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Abstract 
 

 

Title: Factors that affect conflict in a cultural diversified workforce in the shipping industry: The 

case of the shipping company Seascope 

Level: Master thesis in Business Administration 

Author: Ioannis Siarapis 

Supervisor: Maria Fregidou-Malama 

Examiner: Akmal Hyder 

Purpose: The purpose of the study is to investigate factors that affect conflict in a workforce 

characterized by cultural diversification in the shipping industry. 

Methodology: A qualitative approach was used. The primary data were collected through semi-

structured interviews with ten employees who were interviewed both on the yacht and in the on-

shore office of the company. In order to generalize the results from the case study, the inductive 

approach was used. Thematic analysis was also my approach for finding different patterns in the 

empirical findings 

Findings: There are different factors that affect conflict either by enhancing it or by eliminating 

it. These are the differences in cultural values, differences in communication, continues feedback 

to the employees, establishment of a “family” climate and the general management of cultural 

diversity. In addition, when the employees in high positions are from the same background with 

the owners, this reduces the possibility of conflict. 

Limitations: The research was based on a Greek company with approximately 10 employees 

working on the yacht. Therefore, the current limitation is the relatively small number of employees 

comparing to big ship companies. 

Contribution: The managers of shipping companies should consider these factors and act 

accordingly for the benefit of the company. There are significant differences in the employees’ 
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behavior when they are coming from a different cultural background. Moreover, there are 

differences in the way they communicate. 

Key words:  intercultural communication, yacht, conflict, cultural diversity management, shipping 

industry. 
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1. Introduction 

In this chapter, the topic as well as the research question are introduced. In addition, a general view 

of the background is given. The problem and the motivation that drove me to choose this study is 

also provided. The limitations of my research are also included in the introduction part because 

there are different variables that affect it and there is always place for more investigation. 

1.1 Background 

Every person can experience the influence of international business transactions through his\her 

daily routine (Wild and Wild, 2016). Wild and Wild (2016) give us the following example so that 

we can understand the impact of the globalized environment. The General Electric alarm clock 

which many of us use to wake up every morning is made in China and the Adidas shoes that many 

of us wear, are made in Indonesia. Even the Korean Hyundai car that many people have, is made 

in Alabama. When you look at the “Made in” tags on the jacket, wallet and other items, you can 

easily see the level in which the international business transactions have invaded many countries. 

Weck and Ivanova (2013) also argue that this phenomenon has become more intense the last 

decade. Yet, it is not only the products that have become worldwide and have invaded most of the 

countries around the world. Nations are also becoming more diversified in the characteristics of 

race, nationality and gender (Wild and Wild,2016). This opinion is also supported by Horwitz and 

Forman (1990) who state that a great percentage of people in France are ethnic minorities. 

Thomas and Inkson (2009) argue that one of the most important influence of globalization is the 

opportunities that are rising to interact with people from different cultural backgrounds. However, 

Adler (1997) states that cultural diversity has a tremendous impact on how the firm will generate 

results. Therefore, the need for effective management has arisen and if it is not managed properly 

then the organization will find itself in a competitive disadvantage (Nelton, 1988).  

In the shipping industry, the managers usually say that a ship is just as good as the people who 

operate it. Theotokas and Progoulaki (2007) argue that the shipping industry is characterized 

nowadays by multicultural crews. According to Moreby (1990) there is a policy from Scandinavian 

and European ship-owners, to employ their own nationals at senior positions (such as captain or 

engineer) and from Third World countries for the rest.  Yet, Theotokas and Progoulaki (2007) state 

that this multiculturalism can become a weakness if it is not managed properly. Prasad and Mills 
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(1997) argue that the management of diversity requires more than just managerial enthusiasm, 

optimism and good intentions. It can become a hot pot ready to explode if the factors of conflicts 

are not recognized. The basic step to that direction is to understand why employees act the way 

they act and how they interact with other employees from different cultural backgrounds.  

Hofstede, Hofstede and Minkov (2010) state that culture acts like lenses for the individual. They 

give us the example of the computer software so that the role of culture can be easier understood. 

When the computer programmers create a software, they program the computer to act with a 

specific way under certain circumstances. The human brain is like a PC. There are specific patterns 

of reactions and emotions as well as different ways according to which the individual perceives 

the reality. Hofstede (1980) conducted a study about differences in cultural values among different 

nations. These variables are individualism-collectivism, uncertainty avoidance, power distance 

(strength of social hierarchy) and masculinity-femininity (task orientation versus person-

orientation). Having conducted an independent research in Hong Kong, Hofstede added a fifth 

dimension called long-term orientation. In 2010, he added a sixth one; indulgence versus self-

restraint. These variables play a significant role in the generation of conflicts between employees 

since there are distinct differences between different cultures which affect the way they interact in 

the working environment. 

Trompenaars and Hampden-Turner (2012) show us another perspective by analyzing the 

differences that exist when employees from different cultural backgrounds interact with each other. 

The tone of their voice, the extent to which they show their emotions as well the way of verbal 

communication differs from culture to culture. Jack, Caldara and Schyns (2012) argue that even 

the facial expressions are different. Hall (1976) also distinguishes cultures to those where the 

communicator has to be fully explicit with the words when talking in order to be fully understood 

(low-context culture) and to those cultures that many things are unsaid when speaking (high-

context culture). 

The approach of the organization towards the cultural diversification is also a dimension that can 

affect the generation of conflicts. Dadfar and Gustavsson (1992) argue that there are various views 

in the literature about the effective management of the cultural diversified workforce and there is 

no unanimity. According to Adler (1997), the extent to which the managers recognize cultural 
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diversity and its potential advantages and disadvantages defines an organization’s approach to 

managing that diversity which can either enhance or eliminate the conflicts. 

1.2 Problematization 

Stoermer, Bader and Froese (2016) claim that when an organization has a multicultural workforce, 

then there is a significant amount of benefits. However, Obinna and Farkas (2011) highlight the 

complexity of the cultural issues inside the company. They also add that it is a great challenge that 

most managers face in today’s globalized environment. Horck (2005) argue that many ship-owners 

worldwide use mixed crews. Theotokas and Progoulaki (2007) also argue that the multiculturalism 

of crews is a strategy followed by most shipping companies. However, multiculturalism on board 

in many cases creates conflicts between employees and affects the cohesion of the crew. 

Individuals who come from different cultural backgrounds have different attitudes, norms and 

values which leads to conflicts. They also have significant differences in the way that they interact. 

Adler (1997) states: “Judging cultural differences as good or bad can lead to inappropriate, 

offensive, racist, sexist, ethnocentric, attitudes and behaviors. Recognizing differences does not”. 

Addler (1997) adds that when a manager recognizes these cultural differences, then the problems 

are minimized whereas the advantages are maximized. Choosing not to see cultural diversity limits 

our ability to manage it.  

When doing a research, a gap in the literature must be found so that the outcome of the study is 

beneficial for the readers. To my knowledge, there has been conducted only limited research that 

analyzes the factors that affect conflict in a cultural diversified workforce and its correlation with 

the management of diversity. Another gap that I aim to cover is whether the shipping industry has 

attributes that make the management of diversity different from other sectors and therefore a 

special approach should be followed. 

1.3 Purpose, research questions and limitations 

The aim of the current study is to investigate the factors that affect conflicts in a cultural diversified 

workforce. The way to reach this outcome is by gathering existing theories analyzing why 

individuals act the way they act according to their cultural background and how this affects their 

cooperation. In addition, the way that the diversity is managed can also affect the possibility of 

conflicts. Therefore, the research questions are the following: 
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- Which are the factors that affect conflict in a cultural diversified workforce in the shipping 

industry? 

- How is the management of diversity related to the conflicts? 

 

One shipping-yacht company called Seascope has been chosen as a case study. The limitation of 

my study is the relatively small number of employees that is working on the yacht so the results 

cannot be generalized with certainty for the whole shipping industry. Another limitation is that the 

chosen research is the qualitative one. Dickson-Swift, James, Kippen and Liamputtong (2007) 

argue that a qualitative approach is dependent on the skills of the researcher and it is easily 

influenced by the researcher's personal biases. However, since qualitative is exploratory research 

and it is used to develop ideas and concepts, it was the most appropriate method for my study 

(Saunders, Lewis and Thornil, 2012). 

1.4 Reason for selecting the shipping company “Seascope” 

Despite the global economic crisis as well as the various market challenges, Greek ship owners 

control some 18% of the world feet (Hellenic Shipping, 2017). There are tourist opportunities that 

have to be taken into consideration because of the geographical position of Greece (Buhalis, 2001). 

In addition, the Greek islands are unique because there are more than 6000 islands and islets all 

over the Aegean and Ionian Sea (Visit Greece, 2017). Another significant point is that 

approximately 25 million tourists visited Greece in 2016 (the telegraph, 2016). Furthermore, 

Greece is a country with a warm weather and ideal summers which makes it attractive for tourism 

(Visit Greece, 2017). Therefore, the shipping industry is a sector with business opportunities. 

However, conflicts due to the cultural diversified workforce can have a bad impact on the 

customers and the overall performance of the company.  

Seascope is a Greek shipping company with diversified workforce from two different continents; 

Europe and Asia. Since the employees are having different cultural backgrounds, it is a suitable 

case study for my research. It has 3 luxurious yachts which rents them to tourists who want to 

explore the Greek islands. Each yacht has approximately 10 deck crew. There is also the 

operational department in the center of Piraeus where there are 8 employees. 
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1.5 Disposition 

The current study is divided into six chapters (Figure 1):   

Chapter 1: Introduction of the background of the study, statement of the purpose of the study as 

well as the research questions 

Chapter 2: Theoretical discussion from the literature about the factors that affect conflict  

Chapter 3: The method that was followed to collect the data as well as the analysis of them 

Chapter 4: Illustration of empirical findings 

Chapter 5: Analysis of the empirical findings by connecting them with the literature that was 

written in chapter 2 

Chapter 6: Conclusion of my research paper, suggestions for further research as well as 

managerial implications 

 

Figure 1. Study’s Outline 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Own Construction, 2017 
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2. Literature 

The purpose of this chapter is to present the relevant literature about cultural diversity in the 

working environment. Therefore, this chapter starts by analyzing the meaning of cultural diversity 

in the working environment. Since my study is about shipping industry, there are two subchapters 

about “diversity in shipping industry” and “foreign crew in Greek shipping industry”. Then there 

is a brief analysis of what is conflict. The different perspectives about the diversity are given as 

well as different methods of managing cultural diversity. In the last part, important theories are 

gathered which are used later for the construction of the conceptual framework. 

2.1 Cultural Diversity 

The world is shrinking because of globalization and people go to live and work in foreign 

countries. They come into contact with people with different norms, language etc. (Zakaria, 2000). 

Therefore, the composition of the workforce changes, a phenomenon which is called workforce 

diversity (Bhadury, Mighty and Damar, 2000). Fleury (1999) defines diversity as “a mixture of 

people with different group identities in the same social system”. Nkomo and Cox (1999) state that 

there are many definitions about the meaning of the diversity and they also claim that it is a 

complex phenomenon. Parvis (2003) states that diversity is a concept that exists in all societies as 

well as the workplaces. He also adds that diversity can be beneficial for people’s lives. But what 

is culture? 

Culture is the reason that people understand and sense differently the world (Beamer and Varner, 

2001). According to Hoecklin (1995), culture is a shared system of meanings. Adler (1997) also 

adds that culture consists of morals that affect the perception of the individual about the world.  

Each culture has also some unique elements such as values and symbols (De Simone and Harris, 

1994). Individuals use their own culture as a reference to evaluate the other (Schneider and 

Barsoux, 1997). 

2.2 Diversity in shipping industry 

Moreby (1990) argues that Scandinavian and European owners have adopted a policy of hiring 

their own nationals as senior officers (such as captain, engineer) whereas third word seafarers for 

the other positions. Kahveci and Sampson (2001) stated that there is a variety of problems that 

occur on board among diverse cultural crews. One example is the communication problems among 
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multilingual employees (Sampson and Zhao, 2003). The authors state that the miscommunication 

can cause severe problems from just irritations to severe hazards. These problems become bigger 

because of the fact that the employees do not admit that they have problems in understanding and 

communicating with the other crew.  

For example, Wu (2004) states that it is not a rare phenomenon for Chinese seafarers to have 

communication problems because the speaking level of the English language is quite low. 

However, the Chinese seafarers do not want to work in a homogenous workforce so that they can 

avoid this situation. Wu (2004) also argues that a big percentage prefer to work in a multicultural 

workplace so that they can improve the English language. On the other hand, the Filipino seafarers 

have generally no significant problems when they work in crews which are mixed. A study 

conducted by the Philippine National Maritime Polytechnic (2002) about the problems that the 

Filipino seafarers face while working with other employees showed that sixty-six percentage did 

not have any problem. That was because of their ability to develop interpersonal relations with 

their colleagues at a high level. Loginovsky (2002) conducted a study about the Russian seafarers. 

He searched how capable they are in understanding and communicating in English in a crew that 

is characterized by cultural diversity. The result was that they had difficulties in understanding the 

English native speakers. One of the reasons was that the native speakers probably did not help the 

Russians seafarers when they tried to understand them which can be justified by prejudices and 

stereotypes.  

Kahveci and Sampson (2001) argue that the problems that occur in diverse cultural crew is due to 

linguistic skills, discrimination, racism and power relations. However, someone’s nationality has 

nothing to do with his/her skills and motivation (Hooper, 2004).  

2.3 Foreign Crew in Greek Shipping Industry 

Theotokas and Progoulaki (2004) conducted a research in Greek shipping firms and investigated 

the nationalities that are most commonly hired. They made a comparison between the countries 

that they hire most of the seafarers and the ones that they believe that they cooperate better with 

Greeks. 
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Table 1. Nationalities in Greek shipping industry 

 Most commonly 

employed 

Most cooperative 

Nationality Companies Seafarers Companies Seafarers 

Filipino 26.5% 85% 24.2% 57% 

Polish 26.5% 33% 9.1% 5%   

Russian 11.8% 25% 9.1% 0% 

Ukranian 26.5% 27% 21.2% 0% 

Bulgarian 11.8% n/a 9.1% n/a 

Indian 4.9% 43% 6.1% 15% 

Chinese 8.8% n/a 3% n/a 

Source: Theotokas and Progoulaki, (2004:280) 

In table 1 it is demonstrated that 26.5% of the companies employ Filipinos and they are the 

nationality that is better for cooperation (24.2%). The Ukrainians are second in position for 

employment and cooperation (26.5% and 21.2%). In the final position are the Indians who are 

rarely employed (4.9%) but they are preferred more to cooperate than the Chinese (6.1% and 3%).  

Progoulaki (2003) showed that the Asian culture is more compatible with the Greek one. On the 

other hand, it has to be stated that the Asians and especially the Filipinos are getting more and 

more positions in Greek shipping industry since Philippines is one of the biggest sources of 

seafarers worldwide. Bimco/ ICS manpower report (2010) certifies this information. It is also 

stated that Asia offers a wide range of seafarers who may have certificates but the level of their 

training is considered as low. Theotokas and Progoulaki (2004) argue that the Greeks can have a 

better cooperation with Filipinos because of the characteristics of their culture but on the other 

hand they face problems because of lack of training that they have taken from Philippines. 

2.4 Conflict  

Thomas (1992) defines conflict as “a process which begins when one party perceives that another 

has frustrated or it is about to frustrate some concern of his”. 
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Acknowledging history and building awareness are ways to have peace in the diversified working 

environment. Learning the history of a conflict (the sequence of the events that created the eruption 

of violence) is basic for the analysis of conflict. When different groups interact with each other 

over time, then specific patterns are developed. This repeated action formulates beliefs and 

perceptions of the individual and of the others. In case there is cooperation and mutual trust 

between the groups then this will have a positive impact on the organization. On the other hand, 

conflict leads to opposite results. Conflict can be created by cultural differences within the 

organization because of different beliefs, perceptions and norms. However, if they are managed 

properly then they can be a competitive advantage for the firm (Obina and Farkas, 2011). 

2.5 Is cultural diversity beneficial for the organization? 

Martin (2014) argues that one of the benefits of cultural diversity in the workplace is that there are 

different ways of thinking by the employees as well as different perspectives. This is difficult to 

be achieved if the individuals belonging to a workforce have the same cultural background. 

Furthermore, the variety of experiences that they have can be a valuable knowledge source for the 

company. Al-Jenaibi (2012) conducted a study which showed that group work with employees 

from different cultures facilitates the cultural differences because of the shared experiences when 

they work in a team. 

Another positive element is that in a workplace that is culturally diversified, the firm can use the 

knowledge and the information of each employee to learn about ways to approach different 

cultures (Martin, 2014). For example, from a Chinese employee, the organization can gain valuable 

knowledge about the way that the Chinese customers want to be treated which play an important 

role on customers’ satisfaction.  

However, there are also disadvantages which occur most frequently in convergent processes when 

the organization needs the employees to think or to act in similar ways. Communication 

(converging on similar meanings) and integration (converging on similar actions) become more 

difficult. Because they come from different cultural backgrounds they work differently. It is more 

likely that ambiguity, complexity and confusion will occur due to the diversity. (Adler, 1997). The 

following table gives an overview of the advantages and disadvantages of diversity. 
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Table 2. Advantages and Disadvantages of Diversity 

Advantages Disadvantages 

Culturally Synergistic Advantages: 

Organizational Benefits Derived from 

Multiculturalism 

Disadvantages Due to Cultural Diversity: 

Organizational Costs Due to Multiculturalism 

Expanding meanings: 

- Multiple perspectives 

- Greater openness to new ideas 

- Multiple interpretations 

Diversity increases: 

- Ambiguity 

- Complexity 

- Confusion 

Expanding alternatives: 

- Increasing creativity 

- Increasing flexibility 

- Increasing problem-solving skills 

Difficulty converging meanings: 

- Miscommunication 

- Hard to reach agreement 

 Difficulty converging actions: 

- Hard to agree on specific actions 

Source: Adler, (1997:102) 

2.6 Cultural Diversity Management 

Cultural diversity management is a company’s response to the diversified workforce and to the 

demand for competitiveness (Fleury, 1999).  

Adler (1983) argues that: “the extent to which managers recognize cultural diversity and its 

potential advantages and disadvantages defines an organization’s approach to managing 

diversity”. 

According to Addler (1997) there are three different organizational approaches to the diversity. 

The first one is the parochial where they do not recognize the cultural diversity or its impact on 

the firm. When an organization follows a “parochial” strategy, the managers believe that: “our 

way is the only way”. That means that they ignore the impact of the cultural diversity on the 

organization. The second one is the ethnocentric according to which the manager recognize 

diversity but they consider it as a source of problem. The managers in “ethnocentric” organizations 

believe that” “our way is the best way”. The third one is the synergistic where the managers see 
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the cultural diversity as leading to both advantages and disadvantages. They believe that “our way 

and their way differ, but neither is inherently superior to the other”. Kamal and Ferdousi (2009) 

claim that the most beneficial is the synergistic approach, which can be obtained if the employees 

place value in other cultures but without giving up their own. Table 2 gives a summary of the three 

different approaches. 

Table 3. Strategies for managing cultural diversity in an organization 

Approach to 

the cultural  

diversity 

Impact of 

cultural 

diversity 

within the 

organization 

Strategy for 

managing 

the impact 

of cultural 

diversity 

Parochial: Our 

way is the only 

way 

No impact: 

Cultural 

diversity has no 

recognized 

impact on the 

organization 

Ignorance 

differences: 

Ignore the 

impact of 

cultural 

diversity on 

the 

organization 

Ethnocentric: 

Our way is the 

best way. 

Negative 

Effect: 

Cultural 

diversity will 

cause problems 

for the 

organization 

Minimizing 

Differences: 

Minimize the 

sources and 

the impact of 

cultural 

diversity on 

the 

organization. 

If possible, 
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select a 

mono-cultural 

workforce 

Synergistic: 

The 

combination of 

our way and 

their way may 

be the best way 

Potentially 

positive and 

negative 

effects: 

Cultural 

diversity can 

simultaneously 

lead to 

problems and 

advantages for 

the organization 

 

Manage 

differences: 

Train 

organizational 

members to 

recognize 

cultural 

differences 

and use them 

to create 

advantages 

for the 

organization 

Source: Adler, (1997:108) 

In addition to all these, Dadfar and Gustavsson (1992) argue that there are various views in the 

literature about the effective management of the cultural diversified workforce and there is no 

unanimity. The main reason is that some authors state the benefits of the cultural diversified 

workforce whereas other evaluate it as a problem. Therefore, the different opinions are presented: 

▪ Opinions in favor of a diversified workforce 

Dadfar and Gustavsson (1992) state the positive correlation between diversification and high 

performance of the firms. The flexibility is a factor that can also be enhanced (Iles and Hayers, 

1997). In addition, Wright, and Noe (1996) state that workforce diversity helps the companies to 

develop better relationships with the clients because they understand them better. 

▪ Superiorities and drawbacks of the diversity must be handled separately 

There are some other scholars who have a slightly different view and argue that there are both 

positive and negative aspects of cultural diversity in the workforce and they must be handed 

separately (Peppas, 2001). Bhadury et al. (2000) also state that diversity can be both positive and 
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negative for the company but it depends on the diversity climate that exists rather than the level of 

the diversity. If managed carefully it can be an important asset but in different occasion it can 

destroy the performance (Dadfar and Gustavsson, 1992). If there is no effective communication, 

then the individuals will feel excluded and they may even become hostile.  

Diversity and unity are two dimensions that must be kept together so that a company can survive 

(Harung and Harung, 1995). The authors also argue that the need for integration increases when 

diversity increases. On the other hand, the employees must express themselves freely. Therefore, 

there are two concepts that are coming out; integration and differentiation. As Lawrence and 

Lorsch (1967) state that these two dimensions are antagonistic and as differentiation increases, 

then integration must also be enhanced.  

Most of the difficulties that rise in cross-cultural communication is because the individuals 

understand differently the process of interaction and the specific styles of the dialogue (Karoc-

Kakabadse and Kouzmin, 2001). When there is no experience in understanding the other cultures 

or when there is unwillingness, then whatever are the managerial tools that are utilized to reward 

the employees, they will be unsatisfied (Jackson and Bak, 1998). 

▪ Mixing cultural diversity with the dominant organizational culture 

According to this view, there must be a common culture in the company where the employees can 

work together without significant problems. A feeling must be created that there is a common 

cultural identity so that the goals can be achieved (Kidger, 2002).  There are values and cultural 

behavior that are implemented by the company. Ng, Lee and Siores (2003) state the importance of 

the existence of a common platform that will facilitate the procedure. Furthermore, when all the 

employees are sharing common values (the organizational one) then the control can be more 

efficient. A holistic philosophy can be beneficial for the organization (Kranias, 2000).  Dadfar and 

Gustavsson (1992) argue that the similarities that will be created among the employees will be the 

basis of a cohesive and unified workforce which will lead to the success of the company. 

Ng et al. (2003) define the organizational culture as ideas that define the appropriate ways to act 

within the company, the shared values and the ethics. The afore mentioned are created over a 

period of time. With the organizational culture, the employees will move in an acceptable way by 

the company. It must be stated that organizational culture is different from the national one. The 
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national one lasts forever whereas the organizational culture is temporary. However, Mwaura, 

Sutton and Roberts (1998) argue that organizational culture is made by practices and that culture 

can be manageable by adjusting the practices.  

A question that arises is: Why some multicultural teams are productive whereas other not? 

Adler (1997) argues that the managing of the cultural diversification plays an important role for 

the outcome. The following attributes have to be taken into consideration so that the managing can 

have positive results. 

➢ Task-related selection 

Managers should not select the employees solely on their ethnicity but rather primarily for their 

task-related skills (Adler,1997). Triandis, Hall and Ewen (1965) state:” To maximize team 

effectiveness, members should be selected to be homogenous in ability levels (thus facilitating 

accurate communication) and heterogenous in attitudes (this ensuring a wide range of solutions 

to problems)”. 

 

➢ Recognition of differences 

The cultural differences should be given the appropriate attention: “Many barriers to 

intercultural communication are due to ignorance of cultural differences rather than a 

rejection of those differences” (Devonshire, 1980). Adler (1997) states that once the 

differences are recognized, then it is easier for the members to understand why their 

colleagues (coming from different cultural backgrounds) feel think and act the way they do 

(cultural interpretation) 

➢ Feedback 

Employees from different cultures have different perspectives. A cultural diverse workforce 

has more trouble comparing to workforce consisting of a single culture when it comes to 

agreeing collectively on what constitutes a good or bad idea or decision. To encourage effective 

functioning, managers should give feedback on which is an acceptable behavior and which is 

not. (Adler, 1997) 
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2.7 Culture and behavior 

Hofstede (1984) made an analysis of a sample of employees from a multinational company having 

subsidiaries all over the world. He created the following dimensions which characterize each 

culture. These are: uncertainty avoidance, power distance, masculinity- femininity and 

individualism- collectivism. Uncertainty avoidance is the level in which a society feels insecure 

by uncertain situations and its tolerance for ambiguity. High levels of that dimension indicate that 

the individuals try to avoid uncertain situations. Power distance index is the level to which the 

individuals of a society accept and expect that power is distributed unequally. Masculinity 

indicates the level to which individuals relate success to achievements, material rewards and 

assertiveness. On the other hand, femininity indicates opposite values. The index of individualism 

indicates the extent to which people are integrated into groups. The people should take care of 

themselves whereas in collectivistic society individuals are in groups. Long term orientation is 

when the individual is focused on the future and he/she can sacrifice short-term pleasure to prepare 

for it. There is also another dimension called indulgence versus the restraint and shows whether 

simple joys are fulfilled. Fregidou-Malama and Hyder (2015) conducted a study which shows that 

the cultural dimensions of power distance, individualism/collectivism and uncertainty avoidance 

have an impact on trust. Therefore, it is of importance to see if different countries score differently 

in these dimensions. 

In the following figures, there is the demonstration of the cultural dimensions of five countries; 

Greece, Philippines, China, Italy and Russia. As mentioned earlier, it is common for shipping 

companies to hire employees from China and Philippines for the low-level positions. That is why 

two distinct figures where made so that the comparison with the Greek culture can be shown. 

In Figure 2, the comparison between the Greek, Philippine and Chinese culture is made. The index 

of Power Distance is extremely high. The Philippines is 94 whereas the Chinese is 80. That means 

that the individual that belongs to these cultures accepts the power distance and follows the 

commands of the person higher in the hierarchy. In Figure 3, Russian have also a high index of 

Power Distance whereas the Italian have the lowest of the five countries with an index of 50. That 

is interpreted that the Italians are the least eager to follow the prompts of the person above them. 
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The individualistic index is higher in Italian culture which means that individuals are acting more 

individually than as a group. On the other hand, Chinese and Philippine are collectivistic which 

means that they work mostly in groups. The Russian are also close to the Greek culture in that 

dimension with an index of 39. 

In figure 2, the masculinity dimension shows that Greek, Chinese and Philippine are quite close. 

Russian are lower whereas Italians seem to relate success to achievements, material rewards and 

assertiveness to a high extent with an index of 70.  

Greece has the highest index in uncertainty avoidance with an index of 100. Russian’s dimension 

of uncertainty avoidance is close to the Greek one with an index of 95 whereas the Italian score 

75. However, the Philippine and Chinese are both below 50. The last two dimensions are long term 

orientation and indulgence. In the long-term orientation, China has the highest index with 87 and 

then Russia follows with an index of 81. As far as the index of indulgence is concerned, all 

countries are below 51. 

 

Figure 2. Comparison between Greek, Philippine and Chinese Culture 

 

Source: Own construction, 2017, adapted from Hofstede et al., (2010: 66,92,148,190,252,280) 
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Figure 3. Comparison between Greek, Italian and Russian culture. 

 

Source: Own construction, 2017, adapted from Hofstede et al., (2010: 66,92,148,190,252,280) 
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Figure 4. Percentage of people who would not show their emotions openly 

 

 Source: Trompenaars and Hampden-Turner, (2012:88) 

 

2.9 Intercultural Communication 

Communication style is the way that people communicate with other and that can be either verbally 
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thinking which is analytical. Most of the attention is given to specific, focal objects independent 

of the surrounding environment. On the contrary, high-context communication is used mainly in 

collectivistic cultures and it reflects a holistic thinking style. In high-context communication the 

larger context is taken into consideration when evaluating an action. Another difference is that in 

low-context communication, the biggest percentage of the meaning is conveyed in the explicit 

verbal code. On the contrary, in high-context communication the information can be either in the 

physical context or internalized in the person and little information is given in the coded part of 

the message. In a higher context culture, many things are left unsaid. That happens because the 

way words are said is more important that the worlds itself. On the contrary, in a lower context 

culture, the communicator must be very explicit with the words so that they can be fully 

understood. (Hall, 1976) 

2.9.2 Verbal Communication 

Trompenaars and Hampden-Turner (2012) argue that there are differences in the communication 

styles which can be seen in figure 5. For the Anglo-Saxons, when A stops then person B starts 

because it is not polite to interrupt. The Latins will integrate. For example, B will interrupt A 

before A finishes talking and vice versa. With this style, they show how interested they are to each 

other. On the contrary, the Asian have a period of silence when speaking which can be interpreted 

as a failure in communication by the westerns. 

Figure 5. Styles of verbal Communication. 

 

 

 

 

 

 

 

Source: Trompenaars and Hampden-Turner, (2012:94) 
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2.9.3 Tone of voice 

Trompenaars and Hampden-Turner (2012) state that another cross-cultural problem occurs 

because of the tone of voice. In figure 4 the typical patterns of Anglo-Saxon, Latin and Asian are 

demonstrated. Up and downs in the speech are an evidence that the speaker is not serious from the 

perspective of individuals belonging into a neutral society. However, Trompenaars and Hampden-

Turner also add that the Asian have a more monotonous pattern, according to which the individual 

wants to show that he/she shows respect. 

 

Figure 6. Tone of voice. 

 

 

 

 

 

 

 

 

 

Source: Trompenaars and Hampden-Turner, (2012:94) 
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face whereas the East Asians used their eyes to show their emotions. Even humor is different in 

different cultures. A joke in one culture, may be considered as an insult in another culture. 

2.10 Conceptual Framework 

According to Yin (2012) a conceptual framework is of great importance in a research study. It 

summarizes the basic theories that are presented in the literature with a way that is easy to 

remember. Figure 7 illustrates the conceptual framework. A relationship is created between the 

theories so that their correlation with the concept of conflict can be demonstrated. 

The first dimension that might be a generator of conflict in a cultural diversified workforce is the 

employees’ different cultural values. These consist of six attributes which are 

individualism/collectivism, masculinity/femininity, power distance, short term/long term 

orientation, uncertainty avoidance and indulgence. Differences in any of these attributes between 

employees can lead to conflict. 

The second dimension is the employees’ differences in the way that they communicate. Therefore, 

even if the values of the previous dimension are the same, different ways of communication can 

lead to misunderstandings and conflicts. This dimension consists of the following attributes: tone 

of voice, facial expression and humor, whether they are coming from a high context or low context 

culture and affective/neutral culture. The style of verbal communication is also crucial. 

The last dimension is the manager’s approach to the cultural diversity and it is a factor which will 

also determine the levels of conflict in the organization. If for example cultural diversity is 

considered beneficial, the manager will embrace it. The strategies and policies that will be 

implemented can either facilitate or diminish the conflicts. 
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Figure 7. Conceptual Framework of cultural factors affecting conflict 
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3. Methodology  

When a researcher conducts a study, he/she is using different methods to reach the wanted results. 

In my study, I followed a qualitative approach and a thematic analysis to find different patterns in 

the empirical findings. The whole study is also based on a case and in order to be able to generalize 

the results to the whole shipping industry, I followed the inductive reasoning. Lastly, my research 

questions are combining three different characteristics; they are descriptive, explanatory and 

exploratory.   

3.1 Qualitative or quantitative approach 

Saunders, Lewis and Thornil (2012) state that there are two distinct approaches so that the research 

can be conducted. The quantitative and the qualitative approach. The first one is used to quantify 

the problem by generating numerical data. On the other hand, qualitative is exploratory research 

and it is used to develop ideas and concepts. From a broader perspective, Gay and Airasian (2000) 

argue that the quantitative approach can be defined as: “a type of empirical research into a social 

phenomenon or human problem, testing a theory consisting of variables which are measured with 

numbers and analyzed with statistics in order to determine if the theory explains or predicts 

phenomena of interest”. On the contrary, Strauss and Corbin (1998) define qualitative research as 

following: ‘By the term “qualitative research” we mean any type of research that produces findings 

not arrived at by statistical procedures or other means of quantification’.  

When we compare the two research paradigms, four different attributes of the research process 

must be analyzed. According to Crotty (1998), these are: epistemology, theoretical perspectives, 

methodology and methods. The following table summarizes the differences between a qualitative 

and a quantitative approach. 

 

Table 4. Differences between qualitative and quantitative approach 

 Quantitative mode Qualitative mode 

Assumptions Reality is single, tangible and 

fragmentable. Social facts have an 

objective reality 

Realities are multiple, constructed and 

holistic. Reality is socially constructed. 
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Knower and known are 

independent, a dualism 

Knower and known are interactive, 

inseparable. 

Primacy of method Primacy of subject matter 

Variables can be identified and 

relationships measured 

Variables are complex, interwoven and 

difficult to measure. 

Inquiry is objective, value-free Inquiry is subjective, value-bound 

Purposes Generalizability (Time and context 

free generalizations through 

nomothetic or generalized 

statements) 

Contextualization (Only time and 

context bound working hypotheses 

through idiographic statements) 

Prediction Interpretation 

Causal explanations Understanding actors’ perspectives 

Approach Begins with hypotheses and theories Ends with hypotheses or grounded theory 

Manipulation and control Emergence and portrayal 

Uses formal, structured instruments Researcher as the instrument 

Experimentation and intervention Naturalistic or nonintervention 

Deductive Inductive 

Component analysis Searches for patterns 

Seeks consensus, the norm Seeks pluralism, complexity 

Reduces data to numerical indices Makes minor use of numerical indices 

Abstract language in write-up Descriptive write-up 

Researcher 

Role 

Detachment and impartiality Personal involvement and partiality 

Objective portrayal Empathic understanding 

Outsider’s point of view Insider’s point of view 

Source: Yilmaz, (2013:314) 

 

Except for the two previous approaches, Jick (1979) argues that there is another research method 

regarding the social science that utilizes multiple methods. Webb, Campbell, Schwartz and 

Sechrest, (1966) call it triangulation. Their point of view is that the qualitative and the quantitative 

methods should be considered as complementary and not different. Yet, those authors who are in 
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favor of triangulation (e.g. Smith,1975; Web et al., 1966) do not explain the way that it will be 

accomplished. Jick (1979) also argues that even the graduate training in most cases prepare the 

students to use only one method.  

The chosen approach for the current study is the qualitative one. First of all, the sample was small 

and a quantitative approach would be useless. Secondly, I was really interested to go in depth by 

asking semi structured questions which is an attribute that cannot be accomplished by the 

quantitative method. In addition, Doz (2011) argues that by using the qualitative research different 

theories are mixed son that new conceptualizations can occur. In my study, different theories were 

connected so that the answers to the research questions can be found. 

3.2 Case study 

The current study was based in the “case of Seascope”. The point of a case study is to dissolute 

the complexity of the reality and the methodology that is used to achieve this task, has been applied 

to various social sciences such as psychology, anthropology and economics. There have also been 

applied in practice-oriented fields such as social work and business studies. (Johansson, 2003) 

Johansson (2003) argues that the most crucial characteristic of the case study methodology is that 

there are different methods that are combined so that the case can be illustrated from different 

perspectives. The question that arises is what is the relation between the case study methodology 

and other methods? 

Groat and Wang (2002) give us the relation between various research strategies as far as the 

architecture is concerned. In figure 8, they explain that those which are close to each other have 

more similarities than the other which are apart. Groat and Wang (2002) argue that the qualitative 

and the interpretive research have in common a holistic approach to the research subject. However, 

they have different time perspectives. Correlational research and the qualitative one focus on 

naturally occurring circumstances but the first one depends on quantitative data. The 

experimentation research depends also on quantitative data but the isolated variables must be 

manipulated by the researcher. Similarly, for simulation control and manipulation are essential. 

Logical argumentation has in common with simulation the emphasis on abstraction. Lastly, so that 

the circle can be completed, the interpretive-historical research has a basic attribute of constructing 
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logic during the interpretation. (Groat and Wang, 2002). The following figure (which is simplified 

by Johansson,2003) illustrates this relation. 

 

Figure 8. Conceptual framework for research methods 

 

 

 

 

 

 

 

 

 

 

Source: Johansson, (2003:20) 

 

But what exactly is a case? Johansson (2003) argues that it is still a subject of debate since it is not 

well defined. Ragin and Becker (1992) state that a case may be theoretical, empirical or both of 

them. Saunders et al. (2012) argue that with a case study a single case is examined over time. The 

data that is collected can vary from questionnaires, interviews or observations. 

According to Johansson (2003) if a case is purposefully selected, then the generalizing of the 

findings will be interesting for the readers. Generalizations from cases are not statistical but 

analytical. Because of the attributes of the “case study” that were explained before, I found “the 

case study approach” suitable for my study, so that I can generalize the findings from a shipping 

Simulation 

Experimental 

Logical/ 

Argumentation 

Interpretive 

Historical 

Qualitative 

Correlational 

Case study/ 

combined 

strategies 



27 
 

company to the whole shipping industry. However, generalizations are based on different types of 

reasoning which are the following: inductive, abductive and deductive. 

3.3. Inductive, abductive and deductive reasoning 

When a deductive method is used for the generalization, then the procedure is similar to an 

experiment. A hypothesis is first made and then testable consequences come from this deduction. 

Then a comparison is made between the expected findings which come from a theory and the case 

and the empirical findings. The result will be either to verify the theory or to falsify it. (Johansson, 

2003) 

Induction is also a way that generalization can be achieved. The point of this approach is to 

generate new theories based on the data in the case that is examined (Johansson, 2003). Saunders 

et al. (2012) argue that although this method is based on theories, the extent is significant less 

comparing to the deductive one. 

The last one is the abductive. According to this approach the researcher uses a theory and tries to 

figure out if it is applicable to a case. If the explanation cannot be given according to the already 

existing theory, then a new one is created. (Saunders et al., 2012). There are two types of abduction. 

The first one is when a case is created by few facts in the case such as historical data. The other 

one is when the generalizations are created from cases which are known and then the actual 

problem is compared with them. In the following table, the afore-mentioned are summarized. 

 

Table 5. Models of generalization and reasoning within case study methodology 

Procedure Mode of 

reasoning 

Result Generalization 

Hypothesis 

testing 

A theory 

(hypothesis is 

tested in a case 

Deductive The establishment 

of the domain of the 

theory 

From hypothesis 

and facts to the 

validation of a 

theory 
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and validated or 

falsified 

Theory 

generating 

A principle 

(theory) is 

generated from 

facts in the case 

Inductive A theory 

(Conceptualization) 

From facts in a 

case to theory 

Naturalistic 

generalization 

An actual 

problem 

situation is 

compared with 

known cases 

Abductive Ability to act based 

on the conception 

of a case 

From cases to a 

case 

Synthesizing a 

case 

A case is 

synthesized from 

facts in the case 

and a principle 

(theory) 

Abductive The 

(re)construction of 

a case 

From facts and a 

theory to a case 

Source: Johansson, (2003:18) 

 

In my study, I investigate the factors that affect the conflict in a cultural diversified workforce. I 

used already existing theories and created a new conceptual framework by combining them. 

However, at the end of the study a new conceptual framework is created by combining also the 

facts from the empirical findings. Therefore, I could characterize it as an inductive approach. 
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3.4 Descriptive, exploratory and explanatory research 

 As far as the research questions are concerned, De Vaus (2001) argues that there two types of 

research questions so that a research can be properly designed; the descriptive and the explanatory 

one. The first one answers the question of what is happening whereas the second one the question 

of why is this happening. Gray et al. (2007) mention three; exploratory, descriptive and 

explanatory. Exploratory occurs when the research aims to discover issues that were not examined 

by other researchers. 

In my study, the three types of research question are all used. It is exploratory because the issue 

“factors that affect the conflict in the shipping industry” has not been previously examined by other 

researchers. It is also descriptive because there is an extent description of the conflicts that occur 

in the shipping industry due to the cultural differences. Lastly, it is explanatory because the reason 

that these conflicts occur is investigated. 

3.5 Data collection 

There is a wide range of primary and secondary data used in my study and in this part the 

method that they were collected will be analyzed. 

3.5.1 Primary data 

According to Yin (2012) states that there are six ways of collecting primary data which can be 

used either by combination or by utilizing only one. These are interviews, direct observation. 

Documents, physical artifacts and participant observation can also be used. 

 

Interviews 

DiCicco-Bloom and Crabtree (2006) state that interviews are one of the most familiar ways to 

gather qualitative data. Leech (2002) argues that there are different types of interviews with various 

styles of questions which are appropriate in different cases. Leech (2012) also claims that 

unstructured interviews have more similarities with a conversation than an interview. As a result, 

the interviews are in some cases not reliable because there is a tendency to wander off in 

unexpected ways. On the other hand, there are some cases where the researchers have great 
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knowledge about a subject and therefore structured interview with closed-ended questions are used 

(Leech, 2002). 

Between the structured and the unstructured interviews, there are the semi structured. Leech (2002) 

argues that this type of interview can provide depth and detail. According to Leech (2002), the 

following characteristics were followed when interviewing the employees. 

✓ Gaining Rapport 

Rapport means that the interviewees are at ease. It has also the meaning that the researcher 

shows them that he/she is listening actively and he/she is interested in their answers and that 

they should continue talking. McCracken (1998) adds that the interviewer should appear a little 

dump in the sense that the interviewees should not feel threatened that they will lose face in 

the interview.  

✓ Grand tour questions 

Spradley (1979) suggests that the point of this question is to ask respondents to explain 

explicitly something that they know well. The basic concept is that the respondent will talk 

extensively about something that he/she knows well, but by staying focused in the subject. For 

example, I asked them to describe a typical day in their job. 

✓ Example questions 

Spradley (1979) states that example questions have a lot in common with the grand tour 

questions but they are more specific. In my interview, I asked them to give me example of a 

conflict with their colleagues. 

In the current study, the primary data has been collected by interviewing employees both on shore 

and offshore. It is of great importance that the interviews where made face to face. The general 

manager of the company, a Russian broker and a Greek accountant have been interviewed. From 

the off-shore crew, a Greek captain, the manager on the yacht and one Italian chef were 

interviewed. The two Philippine waiters, the two Chinese chambermaids as well as the Greek 

barman and barwoman were also extremely helpful for my research with their responses. The 

duration of the interviews is demonstrated in the following table. 
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Table 6. Interview’s duration 

 POSITION NATIONALITY DURATION 

1 Captain Greek 45 minutes 

2 Manager on 

Yacht “1” 

Greek 1 hour 

3 Chef Italian 30 minutes 

4 Waiter 1 Philippine 30 minutes 

5 Waiter 2 Philippine 30 minutes 

6 Chambermaid 1 Chinese 30 minutes 

7 Chambermaid 2 Chinese 30 minutes 

8 Barman Greek 1 hour 

9 Barwoman Greek 1 hour 

10 General 

Manager 

Greek 2 hours 

11 Broker Russian 15 minutes 

12 Accountant Greek 1 hour 

Source: Own construction, 2017 

 

3.5.2 Secondary data 

The secondary data was gathered from various websites and books in the library of University of 

Gävle. The website of google scholar was extremely helpful in searching scientific articles by 

using keywords and other relevant search tools. 

3.6 Operationalization 

The questions that were asked were based to the theories presented in chapter 2 of the study. 

Therefore, the data that are collected from interviews and presented in chapter “empirical 

findings”, can then be analyzed and linked to the theories in chapter “analysis”. The questions 

that were asked to the general manager were different and that is why there are in a different 

table. 
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Table 7. Operationalization (employees) 

- RQ: What are the factors 

that generate conflict in a 

cultural diversified 

workforce in the shipping 

industry? 

 

Theories Authors 

Questions:   

➢ Where are you from? 

(Nationality) 

Nationalities in 

Greek shipping 

industry 

Theotokas and Progoulaki 

(2004); 

Progoulaki (2007) 

➢ What is your professional 

background? 

Culture and job 

selection 

Schneider and Barsoux (1997) 

➢ Do you like your job? Culture and job 

preferences 

Schneider and Barsoux (1997) 

➢ How is the relationship with 

your colleagues? 

Cultural values, 

intercultural 

communication 

Hofstede et al. (2010); 

Trompenaars and Hampden-

Turner (2012); 

Kahveci and Sampson (2001); 

Jack et al. (2012); Fregidou-

Malama and Hyder (2015) 

 

➢ Are there any colleagues that 

you have come closer? 

Cultural values, 

intercultural 

communication 

 

Hofstede et al. (2010); 

Trompenaars and Hampden-

Turner (2012); 

Jack et al. (2012) 
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➢ Have you experienced any 

conflict with your colleagues 

due to different perspectives? 

Cultural values, 

intercultural 

communication 

Hofstede et al. (2010); 

Trompenaars and Hampden-

Turner (2012); 

Jack et al. (2012) 

 

➢ Can you communicate 

effectively with your 

colleagues or do you feel that 

sometimes they do not 

understand you? 

Intercultural 

Communication 

Trompenaars and Hampden-

Turner (2012); 

Hall (1976); 

Jack et al. (2012) 

➢ Do you feel that the company 

takes action in order to narrow 

the gap of the cultural 

diversification? What do you 

think about these programs? 

Cultural diversity 

approach 

Adler (1997);  

Dadfar and Gustavsson 

(1992); 

Kidger (2002) 

➢ How is the working 

atmosphere? Is it strictly 

professional?  

Cultural values Hofstede et al. (2010) 

Source: Own construction, 2017 

 

Table 8. Operationalization (General Manager) 

- RQ: How is the 

management of 

diversity related to the 

conflicts? 

 

Theories Authors 

Questions:   

➢ What is the working 

atmosphere that exists in 

Managing cultural diversity Kamal and Ferdousi (2009); 

Adler (1997) 
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the company? Is it strictly 

professional? 

 

➢ What are your criteria 

when recruiting? Strictly 

professional or you take 

into consideration other 

dimensions? 

Managing cultural diversity Adler (1997) 

➢ Have you ever 

encountered problems in 

managing the cultural 

diversified workforce? 

How did you solve it?  

Managing cultural diversity Adler (1997) 

➢ Would you change 

regularly the low-level 

employees (such as the 

waiters) if you could save 

money for the company? 

Managing cultural diversity Kidger (2002); 

Dadfar and Gustavsson 

(1992); 

Adler (1997) 

➢ How do you narrow the 

gap that might exist 

because of the cultural 

diversity? 

Managing cultural diversity Dadfar and Gustavsson 

(1992); 

Harung and Harung (1995) 

➢ Are you in favor of 

cultural diversity or you 

would prefer 

homogeneity? 

Managing cultural diversity Dadfar and Gustavsson 

(1992); 

Bhadury et al. (2000) 

Source: Own construction, 2017 

 

3.7 Data Presentation and Analysis 

Roulston (2001) states: “thematic analysis is a poorly demarcated and rarely-acknowledged, yet 

widely-used qualitative analytic method”. Braun and Clarke (2006) argue that: “thematic analysis 
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is a method for identifying, analyzing and reporting patterns (themes) within data. It minimally 

organizes and describes your data set in (rich) detail”. In my study, I found it appropriate to 

analyze the patterns that occurred in the empirical findings, so that they can be analyzed later in 

the “analysis part”. When conducting the interviews, a huge amount of data was collected. 

Therefore, the data is divided into the following identified categories:  

- The employees who faced problems in the working environment due to the cultural 

diversification and those who did not. 

- The general manager and the manager on the yacht, they have the same nationality with 

the owners of the company 

- The employees who were in favor of the “cultural days” organized by the organization to 

narrow the cultural gap in the workforce and those who did not find it helpful. 

- Employees who have developed more intimate relationships with each other 

- The general manager’s attitude towards cultural diversity 

 The last part of the empirical findings is the summary of the interviews. 

Eisenhardt (1989) argues that the part of analyzing data is the most difficult part and the least 

codified part of the process of building a theory from a case study. For the analysis part, the theories 

that exist in the literature are used as a guide to analyze the data presented in chapter empirical 

findings. Starting from the analysis of why conflicts occur in a cultural diversified workforce. Then 

the analysis of why the owner’s nationality should be the same with employees in high positions 

and why only the foreigners appreciated the cultural days program. Lastly, there is the analysis of 

the general manager’s behavior.  

 

3.8 Validity and Reliability 

Eisner (2017) argues that a main characteristic of a good qualitative study is that it facilitates the 

understanding of a confusing situation. Patton (2002) argues that validity and reliability are two 

factors that should be highly taken into consideration when a researcher designs a study, analyses 

the results and finally when he/she judges the quality of the study. 

❖ Reliability 
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Seale (1999) argues that examination of trustworthiness is important if the researcher wants to 

implement reliability in his/her qualitative research. However, Stenbacka (2001) argues that since 

reliability is correlated to measurements, then it has no relevance when doing a qualitative 

research. Stenbacka (2001) adds that when judging the quality of a research which is qualitative, 

the concept of reliability is not relevant. Lincoln and Guba (1985) argue that:” Since there can be 

no validity without reliability, a demonstration of validity is sufficient to establish the reliability”. 

Patton (2002) also argues that reliability is a consequence of validity. 

 

❖ Validity 

Golafshani (2003) states that there are many descriptions for the concept of validity in the 

qualitative studies. Creswell and Miller (2000) argue that the validity is affected by the 

perception that the researcher has about the validity. Many researchers have developed their own 

interpretations of validity and they give their own explanations. For example, Davies and Dodd 

(2002) argue that “subjectivity, reflexivity and social interaction of interviewing” are critical 

characteristics of validity. 

In my research, despite the time limitation the concepts of validity and reliability are in a high 

level. The interviews were made on the yacht and also on shore with employees from totally 

different cultural backgrounds. I was patient and friendly with them when interviewing and I the 

flow of the conversation was in most cases extremely good. 
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4. Empirical Findings 

In this chapter, the data that was collected through the interviews are presented. Starting this 

chapter, there are the employees who faced problems with their colleagues. Then, the finding that 

the manager on yacht as well as the general manager were from the same nationality as the owners 

of the yacht (Greek). Another finding is the different opinions that the employees have about the 

effectiveness of “cultural days”. Lastly, the general manager’s attitude towards culture diversity 

as well as the family climate that exists in the company is presented. 

4.1 Employees who faced problems with their colleagues 

Manager on yacht “1” 

He stated that he loves managing the crew but there are many times that he had a problem with the 

Italian chef. He argued: “The really interesting fact about our crew is that most of us, we work 

together for 4 years since the time I first came here. However, the Italian chef who is also my 

friend does not like to listen to bad comments. His food is amazing but there are some clients who 

have very specific taste and preferences. So, he has to cook differently for them and this drives 

him crazy because he is a very experienced and famous chef.” 

 

Chef 

He stated that he is glad that the members of the crew are not changing so that he can be more 

efficient in his job. He added: “I have a Chinese assistant in the kitchen and two Philippine girls 

that come and take the dishes and deliver them to the clients.” In my question about some 

difficulties that he had faced all these years because of the diversified workforce, he stated: “My 

cooperation with my Chinese assistant as well as the two waiters is really good. But sometimes, 

especially when you are in the kitchen trying to create something fantastic, you need to make some 

jokes with the other and have fun. You need to create a nice atmosphere. Unfortunately, you cannot 

find everything you search in your colleagues.” Another problem that he faced is that when the 

clients have some problems with his dishes, the waiters hesitate to tell him. The chef responded:” 

there are sometimes that the clients do not like a specific dish. So, I have somehow to get informed 

about this situation and this can be done either by the waiters or by the manager. The waiters never 

tell me anything and I do not know the reason. So, there have been some cases when I had a small 

fight with the manager because his way of telling me the problem was not so appropriate. 
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General Manager 

He stated that there is nothing more challenging than managing a cultural diversified workforce, 

since the differences in the way of acting are creating problems and conflicts. These have a bad 

impact on the performance of the team. 

 

Table 9. Division of interviewers who faced problems and those who did not 

 POSITION NATIONALITY PROBLEMS 

WORKING IN A 

DIVERFISFIED 

WORKFORCE 

Position involving 

giving orders to 

other employees 

 Employees who faced problems  

1 Manager on 

Yacht “1” 

Greek yes yes 

2 Chef Italian yes yes 

3 General 

Manager 

Greek yes 

 

yes 

 Employees who did not face any problems 

1 Waiter 1 Philippine no no 

2 Waiter 2 Philippine no no 

3 Chambermaid 

1 

Chinese no no 

4 Chambermaid 

2 

Chinese no no 

5 Barman Greek no no 

6 Barwoman Greek no no 

7 Broker Russian no no 

8 Accountant Greek no no 

9 Captain Greek no no 

Source: Own Construction, 2017 
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4.2 Owner’s nationality  
Another pattern that was found is that the manager on yacht as well as the general manager were 

from the same nationality as the owners of the yacht (Greek). This is demonstrated in the following 

table. 

 

Table 10. Nationalities of General manager, manager on yacht and owners  

Position Nationality 

Owners Greek 

General 

Manager 

Greek 

Manager on 

yacht 

Greek 

Source: Own construction, 2017 

 

4.3 Cultural Days 

Captain 

During the interview, the captain mentioned that there are organized events where all the 

employees are gathered and that they discuss about their cultures, what is special about it and that 

they also say funny stories about their cultural characteristics. However, the captain said:” It is like 

I am in the kindergarten. To be honest, I do not find the reason for that”. 

 

Manager on the yacht “1” 

 In the question about the actions that the company takes to narrow the cultural diversity the 

manager on the yacht “1” answered:” It is just funny moments. Nothing else...” 

 

Italian chef 
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The Italian chef appreciated the actions that the company takes so that the employees from 

different cultural backgrounds can know each other better. He stated: “I think it is a great action 

since we develop a mutual understanding”. 

Philippine waiters 

They both seemed satisfied with the actions that the company takes so that they get to know better 

each other. They stated:” that helps us a lot because we understand our differences and our 

similarities.” 

Chinese chambermaids 

About the “cultural days” the first Chinese chambermaid stated that she found helpful the days 

that are organized by the company where each employee speaks about his/her tradition and culture 

because they get to know better with each other. The second chambermaid found it also interesting. 

In the following table, there is the summary of the employee’s opinion 

 

Table 11. “Cultural” days 

Employee Nationality Opinion about “cultural” days 

Captain Greek “Nothing special” 

Manager on yacht “1” Greek “Nothing special” 

Barman Greek “Nothing special” 

Barwoman Greek “Nothing special” 

Chef Italian “helpful” 

Waiter “1” Philippine “helpful” 

Waiter “2” Philippine “helpful” 

Chambermaid “1” Chinese “helpful” 

Chambermaid “2” Chinese “helpful” 

Source: Own Construction, 2017 
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4.4 Employees who have come closer to each other and the family climate 

When the employees were asked if they have come closer to any particular employee different 

answers occurred. In the following table their nationality and their positions are demonstrated. The 

barman and barwoman are not in the table since they were a couple before working in the yacht. 

 

Table 12. Employees who have come “closer” to each other 

Position Low level/ High level position Nationality 

Chambermaid “1” Low level Chinese 

Chambermaid “2” Low level Chinese 

Waiter “1” Low level Philippine 

Waiter “2” Low level Philippine 

Source: Own construction, 2017 

In addition, most of the employees embraced the working atmosphere that exists inside the 

company. Since their answers  about the working environment were quite similar, only the 

answers of two employees about the working climate are demonstrated. 

 

Captain 

One of his first comments were: “I really love my job. I used to work for a gas tanker since I was 

30 years old. The money is much less now but it is an amazing job because you have all these 

beautiful islands and such a nice weather”. He also stated that there is an atmosphere of a close 

relationship with the manager and the Human Resource Department. 

 

Manager on yacht “1” 

The manager of yacht “1” stated that he considers the company as his family and he is happy 

when the clients are satisfied. He stated: “ In the previous yacht that I was working the salary 

was quite good but I was not so close to the employees and to the general manager as I am in the 

Seascope company”. 
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General Manager 

He is in that position since the yacht was first bought by the ship-owners ten years ago. He had 

previous working experience in the yacht industry since he was working for six years for an 

Italian company. He stated:” I feel Seascope like my family. I have an extremely good 

relationship with the owners and they have a lot of trust for my decisions”. 

 

4.5 General manager attitude towards cultural diversity 

The general manager stated that there is no recipe for success in this sector and it is all about hard 

work. However, his experience has taught him some strategies that have to be implemented so that 

the company can serve the clients with the best way. Firstly, it is about seafarers. They have to feel 

constantly that they belong to a family and their efforts are rewarded. Therefore, they have to be 

motivated one hundred percentage to give their best. The manager mentioned that the company 

achieves this task through high salaries comparing to the competitors, nice working atmosphere as 

well as seminars so that they can continuously evolve themselves. In addition, there is the mindset 

that whatever problem occurs, they can freely discuss it with the manager so that the optimum 

solution can be found. In extreme cases, the company will fire someone if he/she has done 

something which is mostly unethical. For example, there was an incident three years ago with a 

barman that was stealing bottles from the bar and he claimed that the clients were drinking a lot. 

In that case, the company did not give him a second chance because it is the core value of Seascope 

for the employees to be ethical and behave accordingly. He added:” we search for employees with 

ethics who can contribute with their efforts to the success of Seascope”. 

About cultural diversity he answered:” There is nothing more challenging and rewarding than 

managing a diversified workforce. That is why I try to have the same people for as many years as 

possible for two reasons. First of all, each year they become more and more familiar with the way 

that they have to do their tasks. They learn the tricks and how to satisfy the customers. Secondly 

and most important is that they are becoming a team despite their differences. Each one has his/her 

own cultural background and there are sometimes contradicting mindsets. But we implement them 

that working as a team and helping each other is beneficial not only for the company but also for 

them because it makes their job more efficient and with less trouble”. 
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The manager was very positive about the cultural diversity. He said:” The cultural diversity is 

positive due to many reasons. First of all, due to the fact that our clients are coming from various 

countries, it is positive that we have also multicultural workforce. In addition, I sometimes ask 

them for advice. If for example there is a group of Chinese clients that want to rent the yacht, I 

may ask my Chinese employees for advice about special characteristics of the Chinese culture. 

Secondly, an employee should never be judged by his/her nationality although his/her cultural 

attributes may influence the procedure of recruitment. For example, Chinese and Philippine are in 

general obedient to the commands of their seniors. On the other hand, it is not easy for a diversified 

workforce to become a team since they are different. That is why I have created the “cultural days” 

where we gather all together eating and talking about each one’s traditional foods, places that are 

worthy visiting and in general information about culture.” Because of the cultural diversity that 

exists, there is a policy to keep the same employees even in the low positions (such as a waiter) 

because they become more consistent as a team and they have a better cooperation. 

We also discussed about situations that conflicts occurred between the seafarers. He said that his 

response was to be as objective as possible and to remind them that the existence and good 

performance of the firm is above all cultural differences. He added: “we also organize every year 

seminars for our employees so that we can show them the appropriate and most suitable behavior 

when working on the yacht. With that way we make it clear, that type of behavior the company 

expects from them”. 

4.6 Summary of the answers of the interviewed employees 

The following table demonstrates the answers of the ten employees that were questioned. In the 

first column, there is the job’s position of the employee and in the second one his/her nationality. 

Then their answers are coded so that their answers can be easily read and understood by the 

readers of the current study. Therefore, there are the answers to the questions about the 

relationship with the colleagues, the colleagues that they have come closer as well as whether 

they have experienced conflicts or not. Then there is the question about the problems that have 

occurred when communicating with each other. The last two columns are about the employees’ 

opinion about the cultural days and the working atmosphere.  

 



44 
 

Table 13. Summary of the answers of the interviewed employees 
E

m
p

lo
ye

e 

N
at

io
n

al
it

y
 

Relationship with 

colleagues 

Colleagues 

that you 

have come 

closer? 

Have you 

experienced 

conflicts? 

Problems in 

communicating 

effectively? 

Opinion about 

“cultural days” 

Opinion 

about the 

working 

atmosphere 

        

Captain Greek good no no yes Nothing special “family” 

climate 

Manager 

on yacht 

“1” 

Greek Minor problems 

with the Italian 

chef 

no yes yes Nothing special “family” 

climate 

Chef Italian Minor problems 

with the Chinese 

assistant and the 

two Philippine 

waiters 

no yes yes Important “family” 

climate 

Waiter “1” Philip

pine 

good With the 

other 

Philippine 

waiter and 

the two 

Chinese 

chamberma

ids 

no no Important “family” 

climate 

Waiter “2” Philip

pine 

good With the 

other 

Philippine 

waiter and 

the two 

Chinese 

chamberma

ids 

no no Important “family” 

climate 

Chamber

maid “1” 

Chines

e 

good With the 

other 

Chinese 

chamberma

id and the 

two 

no no Important “family” 

climate 
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Philippine 

waiters 

Chamber

maid “2” 

Chines

e 

good With the 

other 

Chinese 

chamberma

id and the 

two 

Philippine 

waiters 

no no Important “family” 

climate 

Barman Greek good With 

barwoman 

no no Nothing special Good 

climate 

Barwoma

n 

Greek good With 

barman 

no no Nothing special Good 

climate 

Broker Russia

n 

Work alone no no no Not participating Good 

climate 

Accounta

nt 

Greek good no no no Not participating “Family” 

climate 

Source: Own construction, 2017 

 

Since the answers of the general manager play a significant role in my current study, they are 

demonstrated in a different table. In every column, there are different questions and his answers 

are coded so that they can be easily understood by the readers. Therefore, the first question is about 

the working atmosphere that exists in the company and the second one is about his criteria when 

recruiting. Then there is a question about the problems that he has encountered when managing a 

diversified workforce. The next one is whether he prefers to change regularly the low-level 

employees if he could save money for the company. The last two questions are about his actions 

to narrow the cultural gap that exists in the company as well as whether he is in favor or not of the 

cultural diversified workforce. 

 

Table 14. Summary of the interview with the general manager 
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5. Analysis 

In the analysis part, the theories are used as a guide to analyze the empirical findings. Firstly, there 

is the analysis of the conflicts that occurred due to cultural differences. The reasons of why these 

occurred according to existing theories, is provided. There are also some employees who had come 

closer comparing to other. Then there is the owner’s nationality and actions like cultural days that 

influence the possibility of conflicts. Lastly, there is the general manager’s behavior towards 

multiculturalism in the workforce. 

5.1 Conflicts due to cultural differences 

The manager on yacht, the chef and the general manager were the only interviewed that 

answered positively to the question about cultural conflicts. Because of the fact that their 

position involves giving orders, the differences in culture are more apparent.  

Greek employee with the Italian  

The Greek manager on the yacht stated that the only problem he had was with the Italian chef. 

This can be justified by the theory of Hofstede about the dimension of power distance. As it is 

demonstrated in figure 3, the Italian index for power distance is fifty which means that the 

difference in the power distributed is not easily accepted by the Italians. Therefore, when the 

manager asks him to change some dishes or to change a certain behavior, a conflict occurs between 

them. In the index of individualism, the Italians score 76 which means that they prefer to take care 

of themselves rather than work in groups. This has also an impact on the cooperation between the 

Italian chef and the Greek manager on the yacht. 

The theory of Trompenaars and Hampden-Turner about the different tone of voice plays an 

important role in the conflict that occurred. According to figure 4, when the Latin are speaking 

they are constantly raising and lowering their voices. In addition, as it is shown in figure 3 they 

start talking before the other has finished his/her words. The afore-mentioned might be the reason 

that the conflict has occurred between the Greek manager and the Italian chef. 

Italian employee with Philippine and Chinese employees 

The first problem that the Italian chef stated was with his Chinese assistant. He argued that he 

would like a more vivid atmosphere inside the kitchen because his assistant is very silent and does 
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not even make jokes. Jack et al. (2012) states that the east Asian use mostly their eyes to show 

their feelings and do not use gestures or other parts of their faces. Moreover, as demonstrated in 

figure 2 China scores 24 in the index of indulgence. That means that they do not freely express 

their urges. Even the style of their verbal communication as demonstrated in figure 3 shows that 

they always wait until the person that speaks finishes talking which is opposite the Italian one. 

Another problem that he stated is with the Philippine waiters. They did not tell him when the clients 

were disappointed with a specific dish. In figure 2, the Power distance of the Philippines is almost 

one hundred which means that the index of power distance has taken almost the maximum value. 

Therefore, I can justify their behavior by the fact that they may be afraid to tell him about the 

complaints of the clients. 

The Philippine and Chinese employees were the only that claimed that they had developed close 

relationships. These four employees are belonging to the low-level positions. Philippine and China 

are characterized by high power distance dimension according to Hofstede et al. (2010). That 

means that it is easier for them to come closer to each other since they have similar cultural values. 

 

5.2 Owner’s nationality and actions like “cultural days” that eliminate the cultural gap 

Firstly, Moreby (1990) stated that there is a policy from Scandinavian and European ship-owners 

to employ their own nationals at senior positions and from Third World countries for the rest. In 

the investigated company (Seascope) the captain, the manager on the yacht, the general manager 

as well as the accountant were all Greek. Therefore, they had the same nationality with the owners. 

Moreover, in other positions such as waiters and chambermaids there were employees from China 

and Philippines. Senior positions are correlated to critical decisions comparing to the low-level 

positions. For example, the decisions of the general manager have an impact on the company and 

can lead either to fail or to success. Greece is very high in the index of “uncertainty avoidance” 

according to Hofstede. Therefore, the Greek ship-owners try to eliminate this uncertainty by 

having Greeks in the higher positions. As I understand it, having the same cultural background 

they can communicate better and they feel more secure. 

As far as the cultural days are concerned, only the foreigners appreciated the purpose of it and that 

it helped them in understanding the differences between different cultures. The Greek employees 
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were not so enthusiastic about it. This can be explained by the fact that they belong to the same 

nationality with the owners and they are living also in Greece. Therefore, they were not motivated 

enough by the general manager so that they can appreciate the “cultural days”. 

 

5.3 General manager’s behavior 

First of all, the general manager stated that he is in favor of a diversified cultural workforce. His 

opinion is in accordance with Dadfar and Gustavsson (1992) who state the positive correlation 

between diversification and high performance of the firms. The general manager also argued that 

it is a good impression for foreign clients to have a cultural diversified workforce and it has a good 

impact on the company. Another point that was mentioned is that he even asks the opinion of his 

employees when clients from specific cultural backgrounds will rent the yacht. This is in 

accordance with Martin (2014) who argues that a firm can use the knowledge and the information 

of each employee to learn ways to approach different cultures  

The “family climate” is a concept that was mentioned by almost all employees and the general 

manager stated that this is a strategy of Seascope. He argued that the employees should feel free 

to express their complaints to him and discuss their problems. The company has as a strategy not 

to change the employees and that brings them closer to each other facilitating the “family climate”. 

Seascope recognizes the cultural differences that exist and tries to succeed by combining their 

culture with the company’s one. The policy of Seascope can be characterized as synergistic 

according to Adler (1997). Kidger (2002) argues that there must be created a common cultural 

identity which is in my study the value of ethics and the “family climate” that the manager wants 

in Seascope. 

Adler (1997) presented three actions that a manager must adapt so that the management of a 

diversified workforce can be successful. All of them were applied in Seascope. The first one is 

about task-related selection. The general manager stated that his first criteria when hiring, is if the 

employee “fits in” the company. The second attribute is about recognizing differences. He 

recognizes them and that is why he has created the “culture days”. The last one as mentioned by 

Adler (1997) is the feedback. This theory is also applicable to my study since the manager argued 

that he makes himself clear of what the employees did wrong so that they can change it. 
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Table 15. Summary of the factors affecting conflict and theoretical links 

Factors affecting conflict Outcome (whether it enhances 

or it reduces the possibility of 

conflicts) 

Theoretical Links 

Employees in high 

positions from the same 

cultural background with 

the owners 

The main decisions taken will be 

in accordance with the owner’s 

cultural background. That 

reduces the conflict between the 

owners and the employees. 

Theotokas and Progoulaki 

(2007); Moreby (1990);  

Family climate  The employees are “close” to 

each other and that reduces the 

conflict 

Adler (1997) 

“Cultural days” The employees get to recognize 

the differences that exist due to 

their cultural background and 

that reduces the possibility of 

conflicts. 

Hall (1976); Devonshire 

(1980) 

Company’s approach in 

favor of the cultural 

diversity 

The company considers cultural 

diversity as beneficial and its 

strategies will reduce the 

conflicts  

Adler (1997); Dadfar and 

Gustavsson (1992); Stoermer, 

Bader and Forese (2016); 

Martin (2014) 

Feedback to the employees The employees’ roles and tasks 

as well as the appropriate 

behavior is clearly stated through 

the feedback procedure. The 

possibility of conflicts is reduced 

since each one knows what 

he/she must do. 

Adler (1997); Triandis et al. 

(1965) 

Differences in 

communication 

The differences in the way that 

each employee interacts 

Trompenaars and Hampden-

Turner (2012); Hall (1976);  
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according to his/her cultural 

background, raise the possibility 

of conflicts between them. 

Differences in cultural 

values 

The differences in cultural 

attributes (such as the way that 

the employee perceives 

authority, if he/she prefers to 

work individually or in a group 

etc.) raise the possibility of 

conflict in the workforce. 

Hofstede et al. (2010); 

Hofstede (1980);  

Own Construction, 2017 
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6. Conclusion 

In this chapter, the conclusion of the analysis is made which is the outcome of the study. Since the 

current study is in the economic field, managerial implications are essential. Therefore, the first 

part is about the way that the managers can benefit from it. The second part is about the theoretical 

implications, where a framework is constructed and with that way I contribute to the world of 

knowledge. The third part is about personal reflection where an analysis of the difficulties that I 

faced during the study as well as the limitations are analyzed.   

6.1 Answer to the research questions 

In the beginning of the current study two research questions were raised: 

- What are the factors that affect conflict in a cultural diversified workforce in the shipping 

industry? 

Combining the theories from the literature with the empirical findings, I found that there 

are factors that either enhance the possibility of conflicts or that they eliminate them. In the 

first category, there are the following factors: 

• Differences in cultural values 

In a cultural diversified workforce, there are employees who come from different 

cultural backgrounds and they have also different cultural values. This creates 

difficulties in their cooperation and conflicts occur. 

 

• Differences in communication 

There do exist significant differences in the way the employees communicate 

according to their culture. This has a negative impact on the communication and 

conflicts are again an inevitable phenomenon. 

 

 

      The factors that eliminate the possibility of conflicts are the following: 

• Feedback to the employees 
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By giving continues feedback to the employees, there is job clarification. Everyone 

knows his/her tasks and whatever cultural differences exist, they are diminishing 

since the tasks that each employee has to accomplish are clearly stated. 

• Programs like “Cultural days” 

These programs aim to narrow the gap that exist due to the cultural differencing. The 

employees get to know better each other and the special characteristics of each culture 

 

• “Family climate” atmosphere 

The employee must feel free to express the problems he/she has inside the company. 

This facilitates the cohesion of the team and makes the workforce act in a synergistic 

way.  

• Employees in high positions from the same cultural background with the owners’ 

There will be homogeneity in the decisions taken by the employees in high positions 

and the owners’ will. This occurs due to the same cultural background and 

consequently due to the same cultural values 

 

- How is the management of diversity related to the conflicts? 

Whether the company is in favor of cultural diversity or if it handles it like a “necessary 

evil” will determine also the levels of conflict. If for example the firm considers only the 

disadvantages of it (such as miscommunication, complexity and ambiguity) then the 

outcome of the conflicts will be different comparing to a firm that embraces the diversity. 

The management’s policies play also a vital role in the conflicts. Therefore, the 

management of diversity is highly related to the conflicts (whether positively or 

negatively). 
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6.2 Theoretical Contribution  

One of the main points of the current study it to contribute to the world of knowledge. Therefore, 

as far as conflict in the shipping industry is concerned, there are different factors that either 

enhance or they eliminate it. When a company has a cultural diversified workforce, conflicts will 

occur because employees from different cultural backgrounds communicate differently and have 

different cultural values. For example, in some cultures there is a large power distance which 

affects the way that they will behave with their colleagues. As far as communication is concerned, 

employees from specific cultural backgrounds show openly their emotions whereas other do not 

even show their frustration about a situation. Even the way that they speak can be different from 

employee to employee (humor, tone of voice etc.). All these factors raise the possibilities of 

conflict. 

On the other hand, there are factors who have a different impact on conflict. These factors reduce 

it. First of all, when the employees in high positions are from the same cultural background with 

the owners then that reduces the disagreements between the two different parties. Secondly, a 

“family climate” atmosphere inside the company is beneficial since it brings the employees 

“closer” and diminishes the cultural differences. However, certain actions must be also taken by 

the manager. The “culture days” is a good example of it. During that days, the employees exchange 

information about their cultures and as a result the cultural gap is narrowed. The most important 

of all, is the strategy of the company towards cultural diversification. The firm must understand 

the benefits of it and act accordingly. 

The role clarification is also important. When the employees have a continues feedback from the 

manager, then they understand how they can contribute to the success of the company as well as 

their own. There will be no misunderstandings about the tasks that they have to accomplish, and 

therefore the possibilities of conflict will be reduced.   

To sum up, these are the main theoretical points that have been found: 

- In a cultural diversified workforce, conflicts will occur because of differences in cultural 

values and ways of communication 
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- Having employees from the same culture with the ship owners, it is a strategy which will 

reduce the conflicts 

- Having a “family” climate where the employees can come closer to each other, will reduce 

the possibility of conflicts 

- Role clarification and actions taken by the manager (such as “cultural days”)  are essential 

so that conflicts can be reduced 

6.3 Managerial Implications 

Conducting a study with only theoretical contribution is useless since there must be also 

implications for the management. From the current study, the outcome is that a manager should 

take into consideration that there do exist significant differences in the employees’ behavior when 

they are coming from a different cultural background. Moreover, there are differences in the way 

they communicate. However, there are benefits of the diversity that make the diversified cultural 

workforce advantageous. In order to bring the employees closer and narrow the cultural gap, it is 

upon the manager to organize events and take actions to that direction.  

 

6.4 Societal Implications 

Cultural differences do not exist only in the workforce. It is a phenomenon that can be seen in 

every aspect of human interaction. The world has become globalized and most countries around 

the world are characterized by multinationalism. In order for the people to live peacefully, they 

first have to recognize the differences in different cultures. As the company in my case study 

implemented programs such as “cultural days” where the employees get to know better the 

characteristics of their colleague’s cultures, similarly the governments could take actions to narrow 

the cultural gap in the society.  

6.5 Critical Reflection and Suggestions for further research 

The point of this part is to demonstrate the limitations for my study and to give a final personal 

reflection about the whole procedure. 

It is amazing how much experience I gained all these months as I was progressing in the current 

study. The first steps were to search in the literature through scientific articles about a concept that 
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is interesting to investigate and that I can contribute with my research to the world of knowledge. 

I found that I am really interested in the area of conflicts in a culturally diversified workforce. 

Since conflicts can destroy the performance of a company, I connected the theories together so 

that a conceptual framework is produced. When I finished the “literature” chapter I was already 

very curious to see how these theories are applied in the “real world”. 

 The questions were carefully chosen so that I can reach to useful conclusions after having all the 

answers gathered. After having spent so many hours on the yacht conducting the interviews, I can 

say that the job of a seafarer is fascinating. It is also amazing that all the employees had at least 

one funny story to tell me from clients on the yacht. 

The main reason that I chose a qualitative approach is because going in depth is an attribute of the 

qualitative method and the sample was not that relatively small. By using this type of research, I 

could understand better the employees and avoid misunderstanding due to cultural differences 

between me and them. 

A limitation that exists is the nature of my study. The concept of conflict is a sensitive one. When 

the employees are interviewed in their workplace, then they may hide the truth (although 

anonymity for their answer was promised by me). The employees may not want to put into danger 

their positions for the sake of a student’s study. However, before each interview, I explained to 

them the importance of my study by emphasizing the fact that they will contribute with their 

answers to the world community of knowledge. Humanity has reached the current tremendous 

technological and philosophical level because of the contribution of the individuals whether it is 

big (such as scientific articles written by famous scholars) or small (such as students conducting a 

study). Therefore, I created such an atmosphere so that they can fully express their selves and 

finally help me with the research questions. Another limitation is that the whole research was 

conducted having as a case study a yacht. Ships with crew of approximately 100 employees may 

have different results. But my research is unique as far as the yacht industry is concerned. 

Another limitation is that the chosen research is the qualitative one. Dickson-Swift, James, Kippen 

and Liamputtong (2007) argue that a qualitative approach is dependent on the skills of the 

researcher and it is easily influenced by the researcher's personal biases. However, since qualitative 
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is exploratory research and it is used to develop ideas and concepts, it was the most appropriate 

method for my study 

The yacht chosen has a small number of deck crew. It will be interesting to study if the same 

factors also affect conflict in bigger ships which have an even more diversified cultural 

workforce. In that case, a quantitative approach would be interesting since the sample would be 

significantly bigger. A comparative study with such company in other countries would also be 

interesting for further research. 
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