierarchies (Acker, 1992). For example, women are given desk jobs or are relegated to 

other inferior positions within the organization that prevent them from advancing and 

protect them from danger (Acker, 1992). Third and fourth gendered processes relate to 

social interactions where individuals are held gender accountable; and for females, 

they are expected to display feminine traits and behaviors. The traits and behaviors 

that are typically associated with women include being emotionally warm, 

affectionate, nurturing and valuing relationships (Acker, 1992; Kanter, 1977; Barratt et 

al., 2014 & others). As a result, in these highly gendered based institutions everything 

that is female is devalued (Acker, 1992; Barratt et al., 2014). Women experience 

greater occupational stress through discrimination, exclusion, and harassment (Kanter, 

1977). Masculine traits and behaviors such as assertiveness, strength, independence, 

and pursuing jobs that support these traits of thriving in dangerous situations are 

valued (Acker, 1992; Barratt et al.,2014). Individuals who pursue masculine 

professions are just individuals who are at odds with their expected gendered roles; 

they do not rapidly change the broader gendered cultural mindset (Barratt et al, 2014). 

In law enforcement as well as in other recruited and trained professions, physical 

training for both men and women, officer training, and mentoring have been seen as 

avenues for softening gendered role stereotyping. However, women who wear a skirt 

and makeup set themselves apart from the roles they may be expected to perform in 
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the workplace. Women have a lot to offer in law enforcement. Barratt (2014) as well 

as other researchers state that having women in the profession help to reduce the use 

of excessive force and citizen complaints as well as contributing to excellent conflict 

management skills. Females can blend in with the law enforcement ideal of serving 

and protecting other people (Barratt et al, 2014). More research is needed to 

investigate gender role orientation and its impact on the recruitment, retention and 

advancement of female law enforcement officers. Barratt, Bergman, & Thompson’s 

study (2014) was limited in that they drew their sample from the organization Women 

in Federal Law Enforcement, studying only women already employed in law 

enforcement.           

Summary 
 
 Literature suggests that there are multiple factors that may work to hold 

women back from reaching their career goals and that result in tension; frequently 

mentioned include harassment, lower pay, and extended periods at sea. The 

understanding and recognition of these barriers is a step toward reducing and 

eliminating them. However, very little research focuses on what has sustained those 

who remain shipping or in maritime-related fields. As stated by Blickenstaff (2005) 

and others, women tend to drop out of advanced mathematical and engineering 

courses either due to feelings of inadequacy or the chilly climate presented by males 

around them. Ashmawy (2009) indicates that the lack of the human element, more 

prevalent for women’s self-perception as a nurturing, supportive element as leading 

toward career change. The leadership qualities of women revealed by the research are 

what has allowed women to be successful and to advance in this career environment. 
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To date, literature has been minimal by researchers within the United States with 

regards to maritime universities and the seafaring industry.  

 Globally, at the Seafarers International Research Centre, Cardiff University, 

educators and employers are very aware that women have been under-utilized in this 

career sector (Thomas & Sampson, 2003). More women need to be recruited and 

trained to be licensed officers. Thomas (2003) and Belcher et al., (2003) have done 

formal studies out of the United Kingdom that explore the issue of women’s 

employment at sea in view of the global labor shortage for licensed mariners. There is 

an advantage to having women aboard ships as it creates a more normal social 

environment, particularly since crews are reduced in number and shore time is more 

limited (Thomas, 2003; Belcher et al., 2003). Having women as part of the officers 

and crew can reduce the sense of isolation felt by many seafarers. Kitada, Williams, 

and Froholdt, (2015) have provided extensive research on women seafarers and their 

identities through the auspices of the World Maritime University. It is the employment 

policies of shipping companies, seafarers’ trade unions, and maritime regulating 

agencies, at both the national and international levels, and more importantly the 

implementation of these policies that will determine whether women join and then 

remain in the shipping industry (Thomas, 2003). An industry that carries over 90% of 

the world’s goods needs the best maritime talent in terms of seafarers, both female and 

male (Kitada, 2010).  The world economy would be seriously impacted without 

efficiently-run ships to transport both goods and passengers around the world. The 

research currently being undertaken internationally by the World Maritime University 

may be interesting to compare to the findings generated by this study. 
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Chapter 3 –Methodology 
 

Research Design 
 

Women have only been accepted at maritime academies for on average the last 

forty years. Due to the low enrollment of women who have graduated in a United 

States Coast Guard licensed track major, it is hard to collect enough data to reach 

statistical significance. The lack of research within this field validates reaching out and 

talking with seafaring licensed graduates, which supports more extensive scholarly 

investigation. This initial study will target a specific group of graduates from an east 

coast maritime academy who graduated with either a Bachelor of Science in Marine 

Engineering or Marine Transportation, with appropriate U.S. Coast Guard license and 

began sailing on their license shortly after graduation. Qualitative methods rather than 

quantitative methods will be employed for this study, primarily through the interview 

process. The principal research questions of  how have females from an east coast 

maritime academy been able to advance professionally within the maritime workforce 

and how may the common lived experience s of these females be better understood 

and acknowledged will be asked of all the participants. 

 As conveyed by Luttrell (2010), qualitative research is committed to 

participants using their own words to make sense of their lives. It places an importance 

on context and process. Creswell (1998) and Patton (2002) discuss a number of 

theoretical traditions surrounding qualitative inquiry including phenomenology, what 

is the meaning and structure of the lived experience; feminist theory, delving into the 

problems and injustices women face; and case study, exploring an issue or problem 

using a contemporary context. Elements of descriptive design blended with case study 
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will clarify the current processes at play for the participants selected as a means to 

understand the characteristics of the existing phenomenon, the expectations for the 

given roles, the adjustment to the operating norms, and the successes in the 

environment in which these individuals work. The researcher will not be physically 

able to observe the environments in which the participants work and will rely on their 

accounting. For this initial study, focusing on a limited number of interviews may shed 

the most light on the richness of their experiences and the shared characteristics they 

conveyed through their voices. 

Phenomenological Approach 
 

The phenomenological approach would be most effective where a more in-depth 

analysis is needed to understand the context and processes that affect female maritime 

employment (Creswell, 1998). Due to the low number of females who have graduated 

in a United States Coast Guard licensed track major, it is hard to collect enough data to 

reach statistical significance. Thus, qualitative methods rather than quantitative 

methods will be employed for this study. Creswell (1998) and Patton (2002) discuss a 

number of theoretical traditions surrounding qualitative inquiry including 

phenomenology, what is the meaning and structure of the lived experience; 

ethnography what is the entire culture of this group of people; feminist theory, what 

are the problems and injustices women face; and case study, exploring an issue or 

problem using a contemporary context. As mentioned by Merriam and Tisdell (2016), 

the goal of a qualitative investigation is to understand, discover, and generate meaning 

regarding the nature of the problem being studied rather than examining numbers and 

figures in a quantitative method. The methodology best suited for this study is a 
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phenomenological approach describing what is the meaning, structure, and essence of 

the lived experience for a particular group of people (Creswell, 1998). Phenomenology 

differs from other methods in that it does not offer a theory with which to explain the 

world; rather, it offers insights that arise from a phenomena as they present themselves 

to consciousness (van Manen, 1997). Phenomenology explores the nature and 

meanings attached to human experience. Phenomenology does not problem solve (van 

Manen, 1997). Max van Manen implies as the lived experiences are better understood, 

people may be able to act more thoughtfully and with greater insight in certain 

situations. More specifically, hermeneutic phenomenology (van Manen, 1990) is the 

approach most suited for this study, combining the lived experience (phenomenology) 

and interpreting the “texts” of life (hermeneutics) (van Manen, 1990). The focus is on 

what all participants have in common as they experience the phenomenon, reducing 

the effect of individual narratives (Creswell & Poth, 2018). 

Epistemology, as stated by Patton (2002), is concerned with how we know what 

we know. Knowledge gained through research should contribute to increased 

knowledge. Hermeneutic phenomenological research is rested on the grounds of 

subjective knowledge (van Manen, 1990). The epistemology is grounded on the belief 

that knowledge is possible through subjective experiences and insights; however, there 

is no fixed method to conduct this type of research (Merriam, 1988). Purposive 

sampling with information rich cases is suggested by Merriam (1988), Creswell 

(1998), and others. 

As stated by Creswell (1998), individuals will be selected who have 

experienced the phenomenon, and they will be asked to provide data, through the 
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interview process, where an in-depth analysis is needed to understand the context and 

processes that affect the female population within in a male-dominant maritime work 

force. Graduates from an east coast maritime academy in Marine Engine and Marine 

Transportation who have been employed between two to ten years in the field will be 

the sample group. The exact year of the female licensed graduates will not be 

mentioned due to confidentiality. As mentioned by Merriam and Tisdell (2016), the 

goal of a qualitative investigation is to understand, discover, and generate meaning 

regarding the nature of the problem being studied rather than examining numbers and 

figures in a quantitative method. Due to the small sample size, Dukes (1984) and 

Riemen (1986) recommend the number of participants to be studied range from three 

to ten individuals. The nature of a qualitative study allows for more feelings and an in-

depth understanding of the lived experience to come through (Merriam, 1988). Patton 

(2002) states that interviewing is necessary when we cannot observe how people 

attach meaning to what goes on around them; we have to ask people questions about 

those things. Patton (2002) and others state that the intent of the interview is not to put 

things in someone else’s mind but rather to access the perspective of each person 

being interviewed. The questions will be centered around the issues of how graduated 

female cadets from a maritime academy have been able to advance professionally 

within a male-dominated STEM workforce. More specifically the interview questions 

will focus on the professional lives of these females and how they have been able to 

sustain a positive and productive career focus within their work environments. To 

date, data has not been collected specifically focusing on the accomplishments 

licensed female officers have experienced as well as the concerns they have 
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encountered. This research will support the advantages of having more women in 

industry positions of power to help undo gendered perceptions of performance 

capabilities.  

Problem and Purposes Overview 
 
 Though each maritime academy is very proud of its graduates, there exists very 

limited research on specifically the female licensed graduates and their successes in 

their respective career opportunities. Some graduates do return to their respective 

campuses, primarily to visit with past professors or on career fair days to discuss 

potential career changes with representatives. Class reunions are held every five years; 

however, only a small percentage of individuals return and limited statistical 

information is gathered (MMA, 2016). Most males and females choose not to 

participate. Job fair booths are often staffed by former academy graduates, and this too 

does not generate in-depth analysis regarding job placement or years within the 

various organizations. The administration just knows that graduates are recruited and 

are in demand. A more accurate accounting needs to occur, both to better prepare 

female graduates for industry and to better mentor companies and government 

agencies that hire academy graduates. This research will endeavor to inform and 

provide a base for future inquiry and improved understanding. 

Data generated through the interviews will be processed, applying the 

hermeneutic cycle (Laverty, 2003), uncovering thematic aspects, generating rich, 

practical knowledge. The hermeneutic cycle consists of reading and rereading what 

was said by each participant, reflecting on the common themes, and interpreting the 
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subjective experiences based on the credibility and richness of the stories of the 

research participants (Laverty, 2003).  

Participants 
 
 Females who have graduated from a maritime academy, in the spring with 

licensed track degrees in Marine Engineering and Marine Transportation within 

approximately the past ten years will be considered for the sample group. The exact 

year of graduation from 2006 to 2016 will not be revealed as the sample pool may be 

too small to provide complete confidentiality. This time framework would allow for 

some experience in the field to help with increasing the richness of the interviews 

(Patton, 2002). Each female will be interviewed individually using a semi-structured 

interview format since certain information is desired from all the respondents, 

followed by each participant’s own story (Merriam, 2016). Each approximately hour 

interview will be guided by a list of questions or issues to be explored, but the order of 

the questions and wording may vary, allowing for the emerging descriptions and 

explanations of each participant. The reason for the individual interview is to protect 

the interviewee to make sure each feels comfortable in the setting and allows each 

female to express her true feelings regarding the research being conducted (Patton, 

2002; Creswell, 2013). The interview questions will not be passed out in advance, 

though background communication will indicate the general make-up of the 

questioning. By not providing the specific questions there is less chance for scripted 

responses. Spontaneity of response is desired in an informal, interactive process aimed 

at evoking an account of the person’s lived experience (Moustakas, 1994). Due to time 

constraints and that the participants may be returning to sea, multiple interview 
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sessions will not be possible. The interviews will be conducted at each participant’s 

place of choice, during the winter of 2019, or by phone interviews for those living or 

working outside the New England region. The venue for the interviews will consist of 

a quiet setting and will be free from interruptions. Both interviewer and interviewee 

should feel comfortable in this neutral setting. The interviews will not be conducted on 

the campus since returning to the collegiate site could trigger emotional feelings that 

may affect the interviewee’s overall objective responses. Additionally, an interviewee 

may encounter either professors or administration while on campus who might expose 

who is being interviewed. As conveyed in the writings of Moustakas (1994), the 

researcher, as far as is humanly possible, must set aside all preconceived experiences 

to best understand the experiences of the participants in the study. The purpose of this 

research is first and foremost to gather data, not change people or expose particular 

companies or organizations. Shipping is a relatively tight-knit configuration, and 

people move from one assignment or job to another quite frequently. All effort will be 

taken to ethically protect each subject so as to minimize any emotional distress or 

career risk. Each participant will sign a form agreeing to be interviewed and may pull 

out of the study at any time for personal or occupational reasons. See Appendix A for 

the Consent to Participate Form. 

Sampling and Population  
 
 Ideally, an entire population would be used to gather information; however, 

this is not feasible due to inadequate recordkeeping and the scattered nature of 

maritime jobs. Thus, purposeful random sampling will be used (Patton, 2002, 

Creswell, 2013). Names will be gathered from the alumni database at a maritime 
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academy for each given year. From that pool the graduates will be contacted, 

explaining the purpose of the study (see Appendix B) and inviting them to participate 

in the process by signing and returning the Informed Consent (see Appendix A stating 

their willingness to participate). This type of sampling will be more credible than just 

convenience sampling, though some dimension of convenience does generally occur 

(Merriam & Tisdell, 2016). A random number will be assigned to each willing 

potential participant. A random number generator will be used. If the random number 

generator picks their number, they will be included in the study. See Appendix D for a 

sample acceptance letter meant to inform participants that they have been selected for 

the study. For this study, some potential participants may be at sea for extended 

periods of time when the interviewing process takes place, and their participation will 

be by phone interviews whenever possible. In essence, “two-tier” sampling may occur 

(Merriam & Tisdell, 2016). Within the sample group, a Demographic Survey 

Questionnaire (Appendix C) will be administered., Time constraints by both the 

researcher as well as by the participants is a factor that must be recognized from the 

onset of this type of study. Six to ten participants will be interviewed. This number of 

participants is limited to focus an understanding on the core elements that typifies each 

participant’s experience.   

 The Institutional Review Board (IRB) guidelines and/or requirements will be 

met to protect human subjects in research. Since September 2017 the academy chosen 

to conduct the study has used an external institution similar to Plymouth State 

University’s standards to handle IRB reviews. Prior to that date, the academy did not 

have its own institutional review board. Access to the data collected is intended for the 
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sole purpose of completing this doctoral requirement and will be available to the 

researcher and to the researcher’s confidants. The findings will be made available to 

those who participated in the study if they desire to know the outcomes of their 

participation. 

Recordkeeping 
 
 Information gathered will be kept in a secure, locked place for the duration of 

the study, and all individual data will remain confidential. Each participant will be 

given a random number which will be referenced in Chapter Four of the study. The 

data will be gathered from the interview questions and significant statements, quotes, 

and responses will provide an understanding of how the licensed-tracked female 

graduate participants advanced professionally in a male-dominant maritime work 

force. 

Researcher Bias and Credibility 
 
 To fully describe how the participants view the phenomenon, researchers must 

refrain from conveying their own experiences (Moustakas,1994; Creswell, 1998; and 

Patton, 2015). There is the potential for bias in this study as this researcher attended 

and graduated from a maritime academy, majoring in Marine Engineering and 

obtaining first an United States Coast Guard Third Engineer’s license, followed by 

upgrading to a Second Engineer’s license of unlimited horsepower in steam, gas 

turbine and motor propulsion. However, rather than commercially sailing following 

graduation, this researcher chose to enter higher education, returning to a maritime 

academy setting to teach Marine and Facilities Engineering. All effort will be made to 

be as objective as possible throughout the interview process and in gathering and 
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reporting the findings. Minimal or no previous relationships exist with the study 

participants, and the encounters as instructor/student with Marine Engineering 

graduates will have ceased once they graduated. There will be a low risk of any 

conflict of interest or of knowing the subjects into their professional careers. 

Interviewing Framework 
 

All potential participants will be made aware of the potential vulnerable nature 

of the interview questions, and every effort will be made to minimize sensitive issues 

that may surface. All data will be kept confidential as well as the names of the 

individual subjects and the companies or unions for whom they work. At any time 

during the interview, the session may draw to a close if the subject desires the process 

to end. To better sense the direction of inquiry, a number of questions will be 

presented at the time of recruiting the maritime participants. 

1. General background- age/deck or engine/length of time working at sea 

2. Avenue of entering the profession following graduation from an east coast 

maritime academy 

3. Ship life- what kinds of ships have you worked on 

4. Work on board or shoreside responsibilities 

5. Culture- how does the onboard ship culture or shoreside position relate to 

you specifically and to women with whom you come in contact 

professionally 

6. Promotions and upgrades in license 

7. Relationships- How are your relationships in general with the men on 

board or shoreside? Have you sailed with other women and in what 
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capacity? Does having other females enhance shipboard/shoreside 

effectiveness? Have you ever sailed with a female Captain or Chief 

Engineer? 

See Appendix C for the Demographic Survey Questionnaire. 

Interview Questions 
 

The interview questions for this research will begin with the following three 

broad-based questions. Beginning the interview with broad-based questions enables 

the participants to offer as much detail as possible to reconstruct their experience 

(Moustakas, 1994). 

1. Tell me as much as possible about your experiences professionally since 

you entered the workforce. 

2. Tell me what aspects of your job(s) have kept you pursuing this line of 

work to remain actively shipping or in a shoreside position? 

3. Tell me about the organizational culture throughout your workplace. 

Follow-up questions may be asked to clarify responses to the three central questions 

(Moustakas, 1994). Additionally, participants will have completed a brief survey in 

order to gather demographic data. This data may be incorporated into follow-up 

questions. For ease of reference, these interview questions appear as Appendix E. 

Interview Procedure 
 

The interview session will be geared to approximately one hour in duration. 

The researcher has a strong background in this field which will foster increased 

credibility. The researcher’s own association to the maritime industry as an 

educational instructor should not be viewed as a potential for bias. The researcher 
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graduated from a maritime academy herself. She has sailed on an academy’s training 

vessel for over five training sea terms as well as having spent time on a commercial oil 

tanker. Her background in higher education should help to establish a more natural 

connection with each participant by being respectful, nonjudgmental, and a good 

listener; however, the researcher needs to be alert for any potential bias in terms of 

tone or phrasing of the interview questions and in specific follow-up questioning. 

There is the future risk that one of the subjects could return to be this researcher’s 

supervisor; however, this is a low risk and is out of this researcher’s control. Students 

have returned from sailing experiences to tell their respective sea stories. Clarity of 

questioning is essential to eliciting quality responses (Patton, 2002). It is from these 

informal conversations that an awareness for a scholarly study has emerged.  

Interview Guidelines 
 

• Introduction 

My name is Katie McClellan. I am a doctoral student at Plymouth State 

University in Plymouth, NH. I am conducting this interview to understand how 

licensed-tracked female graduates from a maritime academy with either a Marine 

Engineering degree or a Marine Transportation degree have advanced professionally 

in a male-dominated workforce.  

There is no compensation for participating in this study. Every effort will be 

made to minimize sensitive issues that may arise. At any time during the interview, the 

session may draw to a close if you desire the process to end with no consequence. The 

interview session will take approximately one hour.  



LICENSED-TRACKED FEMALE GRADUATES 
 

91 

• You will be given an alias as an identifying number to ensure that the 

results are completely anonymous. All names of companies and other 

identifying information will be changed to protect your privacy. Data 

will be stored in a secure location to the completion of the study, and 

then the material will be destroyed three years from study’s conclusion 

as per federal guidelines. All care will be taken to keep information 

from reaching the Cloud. 

• Do you agree to continue with this interview? 

• You will be tape recorded. 

• Your identity will not be shared the public or with anyone from the 

academy. 

• There will be from six to ten participants. Each participant will receive 

the same broad interview questions. You did not receive these 

questions ahead of time so as to ensure your spontaneous and 

unscripted responses. 

• Your responses reflect your own experiences.  

• Please feel free to elaborate on areas of particular interest or 

importance. 

• Are you ready to begin? 

• Do you have anything you would like to add or to stress for the 

researcher’s benefit? 
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• Thank you so much for taking this time to provide valuable information 

on how you have been able to advance since graduation in the maritime 

field.  

• Would you like feedback following the completion of this research? 

See Appendix F for a copy of the interview guidelines. 

Study Protocol 
 
Step 1 Contact an east coast maritime academy’s Advancement Office to receive a list 

of female alumni, graduating with B.S. degrees in either Marine Engineering 

or Marine Transportation, who received their U.S. Coast Guard Third Engineer 

or Third Mate’s License, spring graduations from the Class of 2006 through 

the Class of 2016. 

Step 2  Send out an email inviting all within the established 2006 to 2016 timeframe 

who identify as a female at graduation to participate in this research study. The 

Preliminary Letter, Appendix A, will be returned to the researcher. 

Step 3 Send out the Informed Consent Form, Appendix B, to those who acknowledged 

a willingness to participate. 

Step 4 From those who returned the Informed Consent, send out the Demographic 

Survey Questionnaire, Appendix C to be returned to the researcher. 

Step 5 From the returned questionnaires, randomly select by means of the random 

number generator six to ten graduates and invite these graduates to participate 

in this study, Appendix D. 

Step 4 Remove any participants selected from the Class of 2008 and draw other 

potential participants to replace the holes created if 2008 grads were selected. 
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This step will also enable the investigator to reduce the potential for researcher 

bias. The investigator may have had some of the participants as students, either 

in lecture or laboratory classes; however, no current or professional contact 

with the selected participants will exist. 

Step 5 Via e-mail dates, times, and locations will be chosen to conveniently 

conduct each interview, in a locale that provides privacy and a relaxed 

environment, free from distraction. Arrange a convenient time for a phone 

interview if the participant is unable to do an in-person interview. 

Step 6 Conduct the interview, aiming for approximately one hour of each participant’s 

time. The investigator will aim to ensure that all effort has been made to make 

certain that the participant has not been subjected to emotional or 

psychological stress. 

Step 7 Answer any remaining questions or comments the participant may have.  

Step 8 The investigator in a timely manner will thank the participant both verbally and 

in writing, Appendix G, and will provide the participant an avenue to receive 

more feedback once the study has been completed. Names of the participants 

and identifiable information will not be revealed. 

Method of Assessment 
 
 Each interview will be audio recorded. The interviewer has her own equipment 

and will store information on a locked thumb drive. The equipment is not hooked up 

to the cloud and the video camera has its own memory chip. This practice will ensure 

that all conversations said will be safeguarded for analysis. Transcribing these 

interviews will be time-consuming as the researcher plans to be doing it by herself, but 
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she will be able to ensure the confidentiality of each participant by not releasing 

information to other individuals or organizations. The potential drawbacks to this 

method of data collection are malfunctioning equipment and a respondent’s uneasiness 

with being recorded or videotaped. Ideally as each participant becomes more engaged 

in the interview, she will forget that a recorder or camera is recording all that is being 

said. The researcher will have ample time to go over the dialogue numerous times 

until it is transcribed fully. Dragon Dictate or another product will be used that is not 

connected to the Internet. The data will be protected by using an Air Gap, a security 

measure to avoid placing content in the cloud. The data generated in the interviews 

will be hand-coded, according to the frequency of reoccurring themes. On a locked 

thumb drive, a back-up copy of all the data will be stored in a secure place for 

safekeeping. Disposition of the material following analysis and presentation will 

ensure that recorded information does not remain connected to the internet or to other 

devices used. No data will be stored on the Cloud. 

 All effort will be made to minimize risk for the participants in the study. 

Names, locations, and other details may be changed or not revealed to protect the 

participants or to protect others that are mentioned by the participant (Saldana, 2016; 

Patton, 2002). If potential legal issues arise, the interviewer will inform the participant 

that questionable dialogue is being discussed with potential risks possible, and the 

questioning will shift to less questionable topics. Data will be stored in a secure 

location to the completion of the study, and then the thumb drive will be destroyed.   

 The interviews will be coded based on material uncovered in the Literature 

Review. By utilizing sources found and comparing the findings, a critical analysis can 
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be accomplished to understand trends within this body of knowledge. Many of the 

available documents have been produced by researchers outside the United States on 

the issues of women employment and the current barriers to advancement. Thomas 

(2003) and Szozda, Czyzowicz, Kalkowska, Raciborska, Raczkowska, & Skowronek, 

(2014) are the authors of several studies relating to the employment of women 

seafarers and female students’ perspectives for maritime careers from the International 

Maritime Organization. These studies are qualitative in nature and provide analysis of 

research that may be used to help analyze the key themes explored within this study. 

Pallis, Bissias, and Papachristou (2011) have focused their research on women who 

have made the decision to follow a professional maritime career in Greece. 

Information presented from multiple sources will help to increase the validity of this 

study (Patton, 2002; Yin, 2014). Information gained will help to qualify the interviews 

to allow for recommendation to be made or for additional research to be conducted. 

Summary 
 

This chapter addresses the research design and methodology to be used. 

Although several approaches are considered, a qualitative phenomenological approach 

is the method chosen, to better understand the phenomenon of their common lived 

experiences. It is the researcher’s intent to avoid use of the Internet where data 

compromise might occur. Purposeful random sampling will be the means by which the 

participants will be selected from the graduating classes at an east coast maritime 

academy. By utilizing license tracked classes of female cadets or those who identify as 

female at the time of graduation, this will reduce the effects of outside interference, 

given that all the females came through the academy under a relatively short period of 
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time with the same course content in either Marine Engineering or Marine 

Transportation curricula. Extreme care will be taken to maintain the privacy and 

confidentiality of all individuals mentioned in the study. 
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Chapter 4 – Data Analysis and Findings 
 

As the population of female graduates with a United States Coast Guard 

license remains relatively constant at the various maritime universities, institutions and 

stakeholders in maritime training and industry may profit from exploring, better 

understanding, and engaging the lived experiences of women employed in 

oceangoing, drill or shoreside positions. This study seeks to identify and further 

explore issues that surround females in the maritime industry today. The selected 

sample will be females who received U.S. Coast Guard licenses in Marine 

Engineering and Marine Transportation over the time span from 2006 to 2016 from 

one east coast maritime academy. Their shipping expertise and knowledge may prove 

instructive and significant for those officer candidates who follow them into the 

maritime trades.   

The integration of females into this industry, one that has been predominantly 

filled by men, is vital to providing diversity and a different mindset leading to 

increased productivity (Shore, Randel, Chung, Dean, Ehrhart, & Singh, 2011). Both 

men and women have the opportunity to excel, though they bring different skill sets 

and aptitudes to the profession. There is limited scholarly research about what has 

sustained females in the United States maritime fields (Brickman, 2008). Research 

overseas, primarily through the International Maritime Organization (IMO), has led to 

changes, specifically in regard to equal rights legislation and improved working 

conditions on European and Asian flagged vessels (IMO, 1998). By examining a 

cohort of females who graduated over the span of approximately the last ten years, this 

research can contribute to a more extensive and potentially new body of knowledge 
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concerning women in both academy and industry leadership positions by better 

understanding and acknowledging the lived experiences.  

The lack of phenomenological research undertaken by people employed in the 

maritime trades supports reaching out and talking with maritime marine engineering 

and transportation graduates. This initial study will target a specific group of graduates 

who graduated with either a Bachelor of Science in Marine Engineering or Marine 

Transportation, with appropriate U.S. Coast Guard licensure. Qualitative research is 

committed to participants using their own words to make sense of their lives Luttrell 

(2010). It places an importance on context and process. 

Purpose of the Study 
 

This study intends to shed light on the challenges a cohort of females from one 

east coast maritime academy have faced and have overcome to upgrade their licenses 

to advance professionally by understanding their lived experiences. The goal of this 

research is to collect data from women who have experienced the phenomenon and to 

develop a composite description of the experience, describing what they experienced 

and how they experienced it, focusing on the positive elements (Moustakas, 1994). 

Research Questions Guiding Study 
 

The central research question driving this study is how have females from a 

maritime academy been able to advance professionally within the maritime 

workforce? Additionally, how may the common lived experiences of these females be 

better understood and acknowledged? 

Chapter 4 provides an overview of the presentation of the data including the 

method, data analysis, coding process, and relation to the guiding research questions. 
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Information generated from the interviews will be analyzed in terms of common 

themes, the frequency of response, as well as supportive quotes from the participants, 

sharing their personal experiences and specific responses to the questions asked during 

the interview. The chapter ends with a summary of the results. 

Methodology 
 

This researcher will employ a qualitative research design to better understand 

how licensed tracked female graduates from a maritime university have been able to 

advance professionally. This research design is most appropriate because the 

researcher is interested in understanding the parameters that have provided the base 

for females to advance in the maritime sector. More specifically, a phenomenological 

approach has been used where a more in-depth analysis is needed to understand the 

context and processes that affect female maritime employment (Creswell, 1998). 

Creswell further refers to interpretive or Hermeneutic phenomenology as 

understanding the meaning people construct of an experience they are living, with 

their perceptions key to comprehending the phenomenon (Creswell, 2013). 

Hermeneutic phenomenology ties in with the guiding research questions 

because the research is oriented toward the lived experience (phenomenology) and 

interpreting the texts of life (hermeneutics) as stated by van Manen (1990) and 

Moustakas (1994). These essential themes are reflected in the participants’ stories and 

constitute what they have experienced and how they experienced it. As a researcher, 

there is both a descriptive as well as an interpretative process involved. The technique 

of the Hermeneutic circle was employed to better understand the phenomenon 

completely.   
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• Interview/Data Collection: Data was collected from the participants who 

experienced the phenomenon by means of in-depth interviews. The interviews 

were transcribed, only removing information that revealed a company’s name 

or specific individuals. The interview transcripts were read and reread multiple 

times. 

• Notes: The researcher took notes on what was written in the transcripts, 

making note of any significant statements and highlighting them in various 

colors for coding. 

• Coding: The researcher developed clusters of meaning from significant 

statements and combined them into themes. 

• Interpretation: How the participants interpreted their lived experiences allowed 

the researcher to better understand their stories and to clarify the 

commonalities of their experiences and concerns. 

• Reflection: Reflecting on the common experiences as shared by the 

participants and rereading and processing their texts uncovered truths in 

meaning that had previously been overlooked. Since this researcher is in the 

industry and professionally involved in training, considering potential bias is 

particularly important. This researcher must avoid imposing solutions, solving 

issues uncovered, or otherwise suggesting behaviors that these women did and 

would not necessarily exhibit. The participants must be allowed, particularly 

through the analysis to retain their own voices and to describe their own 

solutions and success. It is also vital to respect their authority in the narrative 

and scrupulously avoid speaking for them or otherwise usurping or 
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appropriating their voices in ways, ironically, patriarchal and other authorities 

might. 

Study Participants  
 
 Upon receiving Institutional Review Board (IRB) approval to begin collecting 

data, this researcher also needed to obtain IRB approval from another state before 

graduates’ names would be released as a pool of potential candidates. Once the second 

IRB was approved, the maritime advancement office provided their most up-to-date 

record of female Marine Engineering and Marine Transportation graduates from 2006 

to 2016, excluding 2008 because the researcher graduated in that year. Eighty names 

were given to the researcher from a database of graduates. From that pool the female 

graduates were contacted, explaining the purpose of the study (see Appendix B) and 

inviting them to participate in the process by signing and returning the Informed 

Consent (see Appendix A stating their willingness to participate). This type of 

sampling is more credible than just convenience sampling, though some dimension of 

convenience does generally occur (Merriam & Tisdell, 2016). The word interviewing 

covers a wide range of practices. Survey interviews are more tightly structured with 

pre-set standardized or closed questions, while a phenomenological approach to 

interviewing involves interviewing that focuses on the experiences of the participants 

and the meaning they make of that experience (Seidman, 2013). Both survey and 

personal interviews were employed in this study. The purpose of the Demographic 

Survey Questionnaire was to gather specific information from the pool of potential 

graduates 2006 to 2016 with questions relating to the number of years sailing, the 

licenses held, and whether they would be willing to participate in an interview. The 
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survey was solely used to obtain a pool of willing participants. See Appendix C for the 

specific questions asked. A random number was assigned to each willing potential 

participant.  

Twenty-four females responded and completed the Demographic Survey 

Questionnaire. No one cited any specific policies other than the Equal Opportunity 

Employment regulations as pertaining to women in the maritime industry. Five people 

chose not to do the survey, stating they were stay-at-home mothers and thought the 

survey did not pertain to them because they were not actively working in the shipping 

industry. Forty females in total responded in some way to the inquiry about the 

proposed study. Upon receiving the response and conditional agreement for 

participation, ten female graduates were randomly selected to be interviewed either in 

person, at the participant’s choosing, or via phone. All interviews were tape recorded. 

Each subject was asked the same initial broad questions: Tell me as much as possible 

about your experience professionally since you entered the workforce; What aspects of 

your job(s) have kept you pursuing this line of work to remain actively shipping or in 

a shoreside position; and Tell me about the organizational culture throughout your 

workplace, with follow-up to add depth to the answers. All except one female is 

currently sailing or working shoreside in a maritime capacity.   

Data Assembling 
 

The twenty-four graduates who submitted the Demographic Survey 

Questionnaire were assigned random numbers anonymously. Ten names were drawn. 

The researcher contacted them in June 2019 to set up the interview date and time. One 

individual for personal reasons eventually chose to decline to be interviewed. Since 
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the original number was between six to ten participants, the researcher did not go back 

into the pool of candidates to replace this person. Nine willing participants were 

interviewed during the months of June and July. These nine participants were given 

alphabetical lettering; A, B, C, D, E, F, G, H, and I as their aliases. 

As conveyed by Creswell (1998) when using a phenomenological approach, 

interviews may provide the most depth for understanding the context and processes 

that affect female maritime employment. Van Manen (1990) emphasizes the 

importance of the lived experience and making meaning of those experiences. He 

further states that language is crucial to understanding the meaning of participants’ 

experiences from their point of view (van Manen, 1990). In understanding the essence 

of a phenomenological study, Schutz (1967) calls the point of view of the participants’ 

“subjective understanding,” because it is never possible to understand another 

perfectly. As this researcher was most interested in the lived experience, she chose 

participants currently engaged in those experiences if at all possible. Each interview 

lasted approximately 45 minutes to one hour. It is through their language and the 

“lived experience” that the emphasis on meaning and meaning in context emerges 

(Seidman, 2013). Parts that have referenced companies, specific individuals, or any 

other identifying information have been eliminated from the presented narratives. This 

is followed by the researcher’s attempt to suggest meaning to their similar 

perspectives by examining the frequency certain themes repeated themselves. 

Materials conveyed in the Literature Review section will be used to ground the 

findings.    
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Coding Process 
 
 All audio-recorded interviews were hand transcribed, line-by-line, on the 

researcher’s home computer, utilizing a word processing application. The data was 

protected by using an Air Gap, a security measure to avoid placing content in the 

cloud. Initially the researcher focused on an overview of the subjects’ lived 

experiences following graduation as that history pertained to shipping. Secondly, 

emerging from the reconstruction of the lived experience, common threads or shared 

meanings became the focus. Through the interviewing method, it is possible to 

understand the details of each subject’s experience from her point of view. It is much 

harder to interpret meaning because of the complex organizational and social forces 

that pervade the context in which they live and work (Patton, 2015). The data 

generated in the interviews was hand coded, according to the frequency of reoccurring 

themes. “Quantification need not be a component of content analysis. Rather, the 

nature of the data can also be assessed.” (Merriam & Tisdell, 2016, p. 179). Table 3 

referenced on the next page indicates the coded themes that were ascertained by 

rereading the transcribed text line by line, multiple times, and recording the most 

frequently repeated topics that could be compared, contrasted and further analyzed. 

Initially each interview was broken down into a spreadsheet under three general 

headings; common experiences, promotion, and retention. From the extensive 

composite tally, the researcher focused on the two dominant categories of shared lived 

experiences and advancement/ promotion in the maritime industry. These higher 

frequency themes will be further analyzed later in this chapter. 
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Table 3 Coding Theme Identification 

Common Experience Themes 
Themes Frequency 
Age 6 
Only Female 6 
Sexism 5 
Rank/Hierarchal 5 
Trust 5 
Licensed vs Unlicensed 5 
Women Dynamics 4 

 

Even as this researcher asked the participants to share their experiences, coding 

the data into a categorically organized fashion (Saldana, 2016) allowed for a number 

of recognizable headings, despite wording similarity. It is from this list that analysis 

was undertaken. The shared themes will be further be analyzed with participant quotes 

to support their key perceptions.  

The Data and Data Analysis 
 
Sailing Background of the Participants 
 

Three participants stated that they had sailed for over ten years, one has been 

sailing for 13 years. Most have been employed for various companies sailing in a 

marine capacity for between three and five years. Several are currently beginning 

shoreside positions. The highest level of licensure held range from Chief Engineer (3); 

Master (1); Second Assistant Engineer of unlimited horsepower in steam, gas turbine 

and motor propulsion (3); First Mate (1); and Third Assistant Engineer (1). Two 

earned either a Masters’ license or a Chief Engineer’s license but never sailed on the 

highest rating since jobs in that capacity never opened up. Several added specific 

endorsements in addition to their United States Coast Guard licenses. Table 4, 
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referenced below, is important to illustrate the progression of specific licenses and 

upgrades that occurred as the participants gained experience and secured higher 

ratings within the maritime trades.  

Table 4 Participants’ Information 

Participant Years in 
Industry 

Current Status Professional 
Advancement 

A 4 years Sailing Third to Second 
Engineer 

B 13 years Sailing/Shoreside Third to Chief 
Engineer 

C 12 years Shoreside Third to Second 
Engineer; plus 
Stationary 
licenses 

D 6 years Sailing Third to Second 
Engineer plus 
high-speed 
endorsements 

E 9 years Shoreside Third to Chief 
Mate, earned 
Masters unlimited 
but never sailed on 
it 

F 12 years Sailing Third to Chief 
Engineer 

G 13 years Shoreside Third to First 
Engineer, earned 
Chief but never 
sailed on it 

H 4 years Shoreside Third to Second 
Mate 

I 5 years Sailing/Shoreside Third Engineer to 
offshore rigs  

 
A glimpse into their work world. 

 
 The participants all entered the workforce either immediately upon graduation 

from an east coast maritime academy or within several months following graduation. 

They commented that their jobs were non-permanent, very typical for shipping 
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companies hiring workers at entry level officer positions. They all expressed the 

lucrative pay as an underlying factor for choosing a career in the maritime industry 

and a motivator to remain within this trade. Their experiences varied from shipping on 

American flagged ships to shipping on foreign vessels, working on tugboats to 

working on oil rigs, and even working on vessels contracted to the military. Their 

contracted time ranged from two weeks on and two weeks off to over seven months 

away from home. Being away from home for extended periods of time proved to be 

very challenging, with one participant indicating that her then husband did not approve 

of her being away for so long. Three participants indicated that they might be required 

to remain on their jobs months longer until a replacement was flown to the ship or the 

ship returned to a convenient port whereby crew could be changed out. Two others 

indicated that their spouses sailed, and they were fine with being separated for 

extended periods of time. While away from home for extended periods of time, many 

commented that they were able to see parts of the world that were unavailable to other 

recently graduated individuals. A love of the sea and a love of travel sustained them 

during their down time from their job responsibilities. Three women indicated that 

they had intensive training before they were placed on particular vessels, while one 

indicated that she was hired as a cadet officer below the license for which she had 

received at graduation.  

The average workday consisted of eight to twelve hours, depending on the size 

of the crew, the type of vessel, and the rotation required. All worked seven days a 

week while under contract. Almost all officers were day workers with minimal 

coverage requirements at night. Alarms would alert officers if they needed to report. 
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Maintenance and maneuvering tasks often dictated extended periods of time 

completing the necessary work; however, more stringent safety regulations now 

regulate maximum work allowances. Officers always ate separately from unlicensed 

crew whenever possible, with food preparation that varied for those eating (foreign 

workers had rice at all three meals while Americans had wide-ranging meal 

preferences). Berthing or room arrangements tended to be separate from non-licensed 

crew as well. Several of those interviewed commented about the difficulties of 

housing women on smaller, more confined vessels that lacked multiple berthing areas.   

Engineers had hourly rounds that needed to be completed, chemical treatments 

that were routinely done, as well as maintenance of all the machinery on board. Deck 

officer duties ranged from specific assignments with passengers if they were on board, 

cargo checks, weather and sea conditions, communication protocols, and watches 

which took up the majority of each day’s routine. The women who worked on tugs 

were frequently the only engineer on board. Other crew members, oilers, and non-

licensed personnel were responsible for line handling and general maintenance 

assignments.  

 Some of the interviewed women talked about the job as being challenging, but 

this aspect kept them excited with new problems arising daily or hourly. This allowed 

them to enjoy the problem-solving aspect of the job. As stated by two of the 

interviewees, “This is not a desk job and I am not a desk person.” The women 

interviewed talked about gaining experience over the duration of each contract, with 

the duties becoming easier as time went on. If they had a more positive experience and 

a good supporting network, they tended to feel more comfortable and competent at 
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their tasks. As they gained more experience and started to master the particulars of 

their various assignments, their self-confidence increased. As one participant stated, 

“On my current ship, I feel I learned exponentially more than on my first ships 

combined. The Second that I work with now is awesome. He will say go and do this; 

and if you need help, he will step in to assist you.” They all commented that the initial 

assignments were demanding because there was so much to learn and master, plus 

each vessel’s crew operated as its own entity. What is crucial is the compatibility and 

culture of the officers onboard. When everyone was on the same page, worked their 

assignments effectively and supported each other, the days passed quickly and there 

was a sense of cohesiveness. When there was discord and lack of communication or 

down and out dislike of other shipmates, life was difficult for the newly hired 

individuals. Some commented that this was not a gender issue, rather senior officers 

were more critical of newly hired officers until they proved themselves and displayed 

both skill and competency performing all their assigned duties. 

 The women to varying degrees discussed both the positive and negative 

interactions with other officers and crew during their time on board various vessels. 

These interactions may be broken down into professional or work-related 

communication and non-working, social interactions. A number of the women 

commented that they enjoyed having fewer females on board; there was less drama. 

When there were other females, they tended to be in the steward department rather 

than engine or deck. None of the women interviewed encountered a female who was 

higher ranking than herself. Those who were merchant mariners on vessels contracted 

to the Navy commented on the additional interaction with military personnel. All nine 
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women commented that while at sea, the environment was very isolated and stressful 

if the atmosphere was strained and the various units did not co-exist well. This aspect 

of their experience will be explored in more depth further on in this chapter.  

The Participants 
 
 Preliminary impressions for each participant are detailed below in a brief 

reflection of the lived experience to capture an initial impression of each subject. 

Several of the participants have only been actively shipping for under five years, and 

several other females have been working within the maritime industry for over ten 

years. More understanding will be conveyed as the common themes are explored. 

Telling the Story 
 

This section presents a brief snapshot of each individual. It involves taking key 

parts and conveying meaning from their texts. Professionally since the women entered 

the workforce, their experiences have been vastly different, depending on the vessel’s 

purpose (cargo, transport, tug, or rig), the officers, its crew, and the duration of 

assignment. The stories themselves only hint at the diversity of jobs performed by 

these women, the people and officers they worked for/with, and the lives lived 

onboard vessels 24/7 for extended weeks and months.  

Participant A. 
 
 A key element for the first participant was explaining the ship’s atmosphere. 

When people clicked very well and work together efficiently, the time flew by. When 

the captain or more senior officers were demanding or distrusting of those below 

them, tension and discord prevailed. “The First Engineer on my first ship was the one I 

didn’t like. He didn’t trust anyone. He wouldn’t let anyone learn anything. He wanted 
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nothing to do with people below him.” Overall, he was a very negative person and that 

carried over to the morale of all the people on board. Due to the nature of crew 

staffing, there were frequent changes. As participant A stated, I have been on five 

different ships with five different platforms, and all five have different types of 

propulsion plants. The goal I set when I graduated was shipping for five years, and 

I’ve done this for almost five years.” Shipping does not really foster a sense of family 

because vessels change, personnel changes, and destinations change. This participant 

felt she was out there alone, solving her own problems as best she could, learning 

more skills and competencies to carry over to the next vessel, the next assignment, and 

more money in the bank.  

Participant B. 
 

Since entering the workforce, the majority of the time for participant B has 

been as a seagoing marine engineer on vessels principally for domestic companies. 

She started as a tugboat engineer working on the East Coast doing ship docking and 

barge movement up and down the coast. Working on the tugboat she was one of a 

crew of five and the only engineer. At the time she left seagoing service, the position 

held by participant B was Chief Engineer. As this participant moved to other 

companies in different roles, she kept becoming the person-in-charge. For participant 

B, career choices allowed a lot of autonomy to do what needed to be done. “Once I set 

up all of the systems so that everything ran smoothly and there were no surprises, I 

was confident in my vessel and confident in my ability to run that vessel, it was a lot 

of fun.” Currently participant B is a port engineer, working on the West Coast. 
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Participant C. 
 

Participant C shipped out nine days after graduation. She sailed for almost five 

years. She left there mainly because she missed being home, missed attending 

birthdays and holiday gatherings, missed being with family and friends. “I wasn’t 

walking away from a hundred plus thousand dollar a year job for a fifty thousand 

dollar a year position to potentially not getting a full-time job.” The company for 

which she was working was very top heavy. There was no room for promotion unless 

this participant was willing to wait ten to twelve years for the people at the top to retire 

before there would have been room for growth. Eventually a recruiter for a 

biotechnology company reached out, and participant C left shipping for a lucrative 

shoreside position. “I get to take the love for engineering and get to couple that with a 

desire to help people. I don’t foresee myself leaving this industry.” 

Participant D. 
 

This participant started shipping about three months after graduation, signing 

up for five months, came home for a month, and went back out. She has been on 

probably about six or seven ships in the past five years, upgraded her license from 

Third Engineer to Second in motor, promoted also for high-speed vessels. While 

participant D was working on the third ship, she got to take part in the process of 

delivering a new high speed aluminum vessel. She was on that assignment for almost 

two years. Since then she has been working the program, upgrading her license as time 

on assignment is completed. Where the crews tend to be small, the hardest part for 

participant D was dealing with other workers. “Sometimes people, men, will not listen 

to what a female has to say; especially men of other races so that makes it a little more 
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difficult.” She has remained pursuing this line of work for the money and for the travel 

aspect. This participant stated that she has always wanted to travel her whole life. 

Participant E. 
 

Participant E graduated from an east coast maritime academy with a Marine 

Transportation degree and immediately started sailing for a company in July of that 

year. She sailed with them for seven years on various platform ships, every type that 

they have and worked her way to Chief Mate. She did earn her Masters unlimited 

license but never sailed on it. Participant E returned shoreside and completed a MBA 

program. Both she and her husband sailed, on different vessels, for different time 

frames. It was not a bad separation for a number of years. Her decision to come 

shoreside was to have a more normal life towards the end of her twenties. Relief status 

at the highest management levels for the company for whom she was employed was 

hard to fill. “The last ship that I was on I was two and a half months overdue. I just 

think there is a point where you get exhausted; that’s what happened to me.” 

Participant E has been in a shoreside position for several years now and feels she can 

bring the value of shipping and the passion she has for it to her shoreside position. 

Participant F. 
 

This participant graduated and immediately started looking for work shipping 

out so she could use her license. Actually, she went to a few interviews shoreside. She 

thought about working for them, but she was so very much interested in shipping 

because of all the extra work she had put into getting her license. She first shipping 

experience she described as very bad. She was hired to bring a ship that had been 

rusting away out of shipyard. The working conditions were terrible; they lacked proper 
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tools, and there were only several workers. “It was just bad.” She saw every single 

employee except the chief engineer leave, quit, and be replaced. The breaking point 

was when one guy quit and the chief wanted the two of them to get underway to the 

Caribbean. The vessel required three engineers so she refused to sail. Participant F left 

this job and went to work on a cruise ship. She met many supportive people both in 

the engineering department as well as throughout the organization. Unfortunately this 

company went bankrupt after a year and a half. The job scene turned much brighter 

after that. Participant F began work for an Intercoastal company and has remained 

within that particular organization until the present time. She has been promoted up 

the ladder to Chief Engineer on smaller vessels, thoroughly enjoying all aspects of the 

job. “The first job was really rough on me, when I was on the salvage boat, but I never 

thought of quitting. I had invested too much of my own money and time into my 

education.” Several times this participant mentioned that everyone does not have a 

straight path to do what they want to do. 

Participant G.  
 

Participant G started shipping out right out of college for a three month’s job. 

She was young. She was very inexperienced, but she was excited. She commented that 

she was grateful to find a job; so when she shipped out, she was grateful for the 

opportunity. If participant G had more good days than bad days, then it was worth 

doing. She commented how women had to prove themselves all the time. Men can 

come in and are accepted very quickly. For a female, the men may say she is alright 

and then find fault with every task that is undertaken. When participant G was sailing, 

she kept everything to herself. Participant G did not want to create situations where 
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more senior members could find cause to fire her. Most of the time she was the only 

female and stated “to whom am I going to complain anyway?” This participant felt 

that she was an island unto herself. The meaning suggested here is that on a ship it is 

rare to find high ranking females and the captain can set the rules. The human resource 

department did not want to interfere with shipboard decision-making, for they were far 

removed from the particular circumstances. To be honest participant G commented 

that with ships having Internet and satellite phones now, everyone is not as isolated on 

the seas anymore. Incidences may be reported more quickly and a paperwork trail 

documented. Companies now seek to retain officers and do not want to get the 

reputation of being a company for whom you work only if you are truly desperate. 

Participant H. 
 

Participant H was hired shortly after she graduated from an east coast maritime 

academy. This shipping company was a foreign company because her dream job went 

up in smoke when she didn’t have the tanker endorsement that was necessary to take 

that particular job. She just wanted to take the next available position. However it took 

a couple of months before she actually joined the ship. She was sent for lots of 

training. They had her join her first ship as a deck officer, so that was basically as a 

glorified cadet. She wasn’t standing her own watches or anything, so she did a full 

contract as a training deck officer. Her contract was four months on, three months off; 

but she mentioned it was usually doing closer to five months. She was only going to 

take the position until she received the endorsement that she needed, but she elected to 

stay for over three years because she actually enjoyed it and the initial company was 

not hiring. She was not only the only girl on board, she was the only American 



LICENSED-TRACKED FEMALE GRADUATES 
 

116 

onboard. Despite enjoying the traveling and going to all the different countries, 

participant H implied that she had a lot of issues with the shore people in China. She 

would have guys taking pictures of her; and in the Caribbean, a guy tried to get into 

her room in the early morning hours. She didn’t feel safe in a lot of the ports. That was 

one of the reasons Participant H wanted to shift over to working for an American 

company which she did after working at sea for four years. So far she is excited about 

blending two shared interests; marine biology and navigation. 

Participant I. 
 

After participant I graduated from the academy, she enrolled in what was 

called an engineer training program. The goal of the program was to get graduates on 

the offshore drilling rigs, working in a variety of positions, learn about every position 

out there; drilling positions, maintenance positions like barge engineer, offshore 

installation manager positions, a number of jobs specific to the industry, so one 

basically works through the role then comes into the office and works with different 

management teams there. If successful, a really good ground level view of the 

business is obtained, and then the trained individual shifts into a management role 

shoreside. Participant I was the only female to successfully complete the program 

when she signed up. Additionally, on a lot of the different facilities, she was the only 

woman on board. When participant I worked on jack ups, it was 14 days on and 14 

days off. When she worked on deepwater rigs, it was 21 days on and 21 days off. She 

also worked two projects overseas where she spent three months overseas, both times. 

The meaning behind participant’s I story is that she kept moving on and would not 

quit. “I’m here for as long as I’m here. I don’t care if some guys don’t like me. I’m 
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here to accomplish a job safely and well.” This participant mentioned that she was 

held to the same standard as the guys. A couple of times she worked with a personal 

trainer to ensure that she would be able to pass all the physical strength tests that were 

required for each job. Participant I commented that her career has been one of the 

weirdest things. She is not where she thought she would be when she started with the 

company, but she does not have any regrets. She loves the industry.   

Common Themes 
 
 The common experience themes, stated in Table 3 on page 105, represent the 

most frequently talked about topics by the interviewees during the interviews. They 

were not suggested by the researcher; rather, they emerged from the voices of the 

participants.  

Age  
 

Age was one of the most frequently expressed common themes. Six of the nine 

participants referenced this theme. All of the participants began their shipping careers 

in their early twenties. They were new to their positions, having only sailed on their 

school’s training vessel for three sea terms and commercial shipping for 

approximately seven weeks. To give more perspective, sea terms are intensive hands-

on learning of approximately sixty days at sea on the school’s training vessel whereby 

the ME and MT cadets perform all aspects of their future jobs under the guidance of 

licensed officers and academy professors. They have specific STCW requirements that 

must be successfully accomplished. In all situations there are more senior officers who 

are looking out for their well-being and the completion of their degree requirements. 

Generally during the junior year, the cadets sail on various commercial vessels, 
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basically as an intern or as cadets-in-training. They need to join the ship wherever it 

may be in the world, give sixty days of service, longer if the vessel is still at sea, and 

perform tasks that are asked by the officers on board. Students say such an experience 

is invaluable for the knowledge, skills, personal growth, and career replications that 

occur. Now out in the shipping industry, their early voyages as Third Mates, Third 

Engineers or even positions with more limited authority and responsibility were 

undertaken without assistance. It was sink or swim on your own, so to speak. Most 

commented that there was limited or no orientation or training for the jobs they 

assumed. Several participants commented that the more senior officers looked down 

on greenhorns while occasionally a peer or senior officer would be helpful. More 

senior officers degraded those under them and expected tasks to be handled in certain 

ways. Hands-on experience was never enough to feel comfortable in the new position, 

and all six participants indicated that age played a role in their initial job 

performances. For example, while a cadet, there was never a designated lab for an 

engine pull on a diesel engine; and out on transatlantic or transpacific routes, specific 

maintenance needed to be done routinely on all pieces of machinery, after so many 

hours of use. For the deck officers docking a vessel in adverse conditions was always 

challenging, though a pilot was generally in command of the operations. All deck 

officers did have specific assignments. This technical knowledge came with 

experience, and performing numerous procedures ensured the safe operation of both 

the engine and deck elements.  

Participant A stated, “ I liked what I did, but I hated the people I had to deal with, 

mostly because I was the youngest person by over 15 years, which even though half of 
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the guys acted like they were younger than me, there was a clear age difference.” 

Participant C started, “I had more trouble with the fact that I was 22 years old than 

that I was a female because a lot of men had children my age. They would just kind of 

blow me off because I was a young person.” 

Conveyed in the Literature Review women and men who attempt to enter fields 

typically dominated by the other gender frequently encounter stereotypes, prejudice, 

or discrimination (Eagly & Koenig, 2008; Evan & Frank, 2003; and Rudyk, 2010). 

Eagly and Carli (2007). Also conveyed in chapter 2, being competent is seen as a 

desirable trait. However, due to gender bias and the way it may influence work 

performance, being competent for a female with a designated license does not ensure a 

woman will be accepted as well as an equally performing male in terms of 

competency (Acker, 1992; Barratt et al., 2014). 

Only Female Officer 
 

Of equal importance was the common theme of being the only female officer on 

the entire vessel or in a particular department. Six of the nine participants referenced 

this theme. Participant E stated, “I joined the ship in South Korea. It definitely was a 

learning curve, so having no females onboard for sort of a mentorship, somebody to 

kind of reach out to on different aspects of sailing for your first time was difficult.”  

Silva (2008) commented that females performing tasks traditionally seen as men’s 

work often felt they had to constantly prove they were capable. Participant G talked 

about how she felt that women onboard vessels or shoreside have to continually prove 

themselves. Participant G talked about this when she stated, 

I do understand that I work in a very male-dominated world, both landside and 
shoreside; or landside and off shore; but I feel like I have to prove myself 
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every time. I feel like it’s not that way with men. They feel they can come in 
[be hired], and I say, hey, I’m this new person. The guys five minutes later say 
he’s a great guy. I feel like it’s not like that when a girl comes into this type of 
workplace. They just say she’s alright and find fault with everything. I don’t 
think that’s right.  
 

This statement from her ties into what Silva (2008) had indicated in his study on how 

women felt with men in the workplace. Even participant I had to work with a trainer to 

make sure she could meet the physical performance testing. Participant I stated that 

she was the only female officer on one of the rigs, “I worked with a trainer for part of 

the summer to ensure I would be able to pass my physical test. I was held to the same 

standard as the guys.” She realized this was a safety standard and thoroughly agreed 

that she should be capable of performing all the necessary maneuvering operations. 

For participant H she enjoyed being the only woman onboard her ship and the only 

American. “I felt empowered, and I felt like I was kind of leading the path for future 

women and Americans out in the foreign fleet. I was very proud of it.” This 

empowerment did come with learning to curb incidents of discrimination for being a 

female.  

Sexism 
 

Sexism means a prejudice or discrimination based on gender. Five of the 

interviewees focused on the issues surrounding sexism. Many of the women discussed 

having to learn how to handle uncomfortable situations or inappropriate language. 

Participant A commented that multiple guys did not understand the word no until she 

became angry and very mean saying what her meaning of no meant. She also was told 

on one of her ships that she was wasting her baby-making years being on the ship. 

Participant F chimed in that there was a retired chief engineer hired for shipyard work 
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that was very sexist. He would tell sex jokes all day long and make her feel really 

uncomfortable. For participant B she had to learn to handle and respond to rude 

comments made by men. One time when she came back up from the engine room after 

changing oil in the generator, a deckhand noticed she was servicing the generator. He 

asked do you service a deckhand too? Participant B had to learn how to shut down 

men when they were being obnoxious. “It takes a lot of trial and error and a lot of me 

feeling shitty about myself because someone had said something that was rude. They 

would not think much of me until I could demonstrate I was a competent engineer.”  

As Kanter (1977) and Acker (1992) convey in their studies a number of processes 

make it hard for women to enter, be accepted as full members, and advance in 

masculine occupations because they experience greater stress through discrimination 

and harassment. Research by Silva (2008) also grounds these findings. Participant I 

commented that some of the guys were really awful to her. She had a driller tell her 

that she needed a boob job and a change of careers. Participant I said it was just 

frustrating more than anything else. “People’s opinions don’t pay your bills.” She had 

other work crews that were phenomenal. They were accepting of her in her position, 

taught her everything she needed to know, and were glad whenever she rejoined their 

rig. Captain Deborah Dempsey, in her memoir and referenced in the literature review 

section, discussed both sexual discrimination and the hostilities she encountered in 

foreign ports by a woman in a position of authority. Some foreign workers refused to 

off-load the ship’s cargo in a timely manner for a female captain. Another time her 

vessel was under military charter. Her boss, State-side said, “If the Saudi pilot refuses 

to handle the ship because the master was a woman, I was to turn over command to 
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my chief mate. I told him I was not so sure I could do that” (Dempsey, 1998, p. 194). 

A British pilot handled the docking, thus avoiding any potential confrontation 

(Dempsey, 1998). Participant F, after she changed jobs to an Intercoastal Company, 

met a lot of retired men from the military and commented that the atmosphere was 

much better, for these individuals were used to working with women in the military as 

an equal. The older men were not as competitive or resentful of a female officer. 

Rank/ Hierarchal Structure 
 

Rank and a hierarchal structure were referenced in three sections of chapter 

two with specific references in the military, with law enforcement, and in leadership 

positions at the maritime academies. The interviewees were very familiar knowing 

chain of command and duty obligations. They all to varying degrees began at the 

bottom rung of the officer designation for the companies for whom they were hired. 

The issue of rank or a hierarchal structure on board vessels was a common experience 

noted specifically by five participants. Participant A commented about one specific 

Chief Engineer that she felt looked down on the Thirds, not as male or female, but as 

Thirds in general. This individual felt he was so much better, that others were beneath 

him. Participant A suggested that he was always fault-finding, always focusing on 

documenting all sorts of things, especially if something went wrong. No one felt safe 

working for this Chief because he went after lower ranking officers’ licenses. 

Participant A also encountered another Chief who would blow up at a Third just 

because the Second did not like him, even though the Third was a good engineer. That 

happened a lot as was noted by participant A, just on principle not work experience or 

skill. Mental toughness was needed, as was noted by Participant G. 
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An interesting concept was presented by participant I. To avoid gender issues, 

one drilling company decided to put together a women’s workforce. There were 

twelve women on this rig. The women were very happy, the ones that participant I 

knew. They all worked well together. There was minimal competition and no 

harassment. All were extremely competent. They loved having other women around; it 

was a really supportive community while working their particular shifts. This concept 

is similar to having same sex classes in STEM education, in an effort to retain the 

female population in science and engineering courses and avoid stereotyping threats. 

The research by Blickenstaff (2005) and Huston (2016) ground this belief. Workplace 

dynamics has the power to explain why some people choke under pressure, perform 

more poorly, and even momentarily become unable to decide anything (Huston, 

2016). People do not want to feel that every decision is being judged and scrutinized 

with someone else just waiting to prove them wrong, prove they are incapable and 

unable to meet the expectations (Krouse, 2012). 

Trust 
 
 Five participants commented on the lack of trust and extra scrutiny conveyed 

by the more senior officers towards those just coming on board. To a certain degree 

this was expected because each ship was different, and each chief or captain had his 

own way of running his department. (None of the participants experienced women in 

higher positions of authority than they were, so the masculine reference applied.) 

However, some Firsts were very willing to help the Thirds transition to learning all the 

systems and maintenance requirements, and others were not willing to assist or 

instruct. Some had integrity and others lied to hide any negligence, as reported by 
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Participants F and C. How people acted would directly relate to how much the 

participants learned. Trust is having confidence in or relying on the truthfulness or 

accuracy of a situation (Covey, 2004). Participant A commented that a Second with 

whom she worked would step in to help her and guide her through procedures she 

might not have experienced before because he wanted her to learn as much as 

possible. He trusted his workers; he wanted everyone to ask before problems 

developed and to work diligently on their work assignments. Other participants 

commented that there was a lack of trust until the newly hired individuals 

demonstrated aptitude and competency. Particularly noted by participant I, 

incompetence by a woman who was on board beforehand tainted the environment for 

all the women who followed. Participant I was constantly scrutinized for the tasks she 

oversaw, forcing her to prove and maintain her work to the highest standard. For many 

of the participants they said it was only when they held higher licenses that they were 

trusted for their skills and competence. Building workplace trust involves 

communication among all people and avoiding “office” /shipboard gossip. As 

participant A commented about the Second Engineer, he was consistent with his 

workers, praised their efforts when it was due, and invested in their development by 

sharing the information he knew. 

Licensed vs. Unlicensed 
 
  Five of the participants commented on the unwritten barriers that exist between 

the licensed officers and the unlicensed crew members. A licensed mariner is a sailor 

who holds a license from a maritime authority; for example, the US Coast Guard for 

Americans, to hold senior officer-level positions aboard container ships, cruise ships, 
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or other maritime vessels (US Coast Guard, 2019). Foreign officers would hold 

comparable Merchant Mariner documentation. Mariners that do not have an officer’s 

rating are referred to as unlicensed seamen. Unlicensed seamen must first meet 

minimum sea time requirements and take comprehensive US Coast Guard license 

exams or international mariner documentations in order to obtain a license as a pilot, 

deck officer, or engineer. Licensed officers are usually officers with significant 

experience. Unlicensed mariners or ordinary seamen serve as apprentices and perform 

duties assigned by the licensed officers. The officers ensure that the unlicensed crew 

members perform their duties. When the interviewees joined certain vessels, the 

unlicensed personnel were reluctant to take orders from a female when they 

considered themselves more proficient than the newly hired. As grounded in the 

literature review chapter, women who are placed in places that are hard to access and 

often of a transitory nature are often marginalized (Braun et al., 2015). Daily these 

newly assigned female officers need to be assertive. They had to put up with 

uncooperative crew members. Participant E commented that I did not speak up enough 

during this time. I learned from that and moved forward. Other participants 

commented that they had to share a room with someone from another department, 

frequently the steward department where a cook or cleaner would be a female, and 

they would share a cabin because there was limited berthing availability. With these 

non-licensed individuals, open dialogue and a support network for the female officer 

would be lacking. At times the unlicensed female would openly comment on the 

gossip occurring in the crew dining area. Another interviewee commented that there 

was discord on a vessel that was on loan to the military because several unlicensed 
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crew members wanted to fraternize with licensed officers. They were chatty and 

unprofessional. Participant D commented that there were five to six positions 

depending on the vessel that she was on that had unlicensed crew members. Many of 

the unlicensed crew members work on the ship at night. Not always are these 

unlicensed crew members from the United States and thus cultural differences 

frequently surfaced. “You do not know who you will be working with as the personnel 

changes out. It sucks for there’s a lot of animosity between licensed and unlicensed. It 

goes both ways regarding temperament and willingness to work.” For participant D, 

the day officers left assignment duties for the overnight crew; and at times, the work 

would not be completed in a timely manner. “Unlicensed crew resented working for a 

female.”  

Participant E stated that she did have a harassment claim filed against her. It 

was an unlicensed female that filed a complaint for not being put into a higher pay 

category. Some jobs have a higher pay based off additional endorsements, jobs that are 

performed beyond the assigned duties, for example, a crane operator. Participant E 

had asked this unlicensed female multiple weeks if she had her credentials, that she 

was all license-certified, to verify that she could do the work; and she never brought 

the credentials to her, so this officer did not put her on certain assignments and her pay 

was less. She knew she probably had the paperwork on board, but she wanted the 

documentation if something happened. The crew member filed a formal complaint 

which went nowhere because the officer was right. It was just one of those things that 

made life on board unpleasant. A communication line breakdown caused this 

particular issue. Participant E had gone to her multiple times, but she didn’t put the 
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effort in, so she didn’t get where she wanted to be. Finally she got all her paperwork to 

me, and we moved on. “It was just weird coming from another female. I learned there 

are distinct parameters to which officers must professionally adhere.” These 

participants learned from their experiences how to competently deal with difficult 

circumstances. 

Women Dynamics  
 

A rating of four under common experiences warrants a degree of investigation 

and is examined under the general heading of women dynamics. The researcher 

included this topic because it was a follow-up question that was asked of the 

participants. The culture of having women onboard varied greatly for the nine 

individuals who were interviewed. Most indicated that they enjoyed being the only 

female because there was less drama. When there were multiple females working in 

various departments, it totally depended on how the Captain ran the ship, the respect 

that was given to both the officers and crew, and the duration of the voyage. On one 

ship it was a lot worse because there was drama all the time. Two of the females and 

another person could not get along. For others, several of the participants felt like they 

were the token female which added stress because they believed that they had to be 

skilled and proficient in all tasks asked to be accomplished. Participant E stated that it 

was harder when she was new and lacked confidence in herself. “It was especially 

hard when you were brand new and facing muddy waters with the Captain voicing 

negative comments” (Participant E). It was his first time having a woman on board, 

and he disliked all newly hired officers; but he took it out on her being a female. 

Frequently he said that women do not belong on ships. As was examined in the 
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literature review section, outperforming was seen as essential to achieving the respect 

of male colleagues (Silva, 2008). The company for whom Participant E worked had 

very few female captains. On all her assignments she was the highest-ranking female 

officer. You never really had somebody that you could look up to, observe her style, 

and gain a feminine perspective.  

After asking the women to talk about the dynamics on board the various 

vessels on which they worked, this researcher was totally surprised by their collective 

answers. It was expected that the dialogue would relate to working in a male-dominant 

work force, but it was not working with men that was the primary issue, it was the 

discord and gossip that surrounded working with other females. Sometimes it was 

because the other females were unlicensed crew, and they were not in a position of 

authority to develop a friendship or to answer questions. There were no secrets on 

ships, so it was best to remain silent about most concerns. Sometimes it was the 

female officers, Third Mates or Third Engineers in particular, who were onboard 

before the participants arrived that tarnished the environment for themselves. An 

earlier Third either did not show competency, or she was sleeping around and the men 

did the more challenging tasks for her. When several of the participants joined their 

ships, several of the men felt they could have the same benefits. Participant E stated 

that with increased time and rank, I was a lot more independent, much more like I 

could face confrontations with officers and crew, with men and women when they 

happened. Having females onboard was not always a negative experience. Participant 

E did state that she had a few women with whom she sailed that she had a wonderful 

time with them. Drawing from the literature review, Levine (1991) discusses the 
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benefits of creating workplace networking opportunities by means of support groups 

to allow women the opportunity to ventilate emotions, validate experiences, and solve 

organization-related problems. Men tended to be harsh of voice and be over it quickly 

while females tended to hold a grudge for many days or for the remainder of the 

voyage. The patterns that emerged in the workplace were being in the minority and 

being new to the position and/or the ship rather than totally a gender issue. 

Advancement; Increased Ranking 
 
 There were a number of catalysts that aided in participants’ professional 

advancement. Promotion, as the maritime officers indicated, was becoming more 

qualified either through certifications, rankings, and endorsements or by means of US 

Coast Guard licensure. Professional advancement, the researcher found out, implies 

that a more senior management individual recognizes a subordinate and advances him 

or her from an entry-level job to a management position within the same related field 

(Gino, Wilmuth, & Brooks, 2015). It is not licensed dependent. Promotion is also used 

in education to denote moving to an upper grade level. The participants indicated that 

companies wanted to retain their most senior officers, for it was very difficult to hire 

qualified, new people. There were not enough First Engineers, First Mates, Chiefs or 

Captains still sailing, so companies looked to hold on to the competent officers they 

had. Shoreside management would have a list of qualified officers to which they 

would offer positions. The lowest officer ratings were jobs that were posted in union 

halls, or they were jobs geared to the recent graduates of maritime schools just 

entering the job market. Several of the participants indicated that their current jobs 

were obtained from the suggestion of people they knew within the industry. The 
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individuals this researcher interviewed revealed that family support, job freedom, and 

working with experienced people were key catalysts that motivated them to remain 

through difficult assignments to advance within this field of work. 

Advancement 
Family Support 
 

Participant H commented that her family was very supportive. She could 

message her family while she was in foreign ports and that allowed her to discuss her 

concerns and to share her positive shoreside experiences. Participant B stated that she 

had to get on the phone and call her mother. She said this guy just said that (a 

derogatory comment). “And my dear mother, who’s wonderful in dealing with 

situations like that, gave me some pointers on how I should respond to the situation 

the next time” (Participant B).  Participant F stated that her family was the support 

network, particularly her father who worked on ships. He knew about the shipping 

industry in general. When Participant F would call home really upset, he would say 

everything is going to get better from here; “Just look at it like that, put up with it for a 

while and see if it gets better, and more likely it will” (Participant F). This participant 

also talked about her school shipmates, her sailing family. “There were a few women 

who graduated with me or who graduated right before me that were out there working. 

Even though I didn’t have a direct connection with them to get any moral support, I 

felt like I had what it took to do the job” (Participant F). 

Participant I commented that having a supportive partner definitely helped. 

Both of them shared some sea time together and definitely vacation time together. 

This reminded this researcher about a pioneering woman, Carlia Westcott, who 

received her license as a marine engineer in 1922, so she could work on a tugboat in 
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the Puget Sound alongside her husband, thus eliminating long periods of separation. 

Most of the participants commented that a good support network was essential to 

moving forward. The support network included family, friends, and a working team 

atmosphere. This support included shipmates from the various academies with whom 

the participants sailed. Participant A stated, “A lot of friends I met at Maritime; I see 

them all over the world and that helps- just seeing someone you know makes your 

day. Also, I have D and E (two people). They call whenever I’m stressed and chat. 

They have been there and get it.” Networking organizations also provide support from 

the international organizations of WISTA and IMO to U.S. based societies like 

Women on the Water, Women Offshore, and company specific human resource 

departments. 

Job Freedom 
 

Participant I loved what she was doing, loved working 21 days on and 21 days 

off when she was working deep water rigs. She had the flexible schedule she desired.  

With the flexible time off, there was the time to rest and to clear the mind. 

Advancement came as a result of job competency and the various responsibilities she 

took on. She advanced because she said yes to every opportunity that came her way.  

Participant H loved working independently and of being out on the water. 

There was both the challenge of keeping everything running and the gratification of 

repairing what needed to be repaired. Most of the participants could not see 

themselves sitting behind a desk in an office, seeing the same cubicle walls and doing 

the same job repetitively. They had the ability to problem solve and were ready for the 
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challenge of the day. As the participants advanced, they learned to advocate for 

themselves and had increased self-esteem as their experience increased. 

Participant A loved being able to travel. She has seen a lot of the world doing 

it. She has met a lot of different people and has learned different things from them. 

“I’ve been fortunate where I’ve seen all different types of plant structures and different 

people and how they act. I’ve been lucky I don’t have to stay on the same type of ship, 

and that’s why I stayed to advance” (Participant A). 

Participant C loved the job flexibility, of being busy when in port and having 

more freedom to set her 40 hours at sea. She was more a morning person and enjoyed 

being in the engine room before the scheduled days’ events got underway. This way 

she felt awake and in control to handle the unexpected. 

Working with Experienced People 
 

 The participants recognized that different ships and different platforms all 

involved expansive learning opportunities; and as they gained more skill and 

competence, they were rewarded with being assigned to newer vessels, a more stable 

or permanent job placement, and increased pay due to higher licensure. Advancement 

occurred when officers had the appropriate number of days at sea to acquire additional 

endorsements, and there was an opening for that particular officer position. Just 

because an officer held a certain license did not automatically mean that he/she sailed 

“on that license.” A number of times a First Engineer might sail as a Second because 

that was where the opening was or that person preferred the tasks that were broken 

down on that vessel for that position. (For example, the Third Engineer is generally in 

charge of electrical, the Second Engineer is in charge of the boilers or the diesels, the 
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First Engineer is in charge of the overall running of the engine room, and the Chief 

Engineer is the supervisor of all the engineers, responsible for the paperwork and 

communicating with the Captain and the company office. On the deck side, their 

duties are divided among navigation, cargo loading and unloading, and 

personnel/crew. 

Levine (1991) and Baldwin (1995) recommended that talented enlisted 

women/ officers should be targeted early in their careers to advance to the higher 

ranks and to pursue the technical training that is required for organizational success. 

Participant I commented that after graduation she enrolled in what was called the 

engineer training program. The goal of the program was to get graduates on the 

offshore drilling rigs, working in a variety of positions; drilling positions, maintenance 

positions like barge engineer, offshore installation manager positions, a number of 

jobs specific to this industry, so one works through the role then comes into the office 

and works with different management teams there. “You get a really good ground 

level view of the business and then eventually move into a management role 

shoreside” (Participant I). Several women enrolled in the program with a number of 

men; but unfortunately, she was the only woman to compete the full program. Her 

motivation was the extended learning opportunities and the technical challenges that 

came with the various work assignments. She commented several times she 

considered herself a pioneer, setting the bar for women to follow, a role-model of 

sorts.  

Participant B commented that she would have liked to have had more women 

as role models early in her career. “I feel it would have been helpful to have known an 



LICENSED-TRACKED FEMALE GRADUATES 
 

134 

older woman that was doing the same type of work in the industry, someone I could 

tell my problems and get feedback without feeling like it would affect my job with that 

company” (Participant B). From the literature review section Morganson, Jones and 

Major (2010) point out that women tend to look to others for emotional support as a 

way of dealing with challenges and seeking aid from others. With more and more 

ships having internet capabilities, it is now possible to network with other women 

residing all over the world, a mentorship relationship with others performing similar 

jobs, to suggest how to handle certain situations or how to solve problems before they 

escalate. Simple advice might include not wearing perfume or jewelry and always 

insisting that coworkers knock before entering berthing quarters. With increased 

collaboration among women, there is the potential to become more aware of potential 

blind-spots and to have an arsenal of possible solutions. Formal mentorship programs 

have traditionally fallen flat; however, as these women’s experiences demonstrate, 

informal and organically developed relationships remain vital and must be 

acknowledge and accommodated (not necessarily authorized or formalized). This 

authenticity promotes longer term relationship and provides the trust that is missing 

from more formal structures. As the literature supports through such authors as Kram 

(1985) and Ragins (1999), protégés of informal mentors viewed their mentoring 

relationships as more effective and relevant to the needs of individuals who cannot 

find a mentor within their organization or who cannot organize physical meetings on a 

regular basis. It is ideal for people in the maritime trades, moving in a global 

environment.  
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One participant commented that while she had found her male classmates 

supportive during her years at an east coast academy, she discovered that this would 

not always be the case, especially if she was the only woman onboard, which she often 

was. She noted that scuttlebutt needed to fall on deaf ears, that she had to work hard, 

maintain her resolve, keep her sense of humor and obtain her second’s license as soon 

as possible to advance. Advancement involved being at sea for at least 100 days 365 

days to upgrade, as well as being mentally tough. All the participants were firm 

believers that everyone should be treated with respect and dignity onboard a vessel, 

and stepping onboard with that mindset has allowed them to focus on their jobs. 

Assuming that an individual will be treated differently for being a female is not a 

positive way to join a vessel; remaining confident in one’s abilities and training is 

crucial for moving forward. One of the most important leadership qualities is the 

ability to listen. “Everyone has valuable input and unique experiences that can shed 

light on new situations” (Participant I). 

Summary 
 

Of the participants interviewed, only three remain permanently sailing. Most 

sailed between three to five years, with enough sea time to upgrade their licenses or to 

add specific endorsements. Two participants are currently combining sailing with 

shoreside assignments. Four women have totally left sailing to pursue shoreside 

employment, three in maritime-related fields and one in the science/pharmaceutical 

domain. The participants were very willing to share their lived experiences with this 

researcher. They all agreed that the maritime industry is undergoing major changes 

with the decline of US flagged vessels, and foreign shipping companies carrying 
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officers and crew for less cost. That has had the most impact on United States 

employment opportunities and of officers advancing to Masters and Chief Engineers. 

Technological advances have provided another layer of safety on the vessels but has 

contributed to less human manpower. Technological advances have removed the 

isolation of being at sea and have allowed almost immediate communication with 

shore personnel and with families. These advances and legislation have improved both 

morale as well as accountability.  

The role of the maritime universities, mentioned by four of the participants, 

needs to be more aggressive in better preparing graduates for changing job 

assignments and expectations. The interaction between upper class cadets and officers 

on the various US flagged ships and rigs needs to occur more frequently than just 

during commercial shipping internships. None of the participants had any regrets 

regarding their career choices. They did not mind men and women taking the exact 

same classes and having the same physical training expectations. Mentioned earlier, a 

participant noted that being able to perform all tasks well led to a safer environment. 

The participants did not mind relocating for a job or for being away for extended 

periods of time until other people; a spouse, child, or partner, entered the picture. They 

all felt that sailing forced them to understand themselves better, to become more 

mentally tough, to gain in their ability to stand up for themselves and to have both 

confidence and determination in seeing tasks done both safely and effectively. Most 

enjoyed being the only female onboard. They indicated that being in the minority 

while at school better prepared them for being in the minority onboard a vessel. 

Overall, the subjects talked in a limited way directly about their academy experiences 
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or academic requirements. Research by others in the future may more thoroughly 

address whether having greater diversity within a working group or class population 

can increase productivity and inclusiveness in the workforce.     

It was interesting to note that most participants felt they needed to become less 

compassionate while at work. Resilience, the capacity to recover quickly from 

difficulties, was more advantageous when dealing with a range of issues from task 

completion to personnel concerns. All of the women knew they had to handle sexist 

comments and possibly sexual harassment. They commented that these threats 

diminished as they advanced in licensure and proved their competency as well as with 

increased directives and compliance rulings coming down from the company and 

Federal agencies. They knew they needed to remain positive to promote trust among 

their coworkers while they each continued to grow as young industry leaders. 

How may the common lived experience of these females be better understood 

and acknowledged? First, their experiences need to be recognized by those in positions 

of authority, and their voices need to be heard. Being a female in the environment they 

are in, people typically do not care and believe in time, they will leave. This mentality 

about quitting or being less capable, the women expressed, needs to change. Women 

officers and mariners are very competent and capable. The women all overcame 

various degrees of resentment and crude language to accomplish the jobs they were 

assigned and to advance professionally on their licenses. Most of their detractors 

became their supporters over time. Safely and efficiently they learned all that they 

could learn to feel competent in the tasks asked of them. They were proud of who they 

were and of the careers they had chosen. They emphasized it was important not to be 
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intimidated and to pursue your own passions in life. Second, they stressed the 

importance of making connections, make your mark, and learn everything possible. 

Women often have a unique way of approaching problems and troubleshooting. They 

felt they were better understood when their opinions were not ignored and they were 

respected for the knowledge they offered. They want the workplace to be gender-

neutral, safe and efficient.  
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Chapter 5 – Conclusions and Suggestions for Further Research 
 

Interviews representing lived experiences of female seafarers’ provided the 

basis for this research and an authentic voice regarding the professional life of these 

female officers working on coastal and sea-going vessels. The principal research 

questions were: 1) How have females from an east coast maritime academy been able 

to advance professionally within the maritime workforce? 2) How may the common 

lived experiences of these females be better understood and acknowledged? This study 

answered the two research questions using a hermeneutic lens to interpret the 

phenomenon of the female seafarers common lived experiences. 

The subjects were selected from a random sample of Marine Engineering and 

Marine Transportation female officers, graduates from 2006 to 2016, who have 

experienced the phenomenon of being employed in the maritime trades and who have 

sailed on various United States Coast Guard licenses. This study develops a composite 

description of the experience the female officers encountered and describes what they 

experienced onboard and how they responded to pivotal circumstances. The women 

under study are proud of who they are and of the careers they chose. Most of the 

participants sailed between three to five years, with enough sea time to upgrade their 

licenses or to add specific endorsements. They emphasized it was important not to be 

intimidated and to pursue professional lives that suited their own needs. Additionally, 

they stressed the importance of making connections, learning, and leadership.  

Support Network 
 

A strong support network, as discussed in Chapter 4 and referenced by 

participant B regarding her mother giving her pointers on how she should respond to 
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difficult personnel situations, allowed the women to weather difficult times and to 

advance professionally early in their on-board experiences. Participant H commented 

that her family was very supportive. She could message her family while she was in 

foreign ports and that allowed her to discuss her concerns/frustrations and to share her 

experiences. Participant F stated that her family was also her support network, 

particularly her father who worked on ships and knew about the shipping industry in 

general.  Participant D commented that it was her friends and several women’s 

organizations like Women Offshore, Women on the Water (WOW) and the Women’s 

International Shipping and Trading Association (WISTA) that provided an avenue and 

sounding board to voice concerns about shipping, provided encouragement to remain 

on the job and offered career advice, which helped professionally. The organizations 

provided a supportive, skilled, and welcoming “sea-going” community, which is based 

on respect and positive channels of communication. Moving beyond the supporting 

cast, the participants’ stories were about their successes, freedom, independence and 

self-determination, safety, autonomy, a full life, and, ultimately, their happiness. 

Successes 
 

 All the women commented positively that experience at sea was something that 

helped them grown and learn. Some challenges were similar for everyone. As stated in 

chapter 4, five of the interviewees focused on the issues related to gender. Many of the 

women discussed having to learn how to handle challenges to their authority, 

uncomfortable situations or inappropriate language. Other challenges involved being 

the only female licensed officer onboard and having to work closely with unlicensed 

crew members. Six of the nine participants mentioned being the only female officer on 
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an entire vessel or in a particular department. In the literature review, Silva (2008) 

commented that females performing tasks traditionally seen as men’s work often felt 

they had to constantly prove they were capable. Participant G talked about how she 

felt that women onboard vessels or shoreside have to continually prove themselves 

well beyond initial employment. Success comes over time, with experience building 

confidence and with occasional reinforcement.  

The study did speak to several specific aptitudes that sustained these officers. 

The competencies that mattered most were not engine or deck specific skills. Every 

ship had its own procedures to follow, specific ways jobs needed to be completed. 

These women were skilled at adapting not simply because of experience with 

challenges to their gender, but also because of their academy preparation and 

experience. These women attributed their success in part to the training instilled while 

being undergraduates. Their education included extensive STEM coursework as well 

as preparation to be leaders of others on the undergraduate level. The women reported 

that problem-solving was also key to their eventual success. They appear motivated, in 

part, by passion for the occupation they had chosen and dedication to the profession 

and job at hand. They realized that to succeed, they would need to learn and practice 

strategies that would work for them. Participant I commented that she was given a job 

offer where she would learn about every position out there: “It was an opportunity to 

learn different skills and to be competent in all aspects of the dredging industry” 

(Participant I). Participant B remarked that it was nice when a First Mate commented, 

“You are one of the most competent women I know” (Participant B).  Success came 

from being opportunistic and willing to learn. Being opportunistic implied not shying 
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away from doing tasks that had not been assigned before and offering assistance when 

another pair of hands or viewpoint was needed to work through a major project.  

Freedom 
 

Freedom to work according to one’s own schedule was attractive to all the 

participants. Some sea jobs were for short duration while at other times, the women 

were gone for up to twelve months at a time. Flexible and variable working hours also 

implied a certain measure of freedom because vacation time varied. Participant F 

commented, “I work eight days on, six days off; that’s 12 days off every month. 

That’s a lot more days than most people get, so I’m pretty happy where I am.” 

There was an indication that operating back and forth between two 

organizational structures, the military and the civilian, might be instructive and could 

help navigate both environments better. Women who shared job responsibilities with 

retired military personnel found that more experienced officers and crew were more 

understanding and trusting of female officers. Some of the women were given and 

appreciated more freedom to accomplish work without someone providing direct 

supervision. This benefit of professional rank, autonomy and respect allowed 

individuals to perform better the jobs they had been tasked to accomplish. In addition, 

some reported enjoying the freedom to change ships because industry allowed them 

this privilege when on ships operated by the same company or when they had to shift 

from west coast to east coast runs if a spouse changed jobs. Participant B commented 

that it was easy for her to fly in and out of a different airport rather than to look for 

another job when her husband’s job required a change in base location. 
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This research demonstrates some new understandings of how women have 

fared in the maritime profession. They all felt equally as capable as men in performing 

the responsibilities of their positions. Participants B, C and I strongly felt that 

women’s contributions must not be flattened or marginalized. Equal opportunity, 

ambition, and education all work together as change agents.  

Independence and Self-determination 
 

The women prided themselves on being independent both professionally and 

financially. Participant B commented that her husband supported her career decisions. 

Participant C stated, “I am wearing many different hats which I am enjoying” 

(Participant C). Continuing, “Basically, I created my own role because this position 

was not even written up. It is a senior engineer’s role, and I love it” (Participant C). 

This study addresses how women have been able to advance professionally. They 

remained employed long enough to upgrade their licenses, as is stipulated by the codes 

of the United States Coast Guard. They all shared that compensation was excellent, 

and they all had a “love of the sea” that drew them back to being on the water. The 

women performed the same work as the men, and they accomplished their work in a 

safe and efficient manner. Those who did their jobs well earned respect, additional 

responsibilities, and promotion if available. Participant D stated that she enjoyed the 

independence that came with taking part in the delivery of a new ship. She was on that 

vessel for almost two years, from the shipyard through sea trials, to delivery and 

commissioning. 

Four of the women interviewed stated that as they moved into their thirties, 

greater flexibility in the duration of time at sea was a priority. They were in agreement 
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that concerns with starting a family and being able to fully commit to the job required 

careful planning, as Participant B reflected. She was able to partner with her husband 

so he was home when she was at sea and vice-versa when his job demanded time 

away. This research only touched on social role theory about perceived 

incompatibility of a career and family concerns and how that has traditionally 

impacted women more than men. As noted in the literature review, Eagly and Steffen 

(1984) suggest that motherhood in particular has a negative impact on the evaluation 

of female employees and applicants. Their study indicated that employment decisions 

in a blue-collar context favors men, men who have remained actively employed longer 

than females and are more than likely to remain working within the organization. 

Continuity of employment is often more often scrutinized for women (Eagly and 

Steffen, 1984). Participant B commented that her company did not have pregnancy or 

family leave sections built into their existing health care policies when she first began 

work. Companies will need to address these issues as experienced women remain 

within the industry to pursue their careers as well as to adopt or raise a family.  

Safety 
 

Three safety change recommendations emerged from analyzing the 

participants interviews. Improvements to the physical environment go a long way to 

reducing stress. Women should have separate racks/berthing compartments, not shared 

with men, where they may shower and change after a work shift and sleep and not feel 

threatened by an intruder. Participant H had a guy try to get into her rack at four in the 

morning, and Participant F commented on the lack of facilities available while doing 
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shipyard work. The men could shower and change before leaving the yard while there 

were no facilities available for other temporary workers or for women.  

For long stretches at sea, women commented on necessary medical supplies 

different than what men required that would be difficult to procure. As noted in 

chapter 2, women can feel compromised if their concerns are discussed in front of 

higher-ranking officers (Thomas, 2003). There may be limited or no medical 

personnel onboard vessels, and the time to reach hospitals or urgent care facilities 

often prohibitive when at sea. Medical care aboard cargo vessels is generally provided 

by deck officers, who are responsible for providing advice and medical treatment to 

seafarers on board. The International Maritime Organization is working to establish 

guidelines and recommendations for cruise ship companies operating globally with 

foreign and American officers and crews. Health care remains an important issue for 

all crew, and specific accommodations for women still need additional attention at the 

fleet level. 

 Women who were most comfortable in their initial sea jobs stated they 

participated in pre-assignment training before being placed on their first vessel. 

Participant H was in training for a couple of months before she joined her vessel. She 

was the only female on board and the only American. She felt the training was 

essential to understanding the challenges related to being on a ship principally 

operating in the Far East with a foreign crew. Participant H also went on to say how 

the initial training helped her to work for this company for three years. Most of those 

interviewed stressed that training should occur for all newly hired personnel where 

proper safety procedures can be covered for all and where company expectations and 
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regulations would be explained so that everyone was accountable. Most companies did 

not invest time and expense for employees who were hired on a temporary basis or 

who worked out of a union hall, and thus their safety, health and welfare was less 

secure and appeared less important to management. Litigation has now motivated 

companies to be more pro-active in terms of providing guidelines for proper training 

and safety protocols. 

Autonomy 
 

The women officers believed they had the freedom of rank to perform the tasks 

affiliated with their specific job descriptions if given the respect and latitude 

necessary. As stated in Chapter 4, they learned to advocate for themselves and had 

increased self-esteem as their experience increased. They did indicate that a degree of 

firmness was necessary to ensure jobs were done in a safe and timely manner. Initial 

hostility, which might have been shown when they were first on a vessel with an all-

male complement eventually gave way to acceptance and respect as both men and 

women worked side-by-side as and with officers and foremen.  

In the literature review, Albert Bandura (1977) found that people who believed 

they could overcome their phobias were more likely to do so. Witnessing other people 

successfully completing a task reinforces a belief that the observer also has the 

capability to succeed. Getting verbal encouragement from others helps people 

overcome self-doubt and focus on applying their best effort to the task at hand 

(Bandura, 1986). The data did indicate that empowering women slowly undermined 

the traditional privilege of male dominance and ideology. Participant E stated, “I 

learned from experience; and with increased time and rank, I was a lot more 
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independent, more like I could face confrontations when they happened” (Participant 

E). Several women indicated that the higher in the chain of command, the fewer 

women found. Positions at the top, ship master or chief engineer, were very limited. 

Participant F stated that she has been sailing as Chief Engineer on a small vessel for 

about two and a half years: “In order for me to get my unlimited Chief license, I would 

need to go back to a larger vessel in the fleet and get like another 43 sea days, then 

submit paperwork to the Coast Guard to get my unlimited Chief’s license for motor 

and wait until a position opened up to sail on that license” (Participant F). Projecting 

into the future, the overall benefit of having more women within the maritime industry 

will be an increased pool of skilled and qualified officers and workers more evenly 

distributed throughout the ranks. This increase in role models increases support 

options for new women entering the field.  

A Full Life 
 
 All the women commented that sailing and seeing the world were awesome for 

a period of time. Participant B stated, “I really, really love going out to sea; it is 

something new and different every day. There’s always a challenge to it and when you 

finally master whatever vessel you’re on, it’s almost easy” (Participant B). Participant 

G commented, “With engineering there’s no gratification unless something seriously 

breaks and you fix it! All the education and training pays off; however, that doesn’t 

happen very often” (Participant G). What is the most rewarding, commented 

Participant G, is that work is never dull, not like working in an office cubicle. For 

Participant E, she met her husband while sailing. It was the best of times because they 

could work and travel together throughout the world. “Not always were we on the 
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same ship; and if we weren’t, we would try to meet up and be together for vacation 

time. We could talk the same language and that helped our relationship remain strong” 

(Participant E). 

 The work fulfilled childhood dreams for many of the women. Participant I 

said, “I wanted to go offshore since I was 19 years old; I have been happy every day 

basically doing what I wanted to do, something new, an opportunity to learn different 

skills” (Participant I). For Participant D happiness meant making great money and also 

traveling: “I always wanted to travel my whole life. I have been to all sorts of different 

countries in the last five years” (Participant D). She continued, “I have enjoyed my 

time off though, two or three months at a time, instead of three weeks with most 

companies (Participant D). Participant D was happy that she could spend quality time 

away from work while keeping a position to which she could return. Participant F was 

happy that she was able to meet a lot of nice people. The maritime industry is an 

industry where officers encounter a number of other maritime officers. Through 

mutual connections there is a close seafaring network, people who are very supportive 

of others the longer one is shipping and respected by colleagues.  

Recommendations 
 

There is a learning curve for all young adults as they enter the work force, and 

this field of work is no exception. Seasoned workers often forget about the trials of 

learning a trade or downplay them, as sometimes women have done, either because 

they are not heard or they are themselves modest about their own accomplishments. 

Senior officers need to be willing to accept and mentor all officers, regardless of any 

gender or perceived difference. Only in this way can the profession take full advantage 



LICENSED-TRACKED FEMALE GRADUATES 
 

149 

of the expertise that exists in the entire, diversity of the workforce. The experience of 

these women fills a blindspot for men who traditionally lead these units and 

organizations. When the men actively seek out this perspective, they will make better 

decisions and strengthen their effectiveness. The experiences of these women prove 

false the myth that women are not competent in general and in specific to handle the 

heavy machinery or dirty work required in some aspects of maritime service. 

Competence comes with experience. Understanding and proficiency come with time. 

Remaining focused on the positive aspects of all work--whether leading, working in 

the engine room, or navigating the waterways--will enable women to advance their 

license rating and gain both self-confidence and respect in the industry. Having the 

women tell their stories can encourage others to stick to ambitious careers; careers that 

may take patience, include potential setbacks, and require careful planning. 

Academy Experiences 
 

The participants talked in a very limited way directly about their academy 

experiences. “I had eighty classes of stuff I never use. Instead of spending so much 

time studying for mechanics and strength, I could have been tearing apart more 

engines, learning more hands-on skills. I recommend more lab time” (Participant A). 

Another subject stated that one academy needed to hire more women as professors: “I 

didn’t really have many women role models that I could pick up the phone and touch 

base with someone who might have been in the same position I was in” (Participant 

B). Continuing, “I think it is important to have those kind of partnerships, especially as 

a woman, as a minority in the maritime industry. That is part of the reason I wanted to 

teach, to fill that role for other young women” (Participant B). All the marine 
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engineering participants commented that there was a diverse group of math teachers, 

English teachers, and science professors, the more scholarly side of engineering; 

however, having more women in the hands-on professional side, faculty and staff with 

current Coast Guard licenses, would have made the experience better and made their 

education even more meaningful. Women Watch Engineers supervising cadets would 

have been beneficial as Participant B noted. Several of the participants, who left 

behind their sea-going careers after advancing professionally, have entered academy 

positions. They mentioned that they have attended conferences with cadets, joined 

networking opportunities through such organization as WISTA USA and have been 

available to offer encouragement and suggestions to recent graduates concerning their 

sea-going experiences and opportunities for advancement. 

The women did not speak to why the two initial maritime majors, Marine 

Engineering and Marine Transportation, are losing numbers to non-licensed majors. 

For a number of years additional career majors were not available to the cadets. 

Participant F stated, “I think the academy actually is worse than industry as far as the 

amount of verbal abuse stuff you have to listen to when you’re going to school there. 

It is probably worse because the men are younger and ‘high’ on testosterone” 

(Participant F). It would take collective brainstorming by the faculty, administration, 

and cadet representation to see what changes could be made to this culture. Is the 

male-dominant atmosphere still as strong as when the participant attended the 

academy? Further discussion on this topic is beyond the scope of this study. However, 

as in both education and industry, the underlying culture of the environs needs to be 

recognized and addressed to achieve positive outcomes. 
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Connections 
 
 This research indirectly relates to other organizations, branches of the military, 

and even global agencies (International Maritime Organization and World Maritime 

University). The interviews speak to educating and restructuring safe and efficient 

work environments, increasing minority and women populations in the various sectors 

of employment, improving avenues of collaboration, and redoubling efforts to redefine 

equality. Several key concerns include the need to reduce discrimination, the need to 

increase educational training for a diverse work force, and the need for legislation to 

eliminate unequal pay for women and minorities fulfilling the same officer or 

contracted duties.  

Though this research is limited and only focuses on one academy, it does 

indicate that women feel competent and skilled to be effective officers, employees, 

and leaders of their companies. They contributed materially and positively to the 

profession. The women felt empowered to make a difference. The image of women 

and minorities in leadership positions needs to be more visible. The women 

interviewed confirm the need for having equal access to both opportunities and 

training. Participant B and Participant I shared that as they moved from the ship to the 

office for a period of time, they brought with them suggestions to improve employee 

benefit packages and streamlining ship to shore procedures in light of increased 

security demands. They feel very committed in their leadership roles; they recognize 

that shipping is like shoreside businesses; they recognize that the profession is multi-

faceted and impacted by changes in technology, emerging skill sets, evolving laws, 

and human relationships.  
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The need for implementing change, particularly if significant costs are 

entailed, was referenced by Participant E who indicated that she could not wait for an 

opening to occur in her company to sail on her captain’s license. To advance 

professionally, Participants C and F sought employment with other companies. 

Industries, including the maritime trades, are examining their regulatory frameworks 

and the training and employment rights of their employees and their findings may 

further help the integration of women into shipboard communities. 

Trending Developments 
 

This research endeavored to inform and provide for future inquiry. Though this 

researcher does not have enough scholarly information to take a stand on future 

tendencies within the maritime industry, one participant had heard about a full woman 

crew with all the females assigned to one rig. Participant I suggested that a designated 

team of female officers might be a more cohesive unit than a random group of 

officers. More data needs to be forthcoming to weigh the advantages of an all-female 

team. Upon this researcher’s further inquiry, information emerged from the Maritime 

Executive, a daily maritime news source, stating that Celebrity Cruises employed the 

first all-female bridge team to coincide with International Women’s Day, March 8, 

2020, when the cruise ship Celebrity Edge sailed under the command of Captain Kate 

McCue, the first American cruise ship captain (Maritime Executive, 2019). Twenty-

six other female officers and females occupying managerial roles from 17 nations 

were on the billet (Maritime Executive, 2019). The women this researcher interviewed 

commented that they felt like they were pioneers, females breaking down stereotypes 

to accomplish their individual goals of working on the water. Many people are drawn 
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to be on the cutting edge of their companies, either implementing new techniques, 

introducing new pieces of technology, or performing tasks that were not open to 

women before. 

A second trending development is the increasing time and expense companies 

are devoting to systematically educate new hires Participant B indicated that while she 

worked out of the home office, she recommended protocols and policies that were 

working well such as safety guidelines, a more comprehensive benefit package, sick 

leave and health care options, technology training, and increased Human Relations 

team engagement. Participants B and I noted that there are many more contractors, 

offshore supply companies, and shipping companies that have policies that must be 

compatible across the industry to get shipping or maritime contract work. 

In addition the Merchant Marines might incorporate strategies that are now 

being employed in the other branches of the military and police/fire before 

deployment. Participants B and I who worked on the Gulf oil disasters suggested a 

system of “pre-deployment” training and support. More comprehensive deployment 

preparation for going to sea might include legal documentation like a Will/Durable 

Power of Attorney, banking and financial accounting, funding for unanticipated health 

care needs, and counseling services for the seafarer and family. Companies and senior 

officers might be encouraged to better ensure support to allow the families to function 

without the deployed/injured person for an extended period of time.  

Concluding Thoughts 
 

This study focused specifically on the lived experiences and the common 

themes that emerged from the professional careers of these women. This study did not 
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address retention directly. Research beyond the scope of the small number of women 

involved here might be required for that. All the women stated that lucrative pay kept 

them returning for additional assignments. Adequate compensation allowed the 

women to pay off college debt, purchase their own living accommodations, and have 

additional money needed to invest for their future retirement. The study confirmed the 

importance of financial benefits, travel opportunities, and job flexibility as desirable 

motivations for pursuing the engineering or navigation career pathways and that these 

advantages were worth the effort. The study did not deny the barriers already 

referenced in the literature such as feelings of isolation, a lack of self-confidence, 

being intimidated, and minimal shipboard support. The women interviewed confirmed 

the importance of having support such as another professional in the field, industry 

and government policy guidelines and reporting contacts, and opportunities for 

preliminary training before shipping out.  

Participants also confirmed the importance of upholding a professional 

environment. They experienced cases of unprofessional behavior throughout their 

organizations from the top down and all across. They agreed that training to prevent 

unprofessional behavior was a better approach than responding to an incident of 

harassment. This study did not address how an organization’s overall professionalism 

is raised through diversity, but this researcher submits that idea for further study. 

The study does not speak to or confirm the thesis that maritime academies need 

to improve assessment practices particularly in regard to license-tracked graduates. 

The general consensus is that networking organizations and conferences such as 

Women on the Water, Women in Maritime Leadership Conference, WISTA USA, and 



LICENSED-TRACKED FEMALE GRADUATES 
 

155 

Women Seafarers are a few of the suitable avenues to reach recent graduates and 

upper level license-tracked cadets with timely seminars, current trends, and keynote 

speeches by women maritime leaders to provide insight, answer questions, and address 

themes common to those employed or looking to be employed in the maritime trades. 

A number of topics would be apt for more in-depth research: how do educators 

and professionals support women moving forward by promoting equality for the 

betterment of the maritime industries? What measures might better support engine 

room engineering officers? How does the pioneering aspect of being in a minority 

motivate individuals to advance? What is the impact of having a significant 

other/spouse onboard? These are a few potential foci for research. What the 

participants shared only touched on the multi-faceted jobs that they performed, the 

people they encountered, and the vessels on which they sailed.  

This researcher gained a greater appreciation for all the participants achieved, 

and the positive in-roads they made to date in their chosen profession. They worked 

long hours for months at a time, navigating their own way, being compared to 

experienced officers on a variety of vessels and platforms, performing either 

engineering or navigational duties. By sharing their stories beyond close friends and 

families, the participants have been like artists, painting seascapes of life on the water. 

It has been exciting to capture their stories and to give voice to their experiences. It 

has been an honor to acknowledge their contributions to the industry. Their efforts 

may help those who follow reach their personal and career goals.  
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Appendix A – Preliminary Letter 
 
 

Date: 

Dear _______________________: 

My name is Katie McClellan’08. I would really like your help and 

participation in a study for my research as a doctoral student at Plymouth State 

University, Plymouth, NH. My dissertation is focusing on understanding how 

licensed-tracked female graduates from a maritime academy have advanced 

professionally. The experience each participant provides will be helpful in preparing 

the next generation of maritime graduates for their place in an ever-changing and 

global shipping environment.  

I am seeking a number of women to actively participate in this study. 

Interviews would preferably occur in-person but are also able to be conducted over the 

telephone. These insights may bring about constructive change and promote diversity 

in the work force, retention of highly trained employees, and increased productivity. 

Knowing the common threads and experiences may shed new knowledge. A more 

accurate accounting needs to occur, both to better prepare female graduates for 

industry and to better mentor companies and government agencies that hire academy 

graduates. I am excited that the knowledge gained will be used in my classes to assist 

students as well as to move the maritime community forward. This research may 

promote future inquiry and improved understanding of the profession.   

I will be happy to answer any questions or address any concerns you may have 

about this study. My email address is katherine.mcclellan@comcast.net and my phone 

number is 508-237-9561.My adviser is Dr. Elliott Gruner who may be emailed at 
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eggruner@plymouth.edu. This study has been approved by the Institutional Review 

Board at Plymouth State University. For further information regarding the review 

process or questions regarding your rights as a research participant, you may contact 

the Institutional Review Board at Plymouth State University. 

I hope that you can participate in this study! Thank you in advance! 

Katie 

Katherine M. McClellan 
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Appendix B – Informed Consent Form 
 
 

CONSENT TO PARTICIPATE 
 

VOLUNTARILY IN A RESEARCH INVESTIGATION 
 

PLYMOUTH STATE UNIVERSITY 
 

INVESTIGATOR(S) NAME: Katherine M. McClellan 

Credentials: Doctoral candidate, U.S. Coast Guard Second Engineer’s Unlimited Steam 

and Third Engineer unlimited Gas Turbine & Motor License, Massachusetts Third 

Engineer’s Stationary License, CAGS degree in Higher Education, M.S. degree in 

Facilities Management 

 

STUDY TITLE: A Qualitative Study on How Licensed-tracked Female Graduates 

from a Maritime Academy Have Advanced Professionally. 

 

PURPOSE OF THE STUDY 

The purpose of this research study is to ascertain how licensed-tracked female 

graduates from a maritime academy with majors in Marine Engineering and Marine 

Transportation have managed to overcome barriers and have advanced professionally 

in a male-dominated workforce. 

I am being asked to be a participant in the study because I have graduated from an east 

coast maritime academy with a degree in either Marine Engineering or Marine 

Transportation, holding a U.S. Coast Guard license, from 2006 through 2016, and have 

sailed or have worked shoreside to advance in a marine related job. 

 

DESCRIPTION OF THE STUDY 

This study is being undertaken to focus on the traits and attributes that have allowed 

some women to be successful working in a male-dominant profession and to advance 

and remain employed in the maritime trades. The experience each participant provides 

may be helpful in preparing future graduates of the academy as they face an ever-

changing and global shipping environment. 
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The amount of time required to participate in the study is approximately one hour of the 

participant’s time to complete the interview questions. 

  

There are no known costs involved with participating in this study. The study will be 

conducted in the northeast at a location designated by the participant and the interviewer 

if the participant is from the region or by computer-based technology if the participant 

resides outside the region or is on a vessel in port or shipyard. Each interview will be 

audio recorded. This practice will ensure that all conversations said will be preserved 

for analysis. 

 

RISKS AND DISCOMFORTS  

As a participant in this study, I may experience some discomfort if working conditions 

have been stressful. It is anticipated that both the interviewer and interviewee will 

candidly share the positive aspects of job advancement and describe where barriers exist 

so that change within the industry or within preparation for employment may occur. 

Names and companies will not be disclosed in order to protect the privacy and 

confidentiality of each participant. Locations and other details may be changed or not 

revealed to protect the participants or to protect others who are mentioned by the 

participant. 

 

BENEFITS  

There may be no direct benefits of participating in this study; however, the knowledge 

received may be of value to the investigator and preparation for marine engineering 

cadets. Course preparation, commercial sailing internships, and leadership objectives 

may be revised to include discussing strategies for effective management of those serving 

under an officer’s command, personnel sensitivities, and workplace cohesiveness. These 

insights may bring about constructive change and promote diversity in the work force, 

retention of highly trained employees, and increased productivity. 

 

ALTERNATIVE PROCEDURES 
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The alternative is to decline participation in the study. The interviewer will not disclose 

this information or if a reason is given.  

 

CONFIDENTIALITY 

All documents and information pertaining to this research study will be kept confidential 

in accordance with all applicable federal, state, and local laws and regulations. I 

understand that data generated by the study may be reviewed by Plymouth State 

University's Institutional Review Board, which is the committee responsible for ensuring 

my welfare and rights as a research participant, to assure proper conduct of the study and 

compliance with university regulations. If any presentations or publication result from 

this research, I will not be identified by name.  

 

The information collected during my participation in this study will be stored in a secure 

location for a minimum of three years following the completion of the study; and then 

all audio, data, and transcriptions will be erased. 

   

My confidentiality will be also protected by knowing that the information I provide will 

not be directly revealed to the Academy, to the union, or to companies for whom I have 

been employed. Information shared may be helpful for those who follow in this industry 

and to encourage others to pursue their dreams of working on the water. 

 

TERMINATION OF PARTICIPATION  

I may choose to withdraw from this study at any time and for any reason. If I choose to 

drop out of the study, I will contact the investigator and my research records will be 

destroyed. As indicated by exclusion criteria, the principal investigator may terminate the 

participation of the subject if the subject was a member of the Class of 2008, where 

researcher bias might affect the information provided. 

 

COMPENSATION 

I will not receive payment for being in this study. Participation in this study is strictly 

voluntary. There will be no cost to me for participating in this research. 
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INJURY COMPENSATION 

Neither Plymouth State University nor any government or other agency funding this 

research project will provide special services, free care, or compensation for any injuries 

resulting from this research. I understand that treatment for such injuries will be at my 

expense and/or paid through my medical plan. 

 

QUESTIONS  

All of my questions have been answered to my satisfaction and if I have further questions 

about this study, I may contact Katherine McClellan, at 508-237-9561. If I have any 

questions about the rights of research participants, I may call the Chairperson of the 

Plymouth State University’s Institutional Review Board. 

 

VOLUNTARY PARTICIPATION 

I understand that my participation in this study is entirely voluntary, and that refusal to 

participate will involve no penalty or loss of benefits to me. I am free to withdraw or 

refuse consent, or to discontinue my participation in this study at any time without 

penalty or consequence.  

 

I voluntarily give my consent to participate in this research study. I understand that I will 

be given a copy of this consent form. 

 
Signatures: 
 
________________________ 
Participant’s Name (Print) 
 
________________________    ____________ 
Participant ’s Signature     Date 
 
I, the undersigned, certify that to the best of my knowledge, the subject signing this 

consent form has had the study fully and carefully explained by me and have been given 

an opportunity to ask any questions regarding the nature, risks, and benefits of 

participation in this research study.  
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Katherine M. McClellan 
Investigator’s Name (Print)  
 
____________________________________________  _____________ 
Investigator’s Signature      Date 

 

Plymouth State University’s IRB has approved the solicitation of participants for the 

study until  

____________________________________________ 
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Appendix C – Demographic Survey 
 

Demographic Survey Questionnaire 
 

1. How long have you been sailing? 

2. What license do you currently hold? 

3. In what region of the United States do you live? 

4. How long have you been in your current job? 

5. What factors have kept you sailing or working shoreside? 

 

 

6. Have there been any company policies that have helped you? Please elaborate. 

 

 

7. Do you currently have a mentor or a role model? If so, is this person a male or 

a female? 

 

8. What do you see yourself doing in the next year or two? 
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Appendix D – Acceptance Letter 
 
Dear__________________________, 
 

Your name has been randomly drawn to actively participate in my doctoral 

research. Thank you so much for returning the demographic survey and for being 

willing to meet for the interview session or to be available for an hour’s phone 

conversation. I will be contacting you to set up a convenient day and time to conduct 

the session. It should consume no more than an hour of your time. 

There are no personally identifying components being asked, and all 

participation is strictly voluntary and anonymously coded. All responses will be kept 

entirely confidential, and information will be destroyed three years following the 

completion of the study as per federal guidelines. Your name was randomly drawn 

from a pool of potential candidates who graduated between the years of 2006 and 

2016 from a maritime academy. 

There is no compensation for participating in this study. There are minimal 

risks and costs, such as potential stress in engaging some questions and time to 

complete the interview. As an interviewee, you may discontinue the interview for any 

reason with no consequence at any time. Interviews will be approximately one hour in 

duration. Your opinions and insight will be of importance as there is very limited 

scholarly research in this area.  

I look forward to your responses and input at this stage of my research. Thank 

you in advance for your participation. 

Warm regards, 

Katie McClellan  
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Appendix E – Interview Questions 
 

INTERVIEW QUESTIONS 

 The interview questions for this research will begin with the following three 

broad-based questions. Beginning the interview with broad-based questions enables 

the participants to offer as much detail as possible to reconstruct their experience 

(Moustakas, 1994). 

1. Tell me as much as possible about your experiences professionally since 

you entered the workforce. 

2. Tell me what aspects of your job(s) have kept you pursuing this line of 

work to remain actively shipping or in a shoreside position. 

3. Tell me about the organizational culture throughout your workplace. 

Follow-up questions may be asked to clarify responses to the three central questions 

(Moustakas, 1994). All participants will have been asked to complete a brief survey in 

order to gather demographic data. The information provided may be used as follow-up 

questioning.  
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Appendix F – Interview Guidelines 
 

Interview Guidelines 

• Introduction 

My name is Katie McClellan. I am a doctoral student at Plymouth State 

University in Plymouth, NH. I am conducting this interview to understand how 

licensed-tracked women graduates from a maritime academy with either a Marine 

Engineering degree or a Marine Transportation degree have advanced professionally 

in a male-dominated workforce.  

There is no compensation for participating in this study. Every effort will be 

made to minimize sensitive issues that may arise. At any time during the interview, the 

session may draw to a close if you desire the process to end with no consequence. The 

interview session will take approximately one hour.  

• You will be given an alias as an identifying number to ensure that the 

results are completely anonymous. All names of companies and other 

identifying information will be changed to protect your privacy. Data 

will be stored in a secure location to the completion of the study, and 

then the material will be destroyed. All care will be taken to keep 

information from reaching the Cloud. 

• Do you agree to continue with this interview? 

• You will be tape recorded. 

• Your identity will not be shared the public or with anyone from a 

maritime academy.  



LICENSED-TRACKED FEMALE GRADUATES 
 

190 

• There will be from six to ten participants. Each participant will receive 

the same interview questions. You did not receive these questions 

ahead of time so as to ensure your spontaneous and unscripted 

responses. 

• Your responses reflect your own experiences. 

• Please feel free to elaborate on areas of particular interest or 

importance. 

• Are you ready to begin? 

• Do you have anything you would like to add or stress for the 

researcher’s benefit? 

• Thank you so much for taking this time to provide valuable information 

on how you have been able to advance since graduation in the maritime 

field.  

• Would you like feedback following the completion of this research? 
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Appendix G – Concluding Letter 
 

Concluding Letter 
 

Date: 
 
Dear _______________________________, 
 

Thank you so much for being willing to participate in my research study. The 

information you provided will greatly assist me in completing my research and in 

providing valuable insight into the maritime industry. 

Once the study is completed, if you would like, I would be more than willing 

to share the findings. All personal and identifying information will be changed or 

altered to protect the confidentiality of each participant. Recorded information will be 

stored in a secure and locked location and will be destroyed three years following the 

completion of the study. 

Again, thank you for volunteering your time for the interview and for the 

insights you have shared. I am excited that the knowledge gained will be used to assist 

the next generation of maritime graduates. 

Warm regards, 

 

Katie McClellan  
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