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FOREWORD

| consider it a great privilege to have recently joined the maritime industry, an industry which forms an
essential pillar in driving the global economy forward and an industry thatimproves the standands of living all
across the world.

Whit you will read in this publication is that while we are in an incredibly impertant and successful industry,
one that we should all be prowd to be 2 part of, we have 2 way to gowhen

it comes fo supporting gender diversity and indusion . Momentum iz increasing in the industry
which includes the formation of the All Aboard Alliance, a group of 31 companies who are committed to
increasing diversity, equity, and indusion throughout organisations across the sector both at sea and on
shiore.

Why iz D and | so imporiant?

Well, the research iz inarguable, organisations that get D and | right attract the best talent, are the maost
innovative and outperfiorm their competitors. But even puiting the business ase aside supporting D and |
should not require justification because it ic simply the right thing to do.

Az you read this edition, | would encourage you to spend time reflecting on the situations that are encountered
by some women seafarers. Comments that come from the marnitime industry such as, 1 have been told that
women are only meant for bed, bearing children and are not fit to work on ships” or*..._tried to hold me by the
waiztwhile | was filling the log book. When you read these comments pause and really think about the impact
it would have on the persan. And ask yourself how you would feel i it was your maother, your sister or your
daughter who waz in that situation. How would you want them to be trezted by their colleagues?

Finally, the mast important thing for us all to do is act - whether you are a captain, officer, manager or
employee - think about what you an do to leverage the full diversity of your team, oreate a woricplace which
iz inclusive and where everyone feels safe.

* Baing aware of your biases
* Acting - if you see someone being treated poorly
* And simply treating others how you want to be treated

Actiong like these will drive positive changes for people, for vessels and for the entire industry!
Michael Sandabuk

Chief Human Resolnes Officer
Anglo-Eastern Ship Management Ltd. (member of the All Aboard Alliznce)




PREFACE

The maritime industry continues to be one of the least diversifled sactors in terms of gander
inclusivity, despite the numerous opportunities available to women. A nead is felt fo unlock the
potential of the maritime sector by speeding up offorts to increase women's participation. It also
involves building a culture that ensures that tha behaviours, attitudes, and systems are aligned with
the diversity ideals that are being embraced.

This edition of the Gender Diversity Booklet offers much needed quidance to welcome divarsity.

For women to be able to reach their full potential, the maritime industry neads to work together to
ensure that the challenges that women cumently face are adequately addressed. Inspired by
narrations and experiences of women seafarers, through a Gender Diversity Survey launched in
August 2020, respendents spanning across major continents helped identify a multitude of issues
and challengas that woman face in the maritima industry, in general, as well as inthe aftermath of
the pandemic.

This sunvey sought to gather information from women seafarers about various issues related to
discrimination, harassment, bullying, working conditions on board, health, and access to madical
cara, theraby providing an opportunity to the marltime industry to reflect, identifying some of the
hurdles that women seafarers encounter,

The booklet is intended for all seafarers; it offers quidance on addressing these dhallenges and
building an indusive culture where diverse individuals are respected and valued. It is part of an
ongoing effort to bring about a shift in the individual mindset, promote gender sensitisation, and
halp raise the profile of women in all parts of the maritime sector,

In this edition, the content substantiates guidance with drefting company pelides that facilitate

psychological safety for women seafarers, enabling an atmosphare for equality, diversity and
inclusivity.
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DIVERSITY

Diversity is defined as the presence of differences within a given setting. This may
include gender, race, ethnicity, religion, nationality, sexual orientation, place of practice,
and practice type. It is the way people are different and yet the same at the individual and
group levels (Tan, Q.T., 2019).

EQUITY

Equity refers to outcomes while equality connotes equal treatment. More directly, equity
is when an individual's race, gender, socio-economic status, sexual orientation, etc. do not
determine their educational, economic, social, or political opportunities. (adapted from
the Diversity and Indusion Dictionary from Virginia Commonwealth University Division for
Inclusive Excellence)

INCLUSION

Incluzien refers to the intentional, ongoing effort to ensure that diverse people with
different identities are able to fully participate in all aspects of the work of an organisation,
including leadership positiens and decision-making processes, It refers to the way that
diverse individuals are valued as respected members and are welcomed in an
organisation and [ or community (Tan, Q.T., 2019,

CULTURAL FLUENCY

Cultural Fluency is a process of lifelong leaming resulting in knowledge, communication
skills, behaviours, and attitudes that allow us to work effectively with others from different
cultural backgrounds - increasing the ability to maximise the benefits of diversity within
our workforces (USCG Diversity and Inclusion Adtion Plan, 2020).

DMO RECOGNITION = ACCEFTANCE o UNDERSTANDING & CULTURAL FLUENCY

I




Difference, rather than being a hindrance, could provide
advantages, possibly combining diverse skills, opinions and
views, forging more synerqy within the maritime industry.

logether, let us accept diversity in the maritime industry!




GENDER DIVERSITY

Gender diversity in the workplace is the equal treatment and acceptance of all gender
identities in an organisation.

Will help individuals
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Approach

Will help defusa
prejudices and
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Will work towards
empowering paople by
raspecting and appredating
differencas

Incluzion often means a shift in an organization’s mindset
and culture that has visible effects.
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This culture shift creates a higher performing organisation
where motivation and morale can soar.




The potential benefits from achieving diversity:

Leads to better problem-solving, invites
open dialogue and promotes creativity

Leads to more timely and
optimal solutions

Brings in new ideas,
abilities and experiences

Leads to higher
employee engagement

and reduced staff
turnower

Improves
reputation,
productivity
and

profitability
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GENDER DIVERSITY

In 2021, the International Maritime Organization {(IMO) and the Women's International Shipping
& Trading Assodation (WISTA) lzaundched a survey to promota gender diversity and inclusion. The
Women In Maritime Survey report reveabad:

The lzsgest category of respondents wers
firom ship-rwning companies| Tolbowezd by
those operating in masitime associations [165%)

Locking at the distribution of the mrks that women weark
i, 39% of women within the sunveyed mompanies work

inmidHmanagemant, 28% in technical mles, and 48% in

adminisrative 2nd support mikes

The lowest percentags of women were
employed in the surveyed offshore scior, at
4% 0f those, women held 6% of core roles

It was found that the tewagel salvags! dredging
industrias hawe amony the lowast perentages
[-fm' 8n EIT‘|]|I]'|'E'I:| alll at st 105 Of
iretly inwmlving
ith nhimths-:-:rupﬂ'r_.'
| are popu |.!|‘E'I:| by woman. |r|1h-=




GENDER DIVERSITY

SURVEY

In August 2020, a Gender Diversity Survey was launched. This was a joint initiative by
Anglo-Eastern, WISTA International, the Intemational Seafarers Welfare and Assistance

Network {I5WAN) and the International Chamber of Shipping (1C5).

The survey sought to gather information from women seafarers about issues related to
discrimination, harassment and bullying, working conditions on board, health and

access to medical care.

Nationalities:

A total of 1128 women, representing 78
nationalities responded, with the highest
number hailing from the Philippines {399),
followed by the United States (98], the
United Kingdom (57), South Africa (51),
Brazil (47), India (41), Peru (36),
Columbia (35), and Indonesia (34).

The respondants spanned across all the
major continents and represented an
adequate sample that helped understand
the multituda of issues that women face In
the maritima industry, in general, and in
the face and aftermath of the pandemic.
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GENDER DIVERSITY SURVEY

Age Group: Position aboard
B 1875y 17%
W 25-30yrs 20%,
B 3035y 26% ARE YOU
35-45 yrs 20% WORKING
B 4555y 6% ON CRUISE
= Above 55 yrs 2% SHIP?
Cargo vs Cruise:

Close to 1000 respondents (about 90%) were employed on Cruise Ships, and the rest of
them work on Cargo Ships namely Gas Tankers, Container Ships, Oil Tankers, Off-shore
Supply Vessels, General Cargo | Geared Vessels, Chemical Tankers, Bulk Carriers and Tugs.

Tipe of ship that peesantly werking on

B Bulk Carriar < 150,000 dwt
= B Bulk Casriar = 150,000 dut
o B Chemical Tankar
Confainar < BOODTEY
B Costsiner = BODDTEL
W Cruize Ship
B Gas Tanker

hsmg-ﬁdﬂagm&ml—ul—u
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CHALLENGES FACED BY
WOMEN SEAFARERS

Discrimination Bullying Fixed Mindset

Indirect [ Hidden discrimination: It

Direct / Open occurs when an organisation’s practices,
discrimination: The act of policies or procedures disadvantage
treating someone less people who share certain protected
favourably because of characteristics (e.g. age, sex, disability,
certain attributes they have sexual orientation) This is a more hidden
or are perceived to have. and subtle form of discrimination.

R
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CHALLEMGES FACED BY
WOMEN SEAFARERS

In 2019, a survey was conducted in India. It was an initiative by Sitara Shipping Lid. and
supported by DG shipping, United Nations Global Compact and Sandvik. A total of 205

companies, 781 women in shore jobs and 112 women seafarers participated in the survey.

The figure below reveals the reasons respondents dted for rejecting them which they felt

10%




CHALLEMGES FACED BY

WOMEN SEAFARERS

Harazzment is a form of discrimination which has the purpese or effect of violating the
dignity of a person and of creating an intimidating, hestile, degrading, humiliating or
offensive environment (IC5 and ITF, 2014).

g X3

Harassment | Harassment

Women seafarers face not only the general challenges of weather, hard work and rough
seas, but also inerdinate amounts of discrimination, exploitation, sexual and
mental harassment, violence, and limited opportunities for promotion. These
can affect their dignity, security, health, and wellbeing.




CHALLEMGES FACED BY

WOMEN SEAFARERS

The Gender Diversity Survey revealed many accounts of mental harassment faced by
women seafarers. A few instances are shared here:

zarond officer on an™ 4
oil rig / platform: “In man)
of the veszals | have sailed on,
crew always give me tite” pet
rames instesd of Using my full
name, orcall me dear” or

“honey” Mals officers are
always called by thair

oWm names.”

A sacond ofhosr

A:dﬁmder?nma o board a bulk comizr
chemical tanker: * | was asked to “Tean't soclalize with the crew without
stay in my room after 21:00 facing & miiture of
becatize | am & gid. | was fold fo harszzment. Malas azsiime that Fm sleeplng
wear certain frpe of dothing with comeone | have good conversstons
bacatiss | was told | might be with. Thiz crastes fictinn on boand and
“Frotbls” forthem. poncfant harsczment.
o i | makis any mistake, sveryons
srslimes s becatize Fm

famals”




CHALLEMGES FACED BY

WOMEN SEAFARERS
Sexual Harazsment

Sexual Haraszment is where any form of unwanted verbal, nonverbal or physical conduct
of a sexuial nature occurs, with the purpese or effect of violating the dignity of a person_in
particular when creating an intimidating, hostile, degrading, humiliating or offensive
environment {The European Parliament and the Council of the European Union, 2002).

Inappropriate

text messages . m
h A demand or
owi ?19 1_., request
pornography ‘_ for sexual favours

A“IT:' “1;'"*:' %KE] Explicit or
physica implicit
verbal or remarks of

Physical contact

non-verbal a sexial
a sexiual
nature

A thirg ofver an bosw]

= tanker: Thave bean told that

Wamen see o) meant for bad

bearing children smd not fit i ok o
ships. [ have facad many stistions

iWhem my opinion et taken, | hee

bean poiiosd for talking or being =t

% Sexual harassment is a reality for many
women at sea. This can range from
persistent verbal harassment and
inappropriate comments to physical assault.

& Women seafarers are often reludant to file a
complaint because they are afraid that they
will be socially and professionally tainted or
that they will lose their job.




commenis about how the

tempevatiire of al the cew mambers
wolid be soaring if they saw me pairding
ovarhaad. | brizhed off these commenis;
I did mot appeeciate this. The first thing
all the mew crew members would
think of was of me being just s
pratly gir*

A zecond =nginser
on board s bulk aeler: “On
iy st ship the Chial Englnesr
came chown oring the night
rofinds with the E driink, sz
ustal and tied fo hold me by
the waist while | was Alling
the o bowk”

CHALLEMGES

WOMEN 5

Anpther woman '!._;,_..F d
seafarsr shared: "Bootise

of the lockdown and no sign
of relisf. men on bosrd meds
comments and disclissed
among themssives how
miich they wanted

ek

\ J
‘ , .F
S, W

Athird engineer on board
& gas fankar “When [ was a
JUnior, & third engingsr was
hitting me by & rope Just for firn,
pullimg my ovarali on the
stairs {which was
dangans).”

Adourth engimear
on bosrd a chamical tamker:
“Thiz one Sme | Was st sitting
quisfy dUrimg mamceivring sod the
2% ctartad talking sholt why | am zo
givef, am | an my monthl) period or
what. [ juct booked at him and
kzor gUiet”




CHALLENGES FACED BY

: WOMEN SEAFARERS
Bullying

Bullying is a form of harassment that includes hostile or vindictive behaviour, which can
calise the recipient to feel threatened or intimidated. It results in a work environment in
which a group of people or an individual may become threatened or intimidated because
of the negative or hostile behaviour of another group of people or individual {IC5 and ITF,
2016).

L

“Cyberbullying is when someone repeatedly and
intentionally harasses, mistreats, or makes fun of

another person online or while using cell phones or
other electronic devices.” (Hinduja & Patchin, 2019).

Soeme of the most commaen oyberbullying tactics include:

®  Posting comments or rumors about someene online
that are mean, hurtful, or embarrassing.

& Threatening to hurt someone or telling them to kill themselves.

@ Posting a mean or huriful picture or video.

& Pretending to be someone else online in order to solicit or post personal or false
information about someone else.

@ Posting mean or hateful names, comments, or content about any race, religion,
ethnicity, or other personal characteristics online.

@ Creating a mean or hurtful webpage abeut someone.

“All bullying hurts, whether in person or through technology, the end
result is that bullying in any form is emotionally damaging.”




CHALLEMGES FACED BY

I
WOMEN SEAFARERS

¥ Many maritime training institutions
are encolraging women to join the

profession. However once on board,
they often face difficulties in being

accepted initially.

& Asthe shipboard environment is
largely male dominated, women at
sea may tend to feel left out or ignored,

v s e sl e oy s ol o sy
e angute ioonm, 11 e engine mont o ook e
chach T pamnalers. Sevvovs mene ol very canfidentaf

S I AT 18O Y T s i
:mljmhulu fo armtge
i ron b rorm a5 Py L & gin' | o bose
Fo ey thivigs Sy and e’ | s ashed i ke coflas
far sanios ol M e o the bresits. Cied Enginaer
i et bl s e 1o WS sl e e Kar
iyl ol mhich | deciined saving that
b g s ik b
angine mom”

o Atfimes they may be questioned on
their capabilities.

T They have to push harder to prove
themselves.

However, over time they are usually able to integrate themselves and become accepted
and appredated by their colleagues.

While the acceptance of women in shipping seems fo be on the rise, research shows that
there is a reluctance to promote women to senior positions. There is still a considerable

resistance in shipping companies to hire and accept women.

imade i fooae, he mada a paintof
miming fo the offierend of the mpece.
g af the mals anginesrs svenivaly
mporied him for cresting a foxt
widieg eneionmant My
Ao was baken




CHALLENGES FACED BY

WOMEN SEAFARERS

There is an inherent bias in society that sailing is still 2 'man's’ job.

The challenge: faced by women seafarers have a devastating impact on the mindset
leading to anxiety, poor sleep, depression, losz of appetite, headachecs, sxhaustion
or nalssa. Victims fesl humiliation, mistrust, anger, fear and sadness.

Women seafarers who have suffered harassment often take it on themselves to alter their
own behavior and restrick their activities to avoid their harasser or similar situations, while
observing that perpetrators suffer no negative consequences (Women and Equalities
Select Committee, 2018).

A recent paper by Pike et al. (2021) looked into the experiences of women seafarers
working in the UK shipping industry and the views of key industry stakeholder representatives.
Findings present a concemning picture of the experience of women working at sea:

Femmale cadets abolt o go aboard on thairfict e
training identifisd sevital herscsment and ablise as B2 & 3
the biggest ssire. E

Some mspondents spoke bo wals thaf refleced

Unconsciols blas, for axample, by sUggesting Eepracentetives of siaknholdsrs fom scme:
that cevtain job tpes, industy sUb-sectorz and the inoictr fmdicated thet women who
5o on, Wave mone apgroprists than otfers far remainad and progressed im the Indisiy
Women fo work i, have sxperienced s=ilsl bamssment st faact
mne i thair warking fives.
The etipariance of isolation Whew Working
at s=a s aloo reported.

.

Seafarers experiencing harassment are likely to be at greater risk of physical accident,
perhaps as a result of the impact on both their personal mental and physical health and
wellbeing and the dynamics of the workplace in which such harassment occurs.

Frd




CHALLEMGES FACED BY

WOMEN SEAFARERS

Impact on Physical and Mental Wellbeing:

Discrimination affects the individual to a large extent which exacerbates stress. Moreover,
discrimingtion-related stress is linked to mental health issues such as anxiety and
depression (American Psychological Association).

B Research shows that when an individual is faced with discriminaticn or treated
unfairly the effects range from low self-esteem to depressionfanxiety.

“  Harassment and bullying guickly spoils an individual's working life and makes it
intolerable. It causes stress, loss of self-esteem and confidence, and can lead to
depression and mental breakdown.

+  Abullied person tends to withdraw. It reduces their sense of commitment to their ship.




WORKPLACE CHALLENGES

Poorly Fitting Personal Protective Eguipment

A dack cadsf an

board & container Yomals
sired coveraits!! We g maf
shaped like boxes!!!! Also, on
my ship we never had size
‘small’ of anjthing! Lat
glome an X517

» Personal Protective Equipment (PPE) must fit properly for
it to be fully protective and it needs to fit to be usable
and therefore actually worn.

& Women seafarers must have appropriately sized personal
protective equipment. For instance, working in oversized
boots is not only dangerous for everyday working tasks
on board, but also an indication of an Unwelcome
environment adversely affecting a female seafarer's
mental health.

& Personal Protective Equipment (PPE) such as safety
shoes, protective eye wear, safety gloves, boiler suit,
slips and falls protection, hard hats should be available
for both genders of various sizes so that they HT properly.




Working Conditions On board

WORKFLACE CHALLEM GES

The Gender Diversity Survey revealed the need to improve working conditions on board in

both cargo and cruise sectors:

Provision for separate toilets for women seafarers.

Provision of female restrooms near the workplace ensuring they are dean_ well lit with

lacking arrangement and disposal bins.

hﬂlnﬁhﬂ‘mﬂn;
vere Sheve wes any one paklc

Bathronm for lamale crew mear fig
crew mass 53 badng of wark you Aee
fo go far do e tha facibties while the
mien fad baffirooms nasvby all

work areas

o crus shig?

A chief officer on board
an ofishore supply vessal:
have had to share the bridgs
toilet: | told the guys to not
drip an the floor”




WORKPLACE CHALLEMGES

Access to Sanitary Products

The Gender Diversity Survey revealed that some women seafarers not only faced a
shortage of sanitary produds but even suffered harassment from their male colleagues.
" No speial Provision

Far disposal

O sanitany napking

A hird officer on board & gas
tavker: T ended Up doing a longer
trip and | asked iF they would supply
samitary prodiices to famale casfamers
unshle to dizambark dUs to Covid 19 The
malz ofice o= acked me to rp=at my
qusstion as this sUe obsiots(y hadnt
occifred to anfone, Wil shay rald
they world look Info it sanftary
prodiicts meveranived "

Arrm_g.immu'ﬂmbamd"
an offshore sippily vessal: About -
zanitar napkins, | waz asked if | nesded
some {due fo extension of contrad becalise
of Covid-1%) and to ask Capdain whi wotild sdd
it to the list of provizions. But after he made filn
of me, | never asked. ifl am in need of sanitagy
pads, | wotld rather Use clean rags and wash
them after tss than o ask for them. Normally

% Provide sanitary pads & hygiene
products kit, for emergency use
onboard.

& As part of the vessel medical

! bring more pads than required and get inventory shall have a stock of
mocked at the port's gate when the sanitary napkins for usage for up to
clistoms search my silitcase. three months.

# Provide guidance for the safe
disposal of all sanitary utilities.




WORKFLACE CHALLEMGES

Medical Officers on board are not trained to handle women medical issues.

v

Medical confidentiality is a must.
Easier access to shore specialist for a second opinion.

Job security- knowing that you will be rehired e

even if signed off on medical grounds.
~ ' m

!

There are a number of areas where support from all stakeholders can significantly improve
the health and welfare of women seafarers.

The adequate distribution of gender- specific guidance on physical and mental health
in addition to gynaecological complaints, to all women seafarers.

The introduction of means for disposing of sanitary waste for all female crew on all ships.

Improved availability of female specific producs e.g. sanitary products in port shops
and welfare centers worldwide.

Medical officers onboard should be trained to handle women medical issues. Further,
they should be easy access to a shore specialist for a second opinion.




WORKPLACE CHALLENGES

A great deal of discussion surrounds maternity as a key constraint leaving women behind
on plrsuing seafaring careers. A major challenge that women seafarers experience is
balanding family and career. Having clear polides on matemity leave and allowing
seafarers to have shorter contracts help address this balance. Further, improvements could
be made to terms and conditions for all seafarers; shorter contracts could be offered.

% Under conditions as determined by the competent authority or in an applicable
collective agreement, absence from work to attend an approved maritime vocational
training course or for such reasons as illness or injury or for matemnity should be
counted as part of the period of service.

@ The fellowing should not be counted as part of annual leave with pay-
periods of incapacity for work resulting from illness er injury or from maternity, under
conditions as determined by the competent

authority or through the appropriate machinery
in each country.

THE ILO WARITIME
LaBOUE COWEMTIOH, 2006

Paid maternity leave is a core element of the health S e M
and economic protection of wemen workers and their
children over the perinatal period. A vast majority of
countries have adopted statutory provisions for paid
maternity leave. This entitlement is assodated with
positive health outcomes for women and their
children (ILO, 2012b).

While ILO Convention no. 183, Artide 4(1)
recommends women shall be entitled to a pericd of
maternity leave of not than 14 weeks, not many
countries have ratified this convention.

Currently in MLC 2006, there is no mention of duration of the maternity leave.




ONGOING DIVERSITY

EFFORTS

Effective diversity and inclusion training can aid employees:

to self-reflect and develop & new perspective, in order to achieve attitudinal change.

to eliminate unconscious or otherwise biases and stereotypes that affect productivity
and communication within the Company.

to operate in a smooth and coherent manner; multiple woices can encourage
out-of-the-box thinking and foster creativity, thus increasing the Company's productivity.,

/
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Diversity nurtures

Psychological safety is a shared belief held by members of a feam that others on the team will
not embarrass, refect. or punish them for speaking Up (Center for Creative Leadership, 2022)




ONGOING DIVERSITY EFFDRTS

When employees feel psychologically safe at work, they feel comfortable being
themselves and are likely to:

Express ideas and opinions

» Try new things » Encourage feedback

: E“H“E_E in = Exchange
resolving information with
conflicts one another
constructively

» Ask for = Appredate and
assistance

respect others

= Show empathy
and concem

A lack of psychological safety at work has major repercussions. When people don't feel
comfortable there seems to be dangerous silence. The seafarers may feel uncomfortable
talking about the possible emors in the system and may lack initiatives. When people are

not fully committed, the erganisation has lost an opportunity to leverage the strengths of
all its talent.

When that happens, productivity suffers.




SUGGESTIONS FROM

WOMEN SEAFARERS

The Gender Diversity Survey has given an opportunity to women seafarers to not only
VOICE their concerns but also suggest SOLUTIONS on how we could collectively bring

about change in individual mindset and embrace an inclusive and caring work culture!

* Cragfing an environment of fritsf and respect

* Providing equal apportunities, equal pay, fair ireatment

* Encolraging mare women to work st sea, to be prasent on the board and in lesdership positians
* Crasting an environment whers woumean feel comdortable raparting issves’ complaints

* Providing good medical service

* Bringing abolit & change in the mindset
* Encodiraging mentoring to build confidence

* Bringing about transparency in hirng procediires

* Providing braining on gendsr sensitization and sfiminating Unconsciols hias
and discrimination
* Matking fair evaltations bazed on work performance slane

* Clear stipport from the company that any kind of harazsment ar bullying will not be
tolsrated and stricter penaltias far inappropriate behaviolis

* Designating & femate afficer on boand’ in the company office whom women
SBAIENSMT (BN Contact in case requined

b
>
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COMPANY POLICIES THAT

FACILITATE PSYCHOLOGICAL SAFETY

Recruitment, cultural awareness, anti-harazsment and anti-bullying policies are
important organisational building blocks that:

e ol e

Enable an Equitable reward and Company ethic
environment remuneration based on demonstrating

for gender equality merit and performance commitment to eliminate
and camaraderie gender discrimination

To build a mors incluzive workforcs,




DEVELOP AND IMPLEMENT

Unbiased
Recruitment
Proceszes

Ensure Gender-blind
hiring

Focus on skills and
experience

Rephrase job
descriptions to be
Gender Indusive

Review talent
management
processes and
procedures
continuoushy

Hawe a Gender

Inclusive panel of
interviewers

Make recruitment
Processes more
inclusive

Cultural
Awareness

y '

Reserve no bias
against any
gender, race,
religion, or
nationality

Provide a work
environment
based on mutual
respect amongst
employees

Provide a
platform for
self-development
by promoting a
workplace free
from harassment
and
discrimination

Pravention of
Harassment
and Bullying

Create a working
environment, free
from all types of
harassment and
promote a culture
where employees
do not indulge in
any kind of
harassment both
at workplace and

away

Do not
discriminate on
grounds of
gender, sexual
orientation or any

other grounds
prohibited by law

Investigate all
complaints of
harassment at
workplace or
elsewhere
invalving an
employee




DEVELOF AND IMPLEMENT
Redrezzal Process

To ensure healthy work relationships onboard senior officers and supervisors need to
provide guidance to trainees and new cadets and encolrage them to do the right thing.

# Ship staff's personal space and privacy (for instance, entering a seafarer’s cabin without
prior approval) must always be respected, unless in extreme emergency.

¢ Senior officers and supervisors must be mindful of rumor mongering. They must
adtively discourage and sensitize ship staff about the damaging effects of umor mongering.

& Any personal relationship that interferes or disrupts a harmenious work environment,
or adversely affects the productivity of staff will be addressed and may result in

disciplinary procedures.

Zero Tolerance

'hJ'“ﬂSI‘Ij’IHI:I‘
h—m-'ti:lnd:

Protection against victimisation & malicious complaint

» Vidimisation of anyone who has made a harassment complaint is unlawful and
unacceptable.

& Malicious complaint and false / forged evidence may result in legal and / or discplinary
procedures.

All crew / employees must treat each other
with Respect and Professionalism




INCLUSIVE CULTURE |
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Gender diversity is not the responsibility of one individual; it's an issue that
every member of the company needs to engage with.

Creating a culture of gender equality in the workplace

Creating a culture of equality in the work environment must start from senior personnel
in the organisaticn.

Senior personnel should be transparent about the problems that exist within the
organisation and set internal targets to address them.

Positive change is most likely to happen when it is championed at the top.




INCLUSIVE CULTURE

Efforts to strengthen diversity :

As a part of diversity goals, heighten awareness about maritime career choices for
women in schools and colleges.

Encourage Referral Programs where existing seafarers can refer women seafarers to join
as trainees or in existing ranks

Increase the representation of women seafarers by more conscious hiring of women,

Track a woman seafarer’s progress to the next
rank and provide opportunities for promotion if
she is eligible to a higher rank.

Provide a mix of job opportunities for women,
both sailing and short projects ashore to ensure

year reund employment.

Provide ongoing emotional support, mentoring to women seafarers.

Provide a private Conference Guidance Call from senior women seafarers for female
cadets joining ship for the first time.

Provide a thorough briefing on prevention of harassment and bullying and access toa
24 x 7 Women Seafarer Hot line.

Allotting mentors to women seafarers who can help them chart their careers, offer
support and guidance to enhance both personal and professional development.




GENDER SENSITISATION

Gender sensitisation is the process of changing the stereotypical mindset of sodety as &

whaole; a mindset that strongly believes that both male and female are ‘unequal entities’,
and hence have to function in different sodoeconomic space. Gender sensitisation works
by changing the perception of men as well as women towards women (Mittal B. and Kaur

J..2019),

Creating the right kind of gender sensitive environment:

I Leads to mutual respect regardless of gender.

Helps crew members feel valued and cared for within the organisation.

Every member of an organisation seeks to learn and
grow in their place of work; an insensitive workplace
not only hampers that but also becomes a
hostile workplace

Be gender biased.

Embrace diversity.

Accept change. Be rigid.

Treat everyone with kindness, Belitde, humiliate, harass.

dignity and respect.

The need of the hour is to include "Gender Sensitisation” training in the
Standards of Training, Certification and Watchkeeping (STCW) Convention.




GEMDER SEMSITIZATION

Training programmes are essential in raising awareness and changing atfitudes and

behaviours.

E-learning Video Tailor-made
Micro Clips Classroom Courses
Learning Training

Empowering female seafarers in the workplace

As a leader or employer, it is important to accept and integrate the gender diversity
concept. Here are some ways to empower female employees in your workplace.

Educate seafarers Craate femala role
about company madels in tha company
initiatives and highlight their roles

and achievements

Appredata your female
Create targets/ team members whan
objactives thay have successfully
to empower female completed the task
amployeas

Recognize the contribution of famale
employees and reward them




CONCLUSION

It is recognised that diversity in maritime benefits the entire sector. It is crucial that
oppertunities arising from this new visibility are not lost and that policy makers focus on
ensuring that the maritime industry takes urgent steps to improve the work experiences
and work environment of women seafarers.

All employees on board are responsible for a work
environment free from gender discrimination.

* Do not be a silent bystander, speak up!
Your initial action will go a long way towards
building an inclusive culture on board.

¢ Do not hesitate to contact
your mentor or company
helpline for guidance.

¢ Actimmediately when
there iz an infraction
when issue iz fresh.

¢ Seafarers helpline can
be called for unbiased guidance
at the toll numbers provided on next page.




HELPLINE

ANGLO-EASTERN

Phone: +91 22 6112 4301

+91 22 6112 4009
Whatsdpp @ +919519495189
Website:  wwwiangloeashern.com
Emnail: wellbeingidanglosastermn, com

-

ISV Y

ISWAN'S helplines offer free, 24-7, multiBngual support and guidance to seafarers
and their familkes in need,

f - F i
& SeafarerHelp —_—

L _Jl ThaiFane or saafmeT
SeafarerHelp Yacht Crew Help
Emnail: hedpidsealanerhalp.arg Emnail: hedpi@yachtcrewhealp.org
SMS: +44 (0)7860 0158538 Phone: +44 (0)20 3713 7273
Skype: info-seafarerhelp.o Live Chat:  wwei yachtcresielp, org
Phome: +44 (0)20 7323 3737

Live dﬂt: wiwei. sealarerhelp.org
WhatsApp: +44 (0)7909 470732
Facebook: facebook.com/seafarerhelp

Helpline Direct Dial : +44 20 7090 1480
il bcs-shipping.org

-
-~
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