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Abstract
Human capital studies have been done in traditional maritime nations, such as UK and Greece, as well as in European Community level, as part of an integrated maritime policy, specifically targeting the employment sector and the restructuring of the educational schemes, the life long learning education/training of the employees and the competitiveness of important European economic sectors.

The UK remains today the basic source of specialised human capital employed in the shipping industry, and at the same time boasts a wide range of services that support the infrastructure of the shipping industry; no wonder why it is considered one of the greatest maritime centres of the world.

The last decade, however, in an effort to promote the creation of peripheral maritime centres, a similar maritime infrastructure to that in UK has been developed in other European countries with strong background in shipping, such as Greece. The Greek ship-owners and managers are in the forefront of the change in business practices in the maritime centre worldwide.

With the accession of the Cyprus in EU, it is evident that there is a need for the development and evolution of a maritime environment in accordance with the EU strategic policy on Economy and Education. In order to face the challenges of a fast growing and rapidly changing sectoral level and be part of the changes of the current system, Cyprus has to commit significant resources in creating the necessary infrastructure. This infrastructure, however, needs to be supported and managed by employees with high level of skills and expertise. In other words, knowledgeable and skilful employees are the key in order to create a human capital that will fully support the shipping sector of the island.

NAFTOTHORAX, was the first scientific study which not only presented a mapping of the human resources in the shipping industry of Cyprus but also attempted to offer viable and feasible solutions towards the creation of human capital out of ´human resources´.
This paper presents the findings from a set of questionnaires distributed in a large number of executives working in the shipping industry in both the public and the private sectors, as part of the NAFTOTHORAX project.        
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MERCHANT SHIPPING IN CYPRUS IN THE 21st CENTURY

Cyprus is a ship management centre worldwide with a total of around 45 ship management companies operating in its territory, all with fully fledged offices in the island. Cyprus appears to be among the top five countries and territories in the world with the largest number of third party ship management companies on its territory [1].

Among the ship management companies established and operating from the Republic of Cyprus, 87% are controlled by Cypriot and EU interests. Such companies employ almost 40,000 seafarers out of whom 3,480 are EU nationals. At present, ship managers established within the Cyprus Territory have purchased their own premises and have also made other substantial investments locally. 

The shipping sector contributes both to economic growth and employment in Cyprus. According to the first preliminary estimates based on a survey conducted by the Statistical Service of the Republic of Cyprus and covering the ship owning / ship management and shipping related activities, the values added created represents around 2% of the GDP [2].

The last decade there has been a dramatic improvement of the safety record of the Cypriot fleet which enhanced the image of the Cyprus Register. Moreover, the Cyprus image is enhanced by the close co-operation of Cyprus with the International Transport Workers Federation (ITF) and with labour unions.

 The Shipping Industry in Cyprus, at the time this study was being conducted, employed more than 5,000 employees, among which more than 30% are foreigners (Europeans & non-Europeans).

PROBLEMS AND CHALLENGES OF MERCHANT SHIPPING IN CYPRUS

The accession of the Cyprus in EU resulted in a dramatic improvement of the Cyprus Register [3]. However, this improvement did not offer an increase in the number of vessels registered under Cyprus Flag. The Cyprus Register is currently at the 10th position worldwide (it was on the 4th position some years ago) and this is due to the following reasons:

1. The Turkish restrictive measures against Cyprus Shipping have significant negative affects and put severe barriers on the further development of the Cyprus Registry.

2. The taxation of maritime companies.

3. Social security of European seafarers in Cyprus flagged vessels.

4. The permission of work of non-European employees in the maritime companies.

 NAFTOTHORAX GENERAL AIMS
The aim of this research work is to identify the basic demographics and characteristics of the employees working in the Cypriot maritime cluster and also to provide solid directions towards a sustainable linkage of training, education and competitiveness of the maritime sector in Cyprus. More specifically, NAFTOTHORAX project [4 & 5] attempts to:

1 Investigate the composition of the human capital in both the public and the private maritime sector in Cyprus

2 Analyse the various socio-economic parameters of human capital management, such as job satisfaction, wages, motivation and incentive schemes.

3  Analyse the policies related to the growth of the maritime industry in the island and its contribution to the Cyprus economy.

METHODOLOGY FOLLOWED FOR THE QUESTIONNAIRES 

The methodology study is driven primarily through detailed sectoral analysis, which includes specialised questionnaires distributed to a variety of public and private organisations in Cyprus and completed by a large number of executives/professionals working in the shipping industry.

The research study is based on comparative behavioural study methods of systems within the public and private sectors of the Cyprus shipping industry. This study embraces the perception within the EU, where the evolvement of the shipping industry goes hand to hand with the improvement of the current training system and the creation of new and innovative educational methods. 

The study approached the subject from a variety of angles with the aim not only to identify the system and its parameters but to offer suggestions for the improvement of the Merchant Shipping system as well.   

QUESTIONNAIRES & FEEDBACK

NAFTOTHORAX project was not limited in soliciting information through questionnaires, but also included the formation of focus groups and interviews with senior executives in the private and public sectors. In this way, the researchers had a more clear view of the direction of the analysis and, furthermore, the quantitative results were well supported with qualitative elements. However, the conclusions and remarks presented on this paper are based only on the analysis of the answers of questionnaires.
The questionnaires-analysis yielded significant results on the working environment in the public and private sector, as well as the degree of the employees΄ satisfaction at both wages and labour level.

Four distinct categories of employees were identified to which relevant questionnaires have been distributed, namely:

1 Executives of Public Sector (85 distributed questionnaires of 80 questions each)

2 Senior Executives of Public Sector (30 distributed questionnaires of 82 questions)

3 Executives of Private Sector (120 distributed questionnaires of 80 questions each)

4 Senior Executives of Private Sector (25 distributed questionnaires of 45 questions each)

All in all 260 questionnaires have been distributed, from which 225 questionnaires have been completed and handed back to the researchers of NAFTOTHORAX for subsequent analysis. All the graphs in this paper are based on the analysis of these 225 questionnaires. It should be noted that the research team of NAFTOTHORAX paid particular attention in order that these 260 questionnaires were distributed to all interested parties and the number of questionnaires to each interested party was proportionate to its size. In this way, the sample of 225 questionnaires analysed during the NAFTOTHORAX project is not only large, given the overall size of the shipping industry in the island of Cyprus, but also representative of the Cyprus Maritime Cluster.    

The main concern of the research team on the specific market was the relationship between the demand and the supply of executives in the private and public sector, aiming also towards a qualitative and quantitative update of the total Cypriot maritime cluster on relevant issues. Some of the results are summarised below:

Senior Executives in the Public and Private Sectors

· Executives in both private and public sectors do not have statistically significant differences in distribution per sex; 100% and 93% of their executives, respectively, is constituted by men. That is a demographic result of high importance for the equal employment opportunities of women in the industry.

· Regarding distribution per age, it is observed that the administration of the public sector consists of individuals between the age of 36-60, whereas that of the private sector consisted of individuals between the age of 31-65, a fact indicating the wider range of employees´ ages in the administration of the private sector in comparison to that of the public one. More specifically, the age groups 31-35 and 61-65 years of age are absent in the administration of the public sector; a possible interpretation is he indirect requirement of the public organisations through the competitive hiring procedure for experience and academic degrees. Furthermore, it seems that public servants leave office younger as they enjoy the right for an earlier retirement in comparison with private-sector employees.  
· Regarding the educational level of the executives, it is clear that there is a statistically significant difference between the private and the public sector, as 42.85% of the public sector’s senior administrative personnel do not possess a higher-education degree; in contrast only 7.1% has not concluded high-education curriculum in the private sector. It is therefore understood that the educational level seems to be an important criterion for an individual to enter the private sector’s administration, in contrast to the public one, where experience seems to be of equally importance. It was observed in the public sector that senior administration employees who have not acquired a university degree are minimum 51 years old. It is highly likely that an academic degree was not necessary in order to enter into the Service in the past. Furthermore, in the public sector the percentage of employees with a post-graduate degree is 35.7% while the corresponding percentage is 42.5% for the private sector. More specifically, 87.5% of the public sector’s executives with academic education have studies in Greece and Cyprus, whereas, most executives in the private sector have studied in the United Kingdom and the United States (82.1%). 
· Regarding the responses in the question Professional Recognition – Title, 29% of the public sector reports as professional title diplomas and certificates relevant to the naval profession – Master, Chief Mate and Chief Engineer, while titles such as Certified Accountant and Chartered Shipbrokers are totally absent, whereas the corresponding percentage of the private’s sector reaches 78% and refers to diplomas of Master, Chief Engineer, Chartered Broker, etc. 

· The senior executives of the two sectors are also differentiated by their involvement in the supervision of daily work, as results from the senior executives´ responses. In the private sector senior executives agree that their involvement in the supervision of daily work is excessive at a proportion of 85%, while in the case of the public sector only the 21% answers support the same. This result may be attributed to the hierarchical structure of the public sector as well as to the flat and functional organisational structures in private enterprises. The terms involvement and supervision, yield a more vivid relation between top-middle and lower level management.   

· Notably, 93% of the senior executives in the public sector believe that criteria for promotion and increase of wages are not provided on a merit- basis; however, in the question regarding prospects of promotion/personal development only 21% responds negatively. These findings go hand to hand and can be explained from the fact that a staggering 91% of the senior executives believe that the current framework of personnel assessment is inadequate/inappropriate. There is also discrimination in opportunities among employees with marine background and these who have not one, by 65%.
· A significant 57% of the senior executives in the public sector respond that their organisation does not provide the necessary training to employees for the improvement of quality. On the other hand, 43% believe that organisation does not provide its employees with all the necessary tools and resources for the improvement of quality. This slight difference may be explained by the lack of specialised training in the public sector and/or various deterrent factors for training on behalf of the employees in the public sector (i.e. lack of interest due to the current framework of assessment, promotion and increase of wages). 
· A significant 34% of the senior executives in the private sector answered that their normal weekly working hours is between 60 and 80. This finding goes hand to hand with the 85% of them reporting excessive involvement in the supervision of daily work. As far as incentives for the personnel is concerned, senior executives in the private sector believe that bonus and opportunities for learning and improving position are the two main incentives with 9 and 8 out of 10 respectively.

· Senior executives working in the private sector answer that the main ´pool´ of human resources for their organisations is the local market with 62%, followed by the International Market by 27%. It is worth noting that the percentage result for the European Market is relatively low gathering 11% of the total answers.

· College in Cyprus and British University occupy the first two spots in the question regarding the most appropriate education institute for enhancing your staff’s education level with 22% and 19% respectively. University of Cyprus follows with 13% of the total answers from the senior executives in the private sector.

· In the question regarding the organisation of seminars within the company, 87% of the senior executives in the private sector responded that at least one seminar was being held within the premises of the company in the last two years. The institutions that offered these seminars with the highest percentage are Classification Societies (36%), Cyprus based Consultants (32%) and Foreign based Consultants (23%). Finally, in the question regarding the result that these particulars seminars offered to the company and its employees 56% answered that they were valuable for the company, no matter the money spent, while 35% thought that they were interesting enough but expensive. 

The most significant findings from the Senior Executives in the Public and Private Sectors can be graphically seen in the figures of Cluster 1 and Cluster 2 respectively.
Executives in the Public and Private Sectors

· The proportion of men and women in both sectors seems to be the same: 75% of the public sector’s employees and the 73% of the private refer to men. This indicates a rather biased or traditional approach in both sectors.
· Regarding distribution per age, it is observed that both the private and the public sector employ people ranging from 21 – 60 years of age. However, for the public sector the age categories near to the bounds of this interval (21-25 & 56-60) are under-represented, an indicator of the wider range of employees´ ages in the private sector – as happens to the senior executives. Moreover, the higher frequencies of the same sector are presented for the age groups 26-35 and 51-60 years of age (retirement age), while those of the private for the groups 31-35 and 36-40 years of age. In other words, the distribution per age of the private sector’s employees covers a wider range and is mostly assembled to median or middle aged, but is not symmetric near the bounds being more receptive to youths.  
· Regarding the employees΄ distribution per educational level, the 28% of those in the public sector do not possess a higher-education degree, while the corresponding percentage of the private employees is negligible. Almost 44% percent of the public servants appear to have at least a post-graduate degree, while similar is the corresponding percentage for the private sector. Finally, the percentage of the employees with higher education that has made their studies abroad Greece or Cyprus is almost 68% for the public sector, while at about 59% for the private. Therefore, it is concluded that there is a small difference between private and public sector employees on their educational background.
· The employees΄ responses to the question Professional Recognition – Title indicate that in the public sector professional development through additional vocational training leading to professional diplomas or certificates is limited, as only a percentage of 28% has reported a relevant diploma or certificate. On the contrary, in the private sector, 65% of the employees΄ reports having an additional certificate relevant to the maritime profession. This indicates that there is also a significant difference between private and public sector concerning the professional specialisation. 
· The employees΄ responses to the set of questions regarding development prospects are the same for the two sectors; the percentage of the positive answers is approximately 60%. Regarding the question on the existence of discriminations, concerning gender or educational-level related biases, there are no significant differences, in the first case (gender discriminations) the negative answers΄ percentages are similar, being 56% for the public and 59% for the private sector, and in the second (education discrimination), 53% for the public and 57% for the private sector.
· Responses to the question of the suitable exploitation of knowledge vary considerably. A significant percentage of 65% of the private employees answers positively to the question, while only 41% of those of the public did so. Similarly, in the question concerning the volume of work assigned the employees of the private sector answered that this is excessive with a percentage of 66%, while those of the public do so at a proportion of 19%. The very significant differences in the answers of the two sectors justify their differences in their very essence and justify the private sectors´ biases for employees with advanced qualifications. Another difference is apparent in the responses regarding employees´ satisfaction in the working hours and salary; 71% of the private sector reports satisfied with their working hours and 48% with their salary, while the corresponding percentage of the public sector are 88% and 53%.  
· In the public sector, 58% of the employees΄ reports satisfaction on the upper management, while for the private the corresponding proportion is 63%.  
· Employees΄ views about the centralisation and the bureaucracy differentiate significantly with the employees in the public sector answering positively with 72% and 69% respectively. On the other hand, the percentages for the employees in the private sector are significantly lower with 45% and 43%. Similar differences is observed in the answer given to the question regarding the exploitation of human resources for the improvement of the organisation’s quality with 75% and 38% for the private and the public sector respectively. The apparent high percentage of negative answers in the public sector probably indicates that not all employees participate in all processes of decision making.
· Employees of both sectors confirm the necessity of the training and its direct relation to the specific needs of each organisation. As for the main needs for specialised personnel, they are considered by employees of both sectors to be relevant with technical subjects, to maritime policy and to environmental subjects, followed by ship equipment, personnel training and law.
· Public sector’s employees report as the major deterrent factor for the training  the lack of interest as well as of motivation, in contrast to the employees in the private sector who report motivation and interest but lack of time. Employees in the public sector seem to participate in seminar/workshops nearly every year with a percentage of 77%, while the equivalent percentage for the employees in the private sector is higher at 96%.
The most significant findings from the Executives in the Public and Private Sectors can be graphically seen in the figures of Cluster 3 and Cluster 4 respectively.
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CLUSTER 1: Findings from the questionnaires distributed to Senior Executives in the Public Sector
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CLUSTER 2: Findings from the questionnaires distributed to Senior Executives in the Private Sector
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CLUSTER 3: Findings from the questionnaires distributed to Executives in the Public Sector
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CLUSTER 4: Findings from the questionnaires distributed to Executives in the Private Sector
REMARKS & CONCLUSIONS DIRECTLY RELATED TO QUESTIONNAIRES
1. Unfortunately, it appears to be a very conservative approach to the employment of women in the shipping industry. The low percentage of female executives and senior executives can only be partly justifiable by the fact that the human resources pool of maritime companies is heavily dependent on people with professional experience (master mariners, engineers of merchant marine, etc.). However, the low percentage of female senior executives and executives in departments such as that of human resources and accounts cannot be justified by any means. 

2. Interestingly enough the public sector servants are more satisfied not only by their working hours but with their salaries as well, if compared with their colleagues in the private sector. This is a finding that the private shipping sector needs to consider seriously in order to minimise the shift of highly qualified (both academically and professionally) to the public sector. 
3.
Employees΄ promotion criteria and procedures are different in the two sectors, as in the public sector working experience is more critical. This can be clearly seen from the fact that the 21-25 years of age category is 11% for the private sector and only 3% for the public sector. 
4 Professional specialisation, as licensing or special training, is absent at the public sector, and the Administration demands less involvement in day-to-day operations from its executives. In contrast, the private sector’s executives and employees report active (if not excessive) daily involvement in operations. The public sector seems to suffer more than the private sector from various operational weaknesses, such as bureaucracy and centralisation.
5 The public sector servants consider that the public sector does not make full use of their knowledge and this can be seen by the fact that only 41% respond positively to the relevant question. The same negative message from the public sector servants is transmitted from their responses regarding the exploitation of human resources for the improvement of the organisation’s quality by only a 38% responding positively. These findings go hand to hand with the findings on bureaucracy and centralisation in the public sector.   
6 In the private sector, hiring policy is slowly shifted towards employees with strong academic background. It seems that hiring policies are evolving and employees with either marine professional background or academic degrees are preferred.

7 Crew Accounts and Crew Operations Department are staffed with more employees, whose educational level is higher than that of their colleagues in other departments. It was observed that those two departments engage a great number of graduates from University, College and High School, while the Crew Operations Department also tends to employ graduates of the Marine Academy (having a Master Licence or a Deck officer Licence). 
GENERAL SUGGESTIONS BASED ON NAFTOTHORAX FINDINGS 
This is the very first research effort in mapping the Cypriot maritime cluster. It is evident that the Cypriot maritime cluster is a dynamic and continuously evolving one. The interaction of companies and institutions is also apparent and maritime business is a vivid sector of economic activity. 

The NAFTOTHORAX research effort aimed not only to map the Cypriot maritime cluster but also to suggest viable and feasible solutions towards the major issue, which is the improvement of the level of employees working in the Cyprus shipping industry. Some of these suggestions can be summarised below: 

1 The entrepreneurial action in Cyprus should use systemic integrated methods and practices on the basis of cooperation between industry and specialised research centres and academic institutions [6 & 7].
2 The Cyprus registry has been considerably improved over the last years. Quality and competitive shipping seems an achievable goal for policy-makers; shipping companies seem to streamline efforts along with these policies. Decrease in figures and flagging-out, for reasons explained earlier in this paper, expected a negative impact , but still Cyprus enjoys a top position in the world shipping.
3 The study shows that the criteria for a person to be employed in the public sector are based primarily on the academic qualifications and do not take into account the professional qualifications/experience. On the other hand, employment on the private sector is dependent primarily on the professional experience of the prospective employee, while the academic qualifications are simply seen as an added bonus rather than a necessity. Moreover, the study shows that for an employee working in the public sector, the advancement towards a senior administrative position relies on staff evaluation schemes that take merely into account the years of experience/service. From all the above, it is clear that there is a need of introducing staff evaluation schemes, whose criteria will not only be measurable and clear for anyone but will also take into account the  productivity and the ability of the employee to complete a task timely and effectively.   

4 The study revealed that there is an ever increasing need for highly-skilled professionals in the shipping industry. On the other hand, there is a shortage of highly-ranked local seafarers, such as Masters and Chief Engineers. This shortage is expected to create a series of problems in the public sector, due to the imminent retirement of Senior Ship Surveyors in the Department of Merchant Shipping, all of which with a vast amount of experience as Masters on merchant vessels. It is suggested that a range of initiatives should be introduced, which will attract professional seafarers of the highest-calibre and rank to join both the private and, especially, the public sector. 

5 It is worth mentioning that the Higher Technical Institute of Cyprus, the only institution of Cyprus that prepared students for a professional career in shipping, has stopped accepting students in the Department of Marine Engineering as from 2008. Moreover, despite the creation of the Technological University of Cyprus (TEPAK) at the moment, there is not a department that will provide the shipping industry of Cyprus with the technical expertise of a Naval Architect or a Marine Engineer, a link that can be clearly seen between the National Technical University of Athens and the shipping companies/ maritime cluster in Greece. In other words, Cyprus is the only maritime nation whose tertiary education does not support a wide range of disciplines that are vital for the shipping industry. This study strongly recommends the creation of a Department in Naval Architecture/Marine Engineering which will attract students not only from Cyprus but from the wider region of South-Eastern Europe and Middle East.  

6 The institutions which offer students a Maritime Studies course are the Frederick University of Cyprus (FUC), leading to a BSc. in Maritime Studies and the Cyprus International Institute of Management (CIIM), leading to an MSc. in Shipping Management It is the opinion of the authors of this paper that these two institutions need to strengthen their ties with the shipping industry of Cyprus in an effort to enrich the curriculum with modules that have particular importance to the needs of an industry, in which, professionalism and practical experience is of paramount importance. Therefore, the interaction of industry and academic/research institutions will be a step forward to having graduates with spherical knowledge of the shipping industry and its characteristics.

7 The study shows that there is a need for the creation of a ‘think tank΄ institution that will act as the coordinating centre for the entire maritime cluster in Cyprus. The aim of this centre is to be responsible for delivering tightly focused objectives on any issues related to the maritime sector. The panel of this institution should consist of representatives from academia, industry and the government. In this respect, the maritime sector in Cyprus will have the necessary guidance and a transparent political direction in facing not only the challenges of the present but also the challenges that lie ahead.    
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