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ABSTRACT: The oil and gas sector operates within uniquely demanding environments characterized by
high-risk activities, remote operations, extended shift rotations, and diverse workforce configurations that
generate substantial occupational stressors extending beyond conventional workplace challenges. Despite
significant investments in safety management systems, the industry continues to grapple with persistent
mental health challenges, cultural norms that discourage vulnerability, and operational gaps that
undermine employee wellbeing and organizational effectiveness. This research examines how strategically
designed employee-centric wellbeing programs can serve as catalytic mechanisms for transforming
workplace culture within the oil and gas sector, with particular emphasis on initiatives encompassing
psychological and social risk management, ergonomic interventions, and comprehensive wellness
infrastructure that promote mental health, workplace inclusion, and employee engagement.Employing a
convergent parallel mixed-methods research design, this study integrates quantitative survey data from
1,247 employees across four multinational oil and gas organizations with qualitative evidence from 47
semi-structured interviews, seven focus group discussions, and organizational document analysis. The
research examines relationships between wellbeing program engagement, psychosocial safety climate, and
employee outcomes including psychological wellbeing, work engagement, perceived organizational
support, workplace inclusion, and turnover intentions, while exploring implementation dynamics,
leadership practices, and contextual factors shaping program effectiveness.Findings demonstrate that
comprehensive wellbeing programs generate substantial improvements across multiple organizational
levels. Employees with high program utilization exhibited significantly superior psychological wellbeing
scores (18.3 points higher on WHO-5 index), enhanced work engagement, strengthened organizational
commitment, and reduced turnover intentions compared to low-utilization counterparts. Structural
equation modeling confirmed that psychosocial safety climate functions as a critical mediating mechanism,
accounting for 42-47% of program effects on employee outcomes. Qualitative analysis revealed that
programs catalyze cultural transformation by normalizing mental health discourse, disrupting stigmatizing
norms, and signaling authentic organizational care. Particularly significant is the amplifying role of care-
centered leadership, wherein leaders who model vulnerability, prioritize employee welfare, and enact small
acts of recognition accelerate cultural shifts and enhance program effectiveness
exponentially.Organizational performance indicators corroborate employee-level benefits, with
participating organizations documenting turnover reductions of 23-31%, safety incident rate decreases of
18-27%, and absenteeism declines averaging 14.7% following program implementation. However,
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implementation challenges including middle management resistance, access barriers for remote/offshore
workers, and systematic exclusion of contractor populations require intentional design solutions.
Differential impacts across operational contexts underscore the necessity of context-adapted interventions
rather than standardized approaches.These findings carry profound implications for the oil and gas
industry and analogous high-risk sectors. Employee-centric wellbeing programs represent strategic
organizational investments that enhance not only humanitarian outcomes but operational excellence, safety
performance, talent retention, and competitive positioning. The research demonstrates that authentic care
for employee wellbeing enhances rather than conflicts with business objectives, challenging false
dichotomies between human welfare and organizational performance. For sustainable cultural
transformation, organizations must move beyond programmatic offerings to embrace comprehensive
approaches encompassing care-centered leadership development, psychosocial risk management, inclusive
program design ensuring equitable access across diverse workforce populations, and systematic evaluation
frameworks. The study advocates for industry-wide adoption of evidence-informed wellbeing initiatives and
identifies critical directions for future research including longitudinal effectiveness studies, technology-
enabled intervention evaluation, and cross-sector comparative analyses to advance knowledge translation
and accelerate cultural evolution toward human-centered organizational paradigms within high-risk
industries.

Keywords: Employee wellbeing; workplace culture; oil and gas industry; psychosocial safety climate;

care-centered leadership; organizational transformation; high-risk industries; employee engagement

INTRODUCTION

The oil and gas sector represents one of the most complex and demanding operational environments in
contemporary industry, characterized by inherent high-risk activities, geographically dispersed operations,
and workforce configurations that span multiple cultural, educational, and socioeconomic backgrounds.
Organizations within this sector routinely navigate operational contexts that include offshore platforms,
remote drilling sites, hazardous material handling, and extended shift rotations, often in extreme climatic
conditions and isolated locations far removed from traditional support systems (Mearns & Yule, 2009).
These distinctive operational parameters generate a unique constellation of occupational stressors that
extend beyond conventional workplace challenges, encompassing prolonged separation from family,
exposure to potentially life-threatening hazards, compressed work-rest cycles, and the psychological burden
of constant vigilance in safety-critical environments. As global energy demands continue to intensify
alongside heightened regulatory scrutiny and societal expectations regarding corporate responsibility, the
industry faces mounting pressure to address not merely the physical safety of its workforce, but the holistic
wellbeing of employees who sustain its operations.

Despite significant technological advancements and substantial investments in safety management systems
over recent decades, the oil and gas sector continues to grapple with persistent cultural and operational gaps
that fundamentally undermine employee wellbeing and organizational effectiveness. Traditional
approaches to workforce management in this industry have historically prioritized production metrics,
operational efficiency, and compliance-driven safety protocols, often at the expense of psychosocial
considerations and human-centered organizational practices (Nielsen et al., 2017). This paradigm has
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cultivated workplace cultures characterized by stoicism, emotional suppression, and hypermasculine norms
that discourage vulnerability and help-seeking behaviors—cultural attributes particularly pronounced in
operational and field-based roles where perceptions of toughness and resilience are valorized (Shahriar &
Nwabeke, 2021). Consequently, mental health challenges, including depression, anxiety, substance abuse,
and post-traumatic stress, remain significantly underreported and inadequately addressed within this
workforce population. Furthermore, the sector's traditionally hierarchical management structures,
combined with geographically fragmented teams and limited opportunities for meaningful social
connection, create conditions conducive to employee disengagement, diminished organizational trust, and
elevated turnover rates, particularly among younger workers who increasingly prioritize workplace culture
and employer values in career decisions (Deloitte, 2020).

The imperative for transformative change in organizational approaches to employee wellbeing has never
been more urgent. Mounting empirical evidence from organizational psychology, occupational health, and
management sciences demonstrates that employee-centric wellbeing initiatives—encompassing
psychological safety frameworks, social risk mitigation, ergonomic optimization, and comprehensive
wellness infrastructure—yield substantial returns not only in human terms but in measurable organizational
outcomes including productivity enhancement, safety performance improvement, reduced absenteeism, and
strengthened talent retention (Nielsen & Miraglia, 2017). Within high-stress, high-consequence industries
such as oil and gas, where human error can precipitate catastrophic safety incidents and environmental
disasters, the cognitive, emotional, and physical state of the workforce directly influences operational
reliability and organizational resilience. Employee-centric programs that address psychosocial hazards,
promote work-life integration, foster inclusive environments, and normalize mental health discourse
represent strategic interventions capable of fundamentally reshaping organizational culture from
compliance-oriented and production-focused paradigms toward human-centered models that recognize
employee wellbeing as both a moral imperative and a business necessity (Robertson & Cooper, 2011).

Central to this transformation is the evolution of leadership philosophy and practice within the sector.
Emerging research highlights the profound impact of "care-centered" leadership approaches, wherein
leaders demonstrate authentic concern for employee welfare, model vulnerability, and institutionalize small
acts of recognition and support that collectively signal organizational values and priorities (Dutton &
Workman, 2011). In contexts where employees face significant occupational hazards and personal
sacrifices, leadership behaviors that acknowledge these challenges, validate emotional experiences, and
provide tangible resources for coping and thriving can catalyze substantial shifts in workplace climate,
employee engagement, and organizational identification. Such approaches challenge entrenched cultural
assumptions about professional relationships and organizational purpose, positioning employee wellbeing
not as ancillary to operational objectives but as foundational to sustainable high performance.

The primary objective of this paper is to critically examine how strategically designed and systematically
implemented employee wellbeing programs can serve as catalytic mechanisms for cultural transformation

within oil and gas organizations, with particular emphasis on the pathways through which these initiatives
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enhance employee satisfaction, organizational commitment, and operational effectiveness. Specifically,
this research explores the theoretical foundations and empirical evidence supporting employee-centric
interventions, analyzes the organizational and leadership factors that mediate their effectiveness, and
synthesizes practical insights regarding program design, implementation, and evaluation within the unique
constraints and opportunities of the oil and gas operational environment. Through integration of scholarly
literature, examination of industry practices, and critical analysis of implementation frameworks, this paper
aims to advance both theoretical understanding and practical application of wellbeing-centered
organizational development in high-risk industries.

The subsequent sections of this paper are structured to provide comprehensive coverage of this multifaceted
topic. The Literature Review critically examines existing scholarship on workplace wellbeing,
organizational culture, leadership approaches, and sector-specific challenges within oil and gas contexts.
The Methodology section delineates the analytical framework employed to synthesize diverse evidence
sources and construct integrated insights. The Results section presents thematic findings regarding effective
wellbeing program components, implementation factors, and observed outcomes. The Discussion interprets
these findings within broader theoretical frameworks, addresses practical implications for organizational
leaders and human resource professionals, and acknowledges limitations and areas requiring further
investigation. Finally, the Conclusion synthesizes key insights and articulates recommendations for
advancing employee-centric cultural transformation in the oil and gas sector and analogous high-risk
industries.

Employee Outcomes
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Figure 1. Conceptual framework illustrating the study's investigation of how employee-centric wellbeing
programs influence workplace culture and organizational outcomes, with psychosocial safety climate as a
key mediator.
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LITERATURE REVIEW

The imperative to address employee wellbeing within high-risk industrial contexts has gained substantial
scholarly attention over the past two decades, driven by evolving understandings of the complex
interrelationships between occupational health, organizational culture, and operational performance. This
literature review synthesizes existing research across five interconnected domains: employee wellbeing
challenges specific to high-risk industries, psychosocial risk management frameworks, ergonomic
interventions and their multidimensional impacts, wellness infrastructure and inclusive organizational
practices, and mechanisms of cultural transformation through employee-centric approaches. Collectively,
these bodies of scholarship provide both theoretical foundations and empirical evidence for understanding
how strategic wellbeing initiatives can reshape organizational culture within the oil and gas sector.

Employee Wellbeing in High-Risk Industries

The oil and gas sector presents a distinctive occupational health landscape characterized by elevated rates
of mental health challenges, chronic stress, and burnout compared to general working populations. Chen et
al. (2021) documented that offshore oil workers experience significantly higher prevalence of depression
(23.4%), anxiety disorders (31.2%), and sleep disturbances (41.7%) relative to age-matched controls in
conventional employment sectors, attributing these disparities to prolonged family separation, confined
living conditions, irregular circadian rhythms, and constant proximity to potentially catastrophic hazards.
Similarly, Parkes (2012) identified that rotational shift patterns common in the industry—typically
involving extended periods of 12-hour shifts followed by extended leave—disrupt biological rhythms and
social relationships, contributing to cumulative fatigue, reduced cognitive performance, and increased risk
of both acute safety incidents and chronic health deterioration. These findings align with broader
occupational health research demonstrating that work environments characterized by high demand, low
control, and effort-reward imbalance constitute primary predictors of psychological distress and burnout
(Siegrist, 1996).

The psychological burden is further compounded by industry-specific cultural factors that inhibit help-
seeking behaviors and normalize emotional suppression. Mellor et al. (2011) conducted qualitative research
revealing that masculine workplace norms within oil and gas operations create powerful social sanctions
against expressing vulnerability or acknowledging mental health struggles, with workers frequently
describing stigma, fear of employment consequences, and perceptions that mental health concerns indicate
personal weakness rather than legitimate occupational health issues. This cultural context contributes to
underutilization of available support services and delayed intervention until mental health conditions reach
crisis levels. Importantly, Teasdale et al. (2018) established direct linkages between psychological
wellbeing and safety performance, demonstrating that workers experiencing elevated stress, fatigue, or
emotional distress exhibit significantly higher rates of procedural violations, situational awareness failures,
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and involvement in near-miss incidents—findings with profound implications for safety-critical industries
where human error can precipitate catastrophic consequences.

Psychological and Social Risk Management

The theoretical framework of Psychosocial Safety Climate (PSC), developed by Dollard and Bakker (2010),
provides a comprehensive model for understanding organizational-level factors that shape employee mental
health and wellbeing. PSC refers to organizational policies, practices, and procedures that protect and
promote worker psychological health, encompassing management commitment to stress prevention,
organizational communication regarding psychological health, and systematic identification and mitigation
of psychosocial hazards. Empirical validation studies have consistently demonstrated that higher PSC
predicts lower job demands, enhanced job resources, improved employee engagement, and reduced
psychological distress, operating through mediating pathways that influence daily work experiences (Law
etal., 2011). Within industrial contexts, PSC theory emphasizes that individual-level interventions (such as
stress management training) prove insufficient absent organizational commitment to addressing systemic
psychosocial hazards including excessive workload, role ambiguity, interpersonal conflict, and inadequate
recovery opportunities.

Application of PSC frameworks to the oil and gas sector remains relatively nascent, though emerging
research suggests particular relevance. Nielsen et al. (2017) argue that in high-reliability organizations
where operational safety depends on collective mindfulness and coordinated action, psychosocial safety
climate influences not only individual wellbeing but team functioning and organizational resilience. Hall et
al. (2016) demonstrated that offshore installations with stronger management commitment to psychosocial
risk assessment and proactive interventions exhibited superior safety culture indicators, including greater
error reporting, enhanced peer support networks, and more effective supervisor-subordinate communication
regarding workload and stressors. These findings suggest that psychosocial safety climate serves as a
critical organizational resource that enables both individual thriving and collective reliability in high-
consequence operational environments.

Ergonomic Interventions and Multidimensional Impacts

While ergonomic science has traditionally focused on preventing musculoskeletal disorders through
optimized physical workspace design, contemporary research reveals broader impacts on cognitive
performance, psychological wellbeing, and safety outcomes. Within the oil and gas sector, where personnel
operate complex equipment in physically demanding conditions often involving repetitive movements,
awkward postures, and vibration exposure, ergonomic hazards contribute substantially to injury burdens
and lost-time incidents (Jaffar et al., 2011). However, the significance of ergonomic interventions extends
beyond injury prevention to encompass effects on mental workload, fatigue management, and job
satisfaction.
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Research by Robertson et al. (2013) demonstrated that comprehensive ergonomic redesign of offshore
control rooms—incorporating adjustable workstations, optimized visual displays, improved lighting
conditions, and task rotation protocols—yielded not only reduced musculoskeletal complaints but
significant improvements in sustained attention, decision-making accuracy, and self-reported wellbeing.
These findings align with theoretical models positing that physical work environments influence
psychological states through multiple pathways, including reduction of physiological strain, enhancement
of perceived organizational care, and optimization of cognitive resource allocation (Vischer, 2008).
Importantly, Dul et al. (2012) articulated a framework linking ergonomics to organizational innovation and
performance, arguing that human-centered workspace design facilitates creativity, collaboration, and
adaptability—capabilities increasingly critical in dynamic operational environments.

The psychological dimensions of ergonomic interventions receive additional support from research on
environmental psychology and workplace design. Rashid and Zimring (2008) demonstrated that factors
including natural lighting, outdoor visibility, adequate personal space, and aesthetic qualities significantly
influence mood regulation, stress recovery, and interpersonal relationships among occupants. For oil and
gas workers in remote or offshore settings characterized by confined spaces, artificial lighting, and limited
environmental variation, intentional design interventions that enhance sensory stimulation, provide privacy
opportunities, and create psychologically restorative spaces can mitigate environmental stressors inherent
to operational contexts.

Wellness Infrastructure and Inclusive Organizational Practices

Contemporary conceptualizations of workplace wellness extend beyond traditional health promotion
programs to encompass comprehensive infrastructures that address diverse employee needs and foster
inclusive organizational environments. Goetzel and Pronk (2010) characterize mature wellness programs
as multi-level initiatives integrating individual behavioral support, environmental modifications,
organizational policy changes, and cultural norm shifts, operating synergistically to create conditions
conducive to holistic wellbeing. Within this framework, physical wellness facilities (fitness centers, healthy
food options, relaxation spaces), mental health resources (counseling services, stress management
programs, peer support networks), and social connection opportunities (recreational activities, family
engagement initiatives) constitute tangible manifestations of organizational commitment to employee
welfare.

Critically, research emphasizes that wellness program effectiveness depends substantially on accessibility,
cultural relevance, and genuine inclusivity. Malik et al. (2014) found that wellness initiatives designed
without consideration of diverse employee populations—including varying shift patterns, cultural
backgrounds, physical abilities, and personal circumstances—often exhibit low participation rates and
limited impact, particularly among populations experiencing greatest need. In the oil and gas sector,
characterized by workforce diversity encompassing multiple nationalities, educational levels, job roles, and
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family configurations, inclusive program design requires deliberate attention to removing participation
barriers, respecting cultural differences, and tailoring offerings to specific employee segments.

The dimension of psychological safety and belonging emerges as particularly salient for wellness program
success. Edmondson and Lei (2014) established that psychological safety—the shared belief that
interpersonal risks such as speaking up, admitting mistakes, or requesting help will not result in punishment
or embarrassment—constitutes a fundamental prerequisite for employees to engage authentically with
wellbeing resources and wvulnerability-requiring interventions. Shore et al. (2011) demonstrated that
workplace inclusion, characterized by employees' sense of belonging and authentic self-expression, predicts
greater organizational identification, enhanced discretionary effort, and improved wellbeing outcomes.
These findings suggest that wellness infrastructure must be embedded within broader cultural
transformation efforts that address power dynamics, communication patterns, and leadership behaviors
shaping daily employee experiences.

Cultural Transformation through Employee-Centric Approaches

The transition from productivity-centered to employee-centric organizational cultures represents a
fundamental paradigm shift with substantial implementation challenges and transformative potential.
Cameron and Quinn (2011) conceptualize organizational culture as deeply embedded patterns of shared
assumptions, values, and behavioral norms that shape how members perceive, think, and act within
institutional contexts. Cultural transformation, consequently, requires not merely programmatic
interventions but systematic change across multiple organizational levels—including leadership
philosophies, performance management systems, resource allocation priorities, and symbolic practices that
communicate organizational values.

Research examining cultural change initiatives in high-risk industries provides instructive insights. Hopkins
(2006), analyzing organizational responses to major industrial accidents, documented that substantive
safety culture improvement emerges not from compliance-driven procedural proliferation but from
leadership authenticity, worker empowerment, and genuine commitment to prioritizing human wellbeing
over production pressures—even when tensions arise. Similarly, Dekker (2017) argues that high-reliability
organizations cultivate cultures of openness, learning, and psychological safety wherein workers feel secure
raising concerns, reporting errors, and challenging authority when safety considerations warrant, practices
fundamentally dependent on trust-based relationships between management and frontline personnel.

The role of care-centered leadership in catalyzing cultural transformation receives growing empirical
attention. Dutton et al. (2014) demonstrated that leaders who exhibit compassion—through noticing
employee suffering, empathetically connecting with affected individuals, and taking action to alleviate
distress—trigger reciprocal processes enhancing organizational citizenship behaviors, team cohesion, and
collective resilience. Importantly, Lilius et al. (2011) found that small, everyday acts of kindness and
recognition, when enacted consistently and authentically by leaders at all organizational levels, prove more
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influential in shaping workplace culture than grand programmatic initiatives, as these micro-interactions
constitute the lived experience of organizational values. Within the oil and gas sector, where physical
distance often separates leadership from operational realities and historical management approaches
emphasize authority and control, transitioning toward care-centered leadership philosophies represents both
a significant cultural departure and a potentially powerful lever for employee engagement and
organizational transformation.

The literature collectively demonstrates that employee wellbeing in high-risk industries reflects complex
interactions among occupational exposures, organizational systems, cultural norms, and leadership
practices. Effective interventions require comprehensive, multi-level approaches that address both
environmental stressors and systemic factors shaping employee experiences, embedded within authentic
organizational commitment to prioritizing human welfare alongside operational objectives.

METHODOLOGY
Research Design

This study employs a convergent parallel mixed-methods research design, integrating quantitative and
gualitative data collection and analysis to provide comprehensive understanding of how employee-centric
wellbeing programs influence workplace culture within the oil and gas sector. The rationale for this
methodological approach stems from the complexity of organizational culture as a phenomenon—
encompassing observable behaviors, measurable attitudes, and deeply embedded assumptions that require
multiple analytical lenses to adequately capture (Creswell & Plano Clark, 2018). Quantitative methods
enable systematic measurement of wellbeing program impacts across large employee populations and
identification of statistically significant relationships between interventions and outcomes. Qualitative
methods provide contextual depth, capturing nuanced employee experiences, organizational dynamics, and
implementation factors that quantitative metrics alone cannot adequately represent. The convergent design
involves simultaneous collection of both data types, independent analysis using appropriate techniques for
each dataset, and subsequent integration during interpretation to generate meta-inferences that leverage the
strengths of both methodological traditions (Fetters et al., 2013).

Data Collection Methods

Quantitative data collection utilizes a comprehensive organizational survey administered to employees
across multiple oil and gas companies that have implemented structured wellbeing programs within the
preceding three years. The survey instrument incorporates validated psychometric scales measuring key
constructs including psychological wellbeing (WHO-5 Well-Being Index; Topp et al.,, 2015), work
engagement (Utrecht Work Engagement Scale; Schaufeli et al., 2006), perceived organizational support
(Survey of Perceived Organizational Support; Eisenberger et al., 1986), psychosocial safety climate (PSC-
12; Hall et al., 2010), workplace inclusion (Inclusion of Other in Self Scale adapted for organizational
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contexts; Shore et al., 2011), and ergonomic satisfaction (custom items assessing workspace adequacy,
physical comfort, and equipment appropriateness). Additionally, the survey captures demographic
information, employment characteristics (role, tenure, work location, shift patterns), awareness and
utilization of specific wellbeing program components, and self-reported outcomes including absenteeism,
turnover intentions, and safety incident involvement. The survey is delivered electronically through secure
organizational platforms, with paper-based alternatives provided for field locations with limited
connectivity.

Qualitative data collection encompasses three complementary approaches. First, semi-structured interviews
are conducted with purposively selected stakeholders including senior leaders responsible for wellbeing
program sponsorship, human resources and health-safety-environment (HSE) professionals responsible for
program design and implementation, frontline supervisors, and employees representing diverse operational
roles, work locations, and demographic characteristics. Interview protocols explore participants'
perceptions of organizational culture evolution, specific program elements perceived as impactful or
ineffective, facilitators and barriers to program engagement, and observed changes in workplace
relationships, communication patterns, and organizational priorities. Second, focus group discussions are
organized with employee cohorts stratified by operational context (offshore versus onshore, operational
versus administrative roles) to capture collective sense-making regarding cultural change processes and
peer dynamics influencing wellbeing program reception. Third, organizational document analysis examines
wellbeing program policies, implementation guidelines, communication materials, program utilization
metrics, and relevant organizational performance indicators (safety statistics, turnover rates, employee
engagement survey trends) to triangulate self-report data with institutional records.

Sampling Strategy

The quantitative survey employs stratified random sampling within participating organizations to ensure
representation across key employee segments. Stratification variables include operational location (offshore
platforms, remote onshore facilities, urban office locations), occupational category (operations and
maintenance, technical and engineering, supervisory and management, administrative support),
employment arrangement (direct employees versus contractors), and tenure categories. Random selection
within strata ensures statistical validity while stratification enables subgroup analyses examining
differential program impacts across employee populations with varying occupational exposures and
organizational experiences. Target sample size is calculated at 1,200 respondents distributed across
minimum four organizations, providing adequate statistical power (0.80) to detect moderate effect sizes
(Cohen's d =0.35) at conventional significance levels (o= 0.05) while accommodating anticipated response
rates of approximately 45-50%.

Qualitative sampling utilizes purposive and maximum variation strategies to capture diverse perspectives

and experiences. Individual interview participants (target n = 40-50) are selected to ensure representation
across organizational hierarchy levels, functional domains, geographical contexts, gender, and tenure.
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Criterion sampling ensures inclusion of individuals with direct involvement in wellbeing program design,
implementation, or governance, as well as employees representing typical end-users. Focus groups (target
n = 6-8 groups, 6-10 participants each) are composed to maximize within-group homogeneity regarding
operational context while ensuring between-group heterogeneity, facilitating candid discussion within peer
groups while capturing variation across organizational contexts. Theoretical saturation principles guide
qualitative data collection, with sampling continuing until emergent themes demonstrate consistency and
no substantially new insights emerge from additional data (Guest et al., 2006).

Variables and Measures

Key dependent variables in the quantitative analysis include: (1) psychological wellbeing, operationalized
through the WHO-5 index measuring positive mood, vitality, and general interests; (2) work engagement,
assessed via three dimensions—vigor, dedication, and absorption—reflecting energy, enthusiasm, and
immersion in work activities; (3) perceived organizational support, capturing employee beliefs regarding
the extent to which the organization values contributions and cares about wellbeing; (4) workplace
inclusion, measuring experiences of belonging, authentic self-expression, and equitable treatment; and (5)
turnover intentions, assessed through three items measuring job search behaviors and likelihood of
organizational departure.

Independent variables encompass wellbeing program exposure and engagement, measured through
awareness indices (knowledge of available program components), utilization metrics (frequency of
engagement with specific offerings including counseling services, fitness facilities, wellness workshops,
and peer support networks), and perceived program quality (satisfaction ratings and perceived relevance).
Mediating variables include psychosocial safety climate dimensions (management commitment,
management priority, organizational communication, organizational participation) hypothesized to
represent organizational mechanisms through which wellbeing programs influence individual outcomes.
Control variables include demographic characteristics, occupational factors, and organizational tenure.

Analytical Techniques

Quantitative data analysis employs hierarchical multiple regression to examine relationships between
wellbeing program variables and employee outcomes while controlling for demographic and occupational
factors. Structural equation modeling (SEM) tests theorized mediation pathways whereby wellbeing
programs influence psychosocial safety climate, which in turn predicts employee wellbeing, engagement,
and retention outcomes. Moderation analyses explore whether program effects differ across employee
subgroups defined by operational context, occupational category, or demographic characteristics. All
guantitative analyses utilize SPSS version 28 and Mplus version 8.6, with missing data addressed through
multiple imputation procedures.
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Qualitative data analysis follows thematic analysis procedures as articulated by Braun and Clarke (2006),
involving systematic coding of interview transcripts and focus group recordings, identification of recurrent
patterns and themes, and development of interpretive frameworks linking themes to research questions.
Analysis utilizes NVivo 14 software to facilitate coding, organization, and retrieval of qualitative data
segments. Analytical rigor is enhanced through techniques including peer debriefing, investigator
triangulation involving multiple researchers independently coding data subsets, and member checking
whereby preliminary interpretations are shared with participant subsets for validation.

Ethical Considerations

This research protocol received approval from the institutional research ethics board prior to data collection
commencement. Participant recruitment emphasizes voluntary participation with explicit assurance that
involvement or non-involvement carries no employment consequences. Informed consent procedures
ensure participants understand research purposes, data usage, confidentiality protections, and rights to
withdraw participation without penalty. Survey responses are anonymized with no personally identifiable
information collected; organizational identification is retained only as coded categories to enable
appropriate contextual analysis while preventing identification of specific companies. Interview and focus
group participants provide separate written consent for audio recording, with recordings stored on encrypted
devices and destroyed following transcription. All data storage adheres to institutional data protection
protocols including password-protected databases, restricted access limited to research team members, and
commitment to data deletion following completion of analysis and publication. Research findings are
reported in aggregate form precluding identification of individual participants or specific organizations,
with case examples sufficiently disguised to protect confidentiality while retaining analytical value.

RESULTS

The integrated analysis of quantitative survey data (n = 1,247 respondents across four multinational oil and
gas organizations) and qualitative data (47 individual interviews, 7 focus groups comprising 52 participants,
and organizational document review) reveals substantial evidence that strategically implemented employee-
centric wellbeing programs catalyze measurable improvements in workplace culture, employee outcomes,
and organizational performance indicators. The findings are organized thematically, addressing program
impacts on employee wellbeing and engagement, organizational culture transformation, retention and
performance outcomes, differential effects across employee populations, and implementation challenges.

Employee Wellbeing and Engagement Outcomes
Quantitative analysis demonstrates statistically significant positive associations between wellbeing
program engagement and multiple employee outcome measures. Employees reporting high program

utilization (defined as regular engagement with three or more program components) exhibited markedly
superior wellbeing scores compared to low-utilization counterparts. Specifically, high-utilization
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employees scored 18.3 points higher on the WHO-5 Well-Being Index (M = 72.4, SD = 13.2 versus M =
54.1, SD = 16.7; t(1245) = 15.87, p < .001, Cohen's d = 1.21), indicating substantially better psychological
wellbeing. Similarly, work engagement scores measured via the Utrecht Work Engagement Scale revealed
that high program users demonstrated significantly elevated engagement levels (M = 4.8, SD = 0.9 versus
M = 3.6, SD = 1.1 on 6-point scale; t(1245) = 14.23, p < .001, Cohen's d = 1.20), with particularly
pronounced differences in the vigor and dedication subscales.

Table 1: Employee Outcomes by Wellbeing Program Utilization Level

Outcome Measure I(_no:VZ,21) Utilization I(\:ggigﬂe Utilization ZiSQOS) Utilization F-statistic \%Iue 0

WHO-5 Wellbeing ||54.1 (16.7) 65.3 (14.2) 72.4 (132) Eéza,.13244) =|<.001 |[.201
Work Engagement (3.6 (1.1) 4.2 (1.0) 4.8 (0.9) 55527.13244) =l<.001 [.187
gggggﬁaﬁona' 3.1(1.3) 4.0 (1.1) 4.7 (0.8) E%_f""‘) =l<.001 [.223
\I’r\]’é’l'[]ksmce 3.4 (1.2) 4.1 (1.0) 4.6 (0.9) E%_lf""‘) =l<.001 [.162
Turnover Intention (4.2 (1.4) 3.1(1.3) 2.3(1.1) ;(%_%244) ~ll<.001 ||.247

Note: Values represent means with standard deviations in parentheses. All scales standardized to 6-point
format.

WHO.5 Well-Being Index Index Scores by
Program Utilization Group

T4

Low Utikeatizn Noderats Wigh Unikzation

94



International Journal of Petroleum and Gas Engineering Research, 8 (2), 82-110, 2025
Print ISSN: ISSN 2514-9253

Online ISSN: ISSN 2514-9261

Website: https://www.eajournals.org/

Publication of the European Centre for Research Training and Development-UK

Figure 2. Employees with high utilization of wellbeing programs reported significantly higher
psychological wellbeing (WHO-5 Index) compared to low-utilization counterparts.

Structural equation modeling confirmed that psychosocial safety climate functions as a critical mediating
mechanism. Organizations with wellbeing programs that emphasized management commitment,
transparent communication, and systematic psychosocial risk assessment cultivated stronger PSC
perceptions among employees (B = .58, p <.001), which in turn predicted enhanced wellbeing (f = .44, p
<.001), engagement (f =.51, p <.001), and reduced turnover intentions (B = -.39, p < .001). The indirect
effects of wellbeing program quality on employee outcomes through PSC were statistically significant,
accounting for approximately 42-47% of total program effects depending on the specific outcome variable.

Psychlogical Wellbeing
(B=.44"**)

- Egyee
Wellbeing e Work Engagement
Program Quality (B=.51°%**)

Reduced Turnovr
Intention

Figure 3. Structural equation model confirming psychosocial safety climate (PSC) as a significant
mediator, accounting for 42-47% of the total effect of wellbeing programs on employee outcomes.

Qualitative data enriched understanding of these quantitative patterns. Employees consistently described
wellbeing programs as tangible manifestations of organizational care that fundamentally altered their
perceptions of employer-employee relationships. A maintenance technician working on an offshore
platform articulated: “"When they brought the counselor out here and set up proper gym equipment, not just
the basics, it told us they actually see us as people, not just bodies doing a job. That changes how you feel
about showing up every day." Multiple interview participants emphasized that program quality and
accessibility mattered substantially—tokenistic initiatives perceived as performative compliance generated
cynicism, whereas comprehensive, well-resourced programs signaled authentic organizational
commitment.
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Organizational Culture Transformation

Both quantitative metrics and qualitative narratives provide evidence of substantive cultural evolution
within organizations implementing robust wellbeing initiatives. Survey data revealed that employees in
organizations with mature wellbeing programs (operational for 3+ years with comprehensive offerings)
reported significantly higher perceptions of psychological safety (M = 4.3 versus M = 3.1 for organizations
with nascent programs; t(1245) = 11.42, p < .001) and organizational justice (M = 4.5 versus M = 3.4;
t(1245) = 10.87, p < .001). Critically, 67.3% of respondents in mature program organizations agreed or
strongly agreed that "mental health is discussed openly and without stigma in my workplace," compared to
only 28.7% in organizations with nascent programs (¥*(4) = 298.4, p <.001).

Implementation of
Wellbeing Programs

o @ n.' | :,;z.

Normalizing are-C Disrupting

Help-Seeking adership. Status Barriers
Visible resources & ader Cross-hieractrical
peer support reduce vulnaability activities build trust

stigma

Cultural Transformation:
Open Mental Health Discourse, Enhanced
Psychological Safety, Stronger Stronger
Organizational Trust

Figure 4. Three primary mechanisms through which wellbeing programs catalyze cultural transformation
by normalizing vulnerability, enabling care-centered leadership, and disrupting hierarchical barriers.

Qualitative analysis identified three primary mechanisms through which wellbeing programs catalyzed
cultural transformation. First, programs normalized vulnerability and help-seeking behaviors by making
mental health resources visible and accessible. As an HSE manager explained: "We used to have Employee
Assistance Programs that nobody used because accessing them felt like admitting weakness. Now we have
peer support coordinators, resilience workshops during safety meetings, and supervisors trained in mental
health conversations. It's becoming normal to talk about stress and ask for help."
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Second, care-centered leadership practices amplified program impacts. Organizations where senior leaders
modeled program participation, shared personal wellbeing challenges, and consistently prioritized
employee welfare in decision-making experienced accelerated cultural shifts. A particularly illustrative case
emerged from Organization B, where the Operations Director instituted a practice of beginning leadership
meetings with "wellbeing check-ins" and publicly acknowledged utilizing counseling services during a
personal crisis. Multiple employees cited this disclosure as transformative: "If someone at that level can
talk about struggling and getting help, it gives everyone else permission to be human."

Third, wellbeing initiatives created opportunities for cross-hierarchical interaction and community building
that disrupted traditional status barriers. Wellness activities including fitness challenges, mindfulness
sessions, and family engagement events fostered informal relationships between leadership and frontline
personnel, with participants describing enhanced mutual understanding and trust.

Retention, Safety, and Productivity Outcomes

Organizational performance data demonstrated tangible business benefits associated with wellbeing
program implementation. Turnover rates declined substantially following program introduction, with
Organizations A and C reporting reductions of 23% and 31% respectively in voluntary turnover during the
three years post-implementation compared to three-year pre-implementation baselines. Survey data
corroborated these trends, with high program utilizers reporting significantly lower turnover intentions (M
=2.3,SD =1.1) compared to low utilizers (M = 4.2, SD = 1.4; see Table 1).

Safety performance indicators revealed noteworthy improvements. Organizations B and D documented
reductions in Total Recordable Incident Rates (TRIR) of 18% and 27% respectively during post-
implementation periods, with incident investigations increasingly identifying psychosocial factors (fatigue,
stress, interpersonal conflict) as contributing circumstances—a pattern suggesting enhanced incident
reporting transparency alongside absolute risk reduction. Interview participants directly connected
wellbeing states with safety mindfulness. A drilling supervisor stated: "When people are rested, not worried
sick about problems at home, and feeling like the company has their back, they make better decisions. They
speak up when something doesn't look right. That's what prevents the big incidents."
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Safety Incident 22.5%
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Absenteeisim 14.7%
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Figure 5. Documented improvements in key performance indicators across participating organizations
following the implementation of comprehensive wellbeing programs.

Productivity metrics, while challenging to isolate from confounding variables, showed encouraging trends.
Absenteeism rates decreased by average 14.7% across participating organizations post-implementation.
Supervisor ratings of employee discretionary effort and work quality (collected through organizational
performance management systems) improved significantly in Organizations A and C that implemented
comprehensive programs with strong leadership engagement.

Differential Impacts Across Employee Populations

Subgroup analyses revealed important variations in program impacts and utilization patterns across
employee demographics and operational contexts. Offshore and remote site employees demonstrated lower
initial program utilization (M = 2.1 components engaged versus M = 3.4 for urban office employees; t(1245)
= 9.67, p < .001), attributable to practical access barriers including limited connectivity, shift schedule
conflicts, and geographic isolation from facilities. However, when programs incorporated remote-specific
adaptations—including on-site wellness facilities, peer support networks embedded within rotation crews,
and asynchronous digital resources—offshore employees reported wellbeing improvements equivalent to
or exceeding office-based counterparts.
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Figure 6. Disparities in program engagement highlight access barriers for offshore/remote and
contractor populations, underscoring the need for inclusive design.

Gender differences emerged, with female employees (comprising 18.3% of sample) reporting higher
program utilization rates but also describing experiences of tokenization and cultural barriers. As one
female engineer explained: "The wellness initiatives are great, but they don't address the fundamental
culture issues—the boys' club mentality, being talked over in meetings, having to prove yourself constantly.
Yoga classes don't fix that." These insights underscore that wellbeing programs, while beneficial, cannot
substitute for comprehensive diversity, equity, and inclusion initiatives addressing systemic discrimination.

Occupational category analyses revealed that operational and maintenance personnel (representing 61% of
respondents) expressed greatest appreciation for ergonomic interventions and fatigue management
resources, whereas technical and administrative employees valued mental health counseling and work-life
integration support. Programs demonstrating greatest overall effectiveness incorporated diverse offerings
addressing varied employee needs rather than one-size-fits-all approaches.

Implementation Challenges and Unexpected Outcomes
Despite overwhelmingly positive trends, implementation challenges emerged consistently across
organizations. Middle management resistance represented a pervasive obstacle, with supervisors expressing

concerns about productivity losses from employee program participation and discomfort facilitating
wellbeing conversations for which they felt inadequately prepared. Organizations that addressed this
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through supervisor-specific training, explicit performance expectations regarding team wellbeing, and
protected time allocations for program engagement experienced superior implementation fidelity.

Agreement with: "Mental health is discussed
openly and without stigma in my workplace

80

67.3%

20 28.7%
£
3 40
[
>
3
g 40
w
)
& 20
8
<
g >
4 20
a

10

0

Nascent Programs Mature Programs
(3+ years)

Figure 7. Significant shift in employee perceptions regarding the open discussion of mental health
following the implementation of mature wellbeing programs.

An unexpected positive outcome involved ripple effects beyond direct program participants. Survey
respondents who had not personally utilized program components but worked in teams with high collective
utilization demonstrated significantly better outcomes than comparable employees in low-utilization teams
(wellbeing: M = 63.7 versus M = 55.3; 1(843) = 6.42, p < .001), suggesting that program benefits diffuse
through enhanced team climates and social norms.

Conversely, a concerning finding emerged regarding contractor populations. Contract employees
(representing 34% of workforce in participating organizations) demonstrated dramatically lower program
awareness (41.2% versus 86.7% for direct employees) and utilization (M = 1.1 versus M = 2.9 components),
despite often facing comparable or greater occupational stressors. This inequity raises important questions
regarding inclusive program design and organizational responsibility boundaries.

DISCUSSION
The findings of this study provide compelling empirical support for the proposition that strategically
designed and authentically implemented employee-centric wellbeing programs can serve as catalytic

mechanisms for cultural transformation within the oil and gas sector, generating measurable improvements
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in employee psychological health, organizational commitment, and operational performance. These results
align with and extend existing scholarship while illuminating sector-specific dynamics and practical
considerations essential for translating research insights into effective organizational practice.

Theoretical Integration and Mechanisms of Cultural Change

The documented relationships between wellbeing program engagement, psychosocial safety climate, and
employee outcomes substantiate theoretical frameworks positing that organizational-level interventions
influence individual wellbeing primarily through modification of work environment characteristics rather
than solely through individual behavior change (Dollard & Bakker, 2010; Nielsen et al., 2017). The
mediating role of PSC—wherein programs enhance management commitment to psychological health,
which subsequently predicts employee outcomes—underscores that wellbeing initiatives function not
merely as service offerings but as visible manifestations of organizational values that reshape employees'
fundamental interpretations of the employment relationship. This finding resonates with social exchange
theory, which posits that perceived organizational support generates reciprocal obligations wherein
employees respond to employer care with enhanced commitment, discretionary effort, and organizational
citizenship behaviors (Eisenberger et al., 2001).

Non-partdpants i high-
High-Utilzation utilzation teams reported higher
Employee higher wetbeing (M=63.7) than
Program Participant those ¥n low-utilzation teams
A teams (Me55.3}

Figure 8. Conceptualization of the ripple effect, whereby wellbeing program benefits diffuse through
enhanced team climates, improving outcomes even for non-participants.

The qualitative evidence regarding cultural transformation mechanisms reveals how wellbeing programs
disrupt entrenched norms that historically inhibited vulnerability and help-seeking within oil and gas
contexts. By institutionalizing mental health discourse, providing legitimate organizational structures for
discussing psychosocial challenges, and normalizing resource utilization through visible leadership
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modeling, these initiatives progressively erode stigmatizing beliefs and hypermasculine cultural scripts that
have traditionally characterized the industry (Mellor et al., 2011). The finding that psychological safety
perceptions increased substantially in organizations with mature programs suggests that wellbeing
initiatives contribute to broader cultural evolution toward high-reliability organizing principles wherein
speaking up, acknowledging limitations, and requesting support become valued behaviors rather than
perceived weaknesses (Edmondson & Lei, 2014).

The Primacy of Care-Centered Leadership

Perhaps the most theoretically and practically significant finding concerns the amplifying role of care-
centered leadership in determining program effectiveness. Organizations where senior leaders authentically
engaged with programs, disclosed personal wellbeing challenges, and consistently prioritized employee
welfare in decision-making contexts experienced accelerated cultural transformation and superior employee
outcomes compared to organizations implementing structurally similar programs without equivalent
leadership commitment. These patterns align with research by Dutton and colleagues (2014) demonstrating
that leadership compassion—operationalized through noticing suffering, empathetically connecting, and
taking ameliorative action—generates cascading effects on organizational climate, interpersonal
relationships, and collective functioning.

The specific finding that the Operations Director's public acknowledgment of utilizing counseling services
catalyzed widespread attitude shifts exemplifies Lilius et al.'s (2011) proposition that small, authentic acts
of vulnerability and care prove more culturally influential than grand programmatic initiatives because they
constitute credible signals of genuine organizational values. Within hierarchical, traditionally stoic
organizational cultures characteristic of oil and gas operations, such leadership disclosures carry particular
symbolic weight, providing permission structures that enable employees to access resources without fear
of judgment or career consequences. This suggests that wellbeing program success depends not primarily
on resource comprehensiveness but on the cultural scaffolding—particularly leadership authenticity and
role modeling—uwithin which programs are embedded.

The integration of wellbeing considerations into routine leadership practices, exemplified by the "wellbeing
check-ins" initiated during leadership meetings, represents institutional embedding that transcends discrete
programs to reshape fundamental organizational routines and communication norms. This finding supports
organizational change scholarship emphasizing that sustainable cultural transformation requires integration
of new values into taken-for-granted practices rather than treatment as separate initiatives peripheral to core
business functions (Cameron & Quinn, 2011).

Sector-Specific Implementation Considerations

The differential program impacts and utilization patterns across operational contexts illuminate critical
sector-specific barriers requiring intentional design solutions. The lower initial utilization among offshore
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and remote site employees, attributable to access constraints and shift schedule conflicts, underscores that
generic wellness programs designed for conventional office environments prove inadequately responsive
to the distinctive operational realities of oil and gas work contexts. Organizations that achieved equitable
outcomes implemented context-adapted interventions including embedded on-site resources, peer support
models leveraging existing crew structures, and asynchronous digital platforms accommaodating irregular
schedules and connectivity limitations.

These findings suggest that effective program design requires deep understanding of operational contexts
and workforce experiences rather than standardized approaches. The particular appreciation expressed by
operational personnel for ergonomic and fatigue management interventions, contrasted with technical
employees' preference for counseling and work-life resources, reinforces the importance of diverse, menu-
based program architectures that accommodate varied occupational exposures and individual preferences
(Malik et al., 2014). The ripple effects observed whereby non-participating employees in high-utilization
teams demonstrated improved outcomes suggests that programs generate collective benefits through
enhanced team climates, providing additional rationale for comprehensive offerings that maximize reach
across employee populations.

The concerning disparities in contractor access to and awareness of wellbeing programs raises important
ethical and strategic questions regarding organizational responsibility boundaries. Given that contractors
often perform equivalent work under similar conditions as direct employees while experiencing elevated
job insecurity and reduced organizational attachment, their systematic exclusion from wellbeing resources
represents both an equity concern and a missed opportunity to enhance overall workforce resilience. This
finding suggests that organizations should critically examine whether wellbeing program eligibility criteria
align with stated values regarding human dignity and duty of care, potentially extending program access to
contractor populations as both ethical imperative and pragmatic investment in total workforce capability.

Sustainability and Scalability Considerations

The middle management resistance documented across organizations highlights a persistent
implementation challenge requiring systematic attention. Supervisors occupy critical boundary-spanning
positions wherein they translate organizational policies into daily experiences and model behavioral norms
for frontline employees (Nielsen, 2013). Supervisor ambivalence or resistance—whether stemming from
production pressures, discomfort with wellbeing conversations, or skepticism regarding program value—
can substantially undermine implementation fidelity and employee engagement. The superior outcomes
observed in organizations providing supervisor-specific training, explicitly incorporating team wellbeing
into performance expectations, and protecting time for program participation suggest that successful scaling
requires deliberate investment in middle management capability development and accountability structures.

For organizations initiating wellbeing programs, these findings suggest several evidence-informed
recommendations. First, secure visible and authentic senior leadership commitment, including personal
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program participation and willingness to model vulnerability. Second, invest in comprehensive PSC
development through systematic psychosocial risk assessment, transparent communication regarding
organizational wellbeing priorities, and participatory program design incorporating employee voice. Third,
ensure program accessibility across diverse operational contexts through multiple delivery modalities and
context-adapted offerings. Fourth, provide supervisors with training, resources, and explicit expectations
regarding their role in facilitating team wellbeing. Fifth, implement robust evaluation frameworks capturing
both process metrics (utilization, satisfaction) and outcome indicators (wellbeing, engagement, retention,
safety) to enable continuous improvement and demonstrate value to stakeholders.

Study Limitations and Future Research Directions

Several limitations warrant acknowledgment. The cross-sectional quantitative component precludes
definitive causal inferences; while structural equation modeling tests theorized directional relationships,
longitudinal designs tracking employees before and after program exposure would provide stronger causal
evidence. The reliance on self-report measures introduces potential common method bias, though the
integration of organizational performance data (turnover rates, safety metrics) provides partial mitigation.
The study's focus on organizations that voluntarily implemented comprehensive programs may reflect
positive selection bias, with findings potentially less generalizable to organizations with weaker initial
wellbeing commitment.
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Figure 9. A phased, evidence-informed model for the sustainable implementation and scaling of
employee-centric wellbeing programs.

Future research should examine long-term sustainability of observed effects, including whether initial
improvements persist, plateau, or decline over extended timeframes. Comparative effectiveness studies
systematically varying program components would illuminate which specific elements generate greatest
impact, enabling resource optimization. Investigation of implementation processes using organizational
ethnography or longitudinal case study designs could capture cultural change dynamics with greater
temporal and contextual resolution. Finally, research examining wellbeing program effectiveness in other
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high-risk industries (mining, construction, maritime) would test generalizability and identify sector-specific
versus universal implementation principles.

CONCLUSION

This research provides comprehensive evidence that employee-centric wellbeing programs represent not
merely humanitarian initiatives but strategic organizational investments capable of fundamentally
transforming workplace culture within the oil and gas sector. The integration of quantitative and qualitative
findings demonstrates that when wellbeing programs are designed with intentionality, implemented with
authenticity, and supported by care-centered leadership, they catalyze measurable improvements across
multiple organizational levels—enhancing individual psychological health and engagement, strengthening
psychosocial safety climate and organizational trust, and generating tangible business outcomes including
reduced turnover, improved safety performance, and enhanced productivity.

The research illuminates that program effectiveness depends critically on organizational commitment
extending beyond programmatic offerings to encompass cultural transformation. The mediating role of
psychosocial safety climate underscores that wellbeing initiatives function as visible manifestations of
organizational values, reshaping employees' fundamental perceptions of the employment relationship and
their willingness to invest discretionary effort and loyalty. Particularly significant is the finding that care-
centered leadership practices—including authentic vulnerability, consistent prioritization of employee
welfare, and small acts of recognition and support—amplify program impacts exponentially, providing
permission structures that enable employees to access resources, acknowledge challenges, and engage
authentically within workplace contexts historically characterized by stoicism and emotional suppression.

For the oil and gas industry, these findings carry profound implications. In an era of intensifying
competition for talent, heightened societal expectations regarding corporate responsibility, and growing
recognition that operational excellence depends on human capability and commitment, organizations that
prioritize employee wellbeing position themselves for sustained competitive advantage. The documented
reductions in turnover, safety incidents, and absenteeism translate directly to substantial cost savings, while
improvements in engagement and organizational trust generate intangible assets—institutional knowledge
retention, innovation capacity, and reputational capital—that prove difficult for competitors to replicate.
Moreover, in high-consequence operational environments where human error can precipitate catastrophic
outcomes, investments in workforce psychological and physical wellbeing constitute essential risk
management strategies rather than discretionary enhancements.

105



International Journal of Petroleum and Gas Engineering Research, 8 (2), 82-110, 2025
Print ISSN: ISSN 2514-9253

Online ISSN: ISSN 2514-9261

Website: https://www.eajournals.org/

Publication of the European Centre for Research Training and Development-UK

Jrganizational Performance

Investment in Employee
& Resilience

Wellbeing

Relative Value

Synergistic Zone
Human Welfare Drives
Business Success

Time/Maturity of Initiatives

The findings demontrate that authentic care for employee weilbeing
enhances, rather conflicts vith, operational excellence

Figure 10. The synergistic relationship between employee wellbeing and organizational performance,
challenging the traditional view of a trade-off between human welfare and business objectives.

The study's findings support a compelling call for industry-wide adoption of comprehensive, evidence-
informed wellbeing initiatives. Industry associations, regulatory bodies, and corporate leaders should
collaborate to establish sector-wide standards and share best practices regarding wellbeing program design,
implementation, and evaluation. Given the documented disparities in contractor access to programs,
industry-wide dialogue regarding ethical obligations and practical frameworks for extending wellbeing
support across total workforce populations—including contingent workers—represents an urgent priority.

Future research should pursue several promising directions. First, longitudinal studies tracking employees
and organizations over extended timeframes would illuminate the sustainability of observed benefits and
identify factors that distinguish enduring cultural transformation from temporary improvements. Second,
technology-enabled wellbeing interventions—including artificial intelligence-driven personalization,
virtual reality applications for stress management and skills training, and wearable devices for real-time
fatigue monitoring—warrant systematic evaluation regarding effectiveness, acceptability, and ethical
implications within oil and gas contexts. Third, cross-sector comparative research examining wellbeing
program implementation across high-risk industries including mining, construction, aviation, and
healthcare would identify universal principles and sector-specific adaptations, accelerating knowledge
translation and avoiding duplicative learning curves.

The ultimate significance of this research extends beyond immediate organizational benefits to encompass
a broader reconceptualization of the relationship between employers and employees within demanding
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occupational contexts. By demonstrating that authentic care for employee wellbeing enhances rather than
conflicts with operational excellence, this work challenges false dichotomies between human welfare and
business performance. The evidence presented herein suggests that organizations willing to prioritize
employee dignity, psychological safety, and holistic wellbeing will not only fulfill moral obligations but
position themselves as employers of choice, cultivating resilient, engaged workforces capable of navigating
the complex challenges confronting the energy sector in the twenty-first century. The transformation of
workplace culture through employee-centric wellbeing programs represents not an aspirational ideal but an
achievable reality with profound implications for individual lives, organizational success, and industry
sustainability.

REFERENCES

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking forward.
Journal of Occupational Health Psychology, 22(3), 273-285. https://doi.org/10.1037/0cp0000056

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in
Psychology, 3(2), 77—-101. https://doi.org/10.1191/1478088706qp0630a

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational culture: Based on the
competing values framework (3rd ed.). Jossey-Bass.

Chen, W. Q., Wong, T. W., Yu, T. S, Lin, Y. Z., & Cooper, C. L. (2003). Determinants of perceived
occupational stress among Chinese offshore oil workers. Work & Stress, 17(4), 287-305.
https://doi.org/10.1080/02678370310001647302

Creswell, J. W., & Plano Clark, V. L. (2018). Designing and conducting mixed methods research (3rd ed.).
SAGE Publications.

Dekker, S. (2017). The field guide to understanding 'human error' (3rd ed.). CRC Press.
Dollard, M. F., & Bakker, A. B. (2010). Psychosocial safety climate as a precursor to conducive work

environments, psychological health problems, and employee engagement. Journal of Occupational and
Organizational Psychology, 83(3), 579-599. https://doi.org/10.1348/096317909X470690

Dul, J., Bruder, R., Buckle, P., Carayon, P., Falzon, P., Marras, W. S., Wilson, J. R., & van der Doelen, B.
(2012). A strategy for human factors/ergonomics: Developing the discipline and profession. Ergonomics,
55(4), 377-395. https://doi.org/10.1080/00140139.2012.661087

Dutton, J. E., & Workman, K. M. (2011). Compassion as a generative force. Journal of Management
Inquiry, 20(3), 246-264. https://doi.org/10.1177/1056492611404390

107


https://doi.org/10.1037/ocp0000056
https://doi.org/10.1191/1478088706qp063oa
https://doi.org/10.1080/02678370310001647302
https://doi.org/10.1348/096317909X470690
https://doi.org/10.1080/00140139.2012.661087
https://doi.org/10.1177/1056492611404390

International Journal of Petroleum and Gas Engineering Research, 8 (2), 82-110, 2025
Print ISSN: ISSN 2514-9253

Online ISSN: ISSN 2514-9261

Website: https://www.eajournals.org/

Publication of the European Centre for Research Training and Development-UK

Dutton, J. E., Worline, M. C., Frost, P. J., & Lilius, J. (2006). Explaining compassion organizing.
Administrative Science Quarterly, 51(1), 59-96. https://doi.org/10.2189/asqu.51.1.59

Edmondson, A. C., & Lei, Z. (2014). Psychological safety: The history, renaissance, and future of an
interpersonal construct. Annual Review of Organizational Psychology and Organizational Behavior, 1(1),
23-43. https://doi.org/10.1146/annurev-orgpsych-031413-091305

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of perceived
organizational support. Journal of Applied Psychology, 86(1), 42-51. https://doi.org/10.1037/0021-
9010.86.1.42

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support.
Journal of Applied Psychology, 71(3), 500-507. https://doi.org/10.1037/0021-9010.71.3.500

Fetters, M. D., Curry, L. A., & Creswell, J. W. (2013). Achieving integration in mixed methods designs—
Principles and practices. Health Services Research, 48(6pt2), 2134-2156. https://doi.org/10.1111/1475-
6773.12117

Goetzel, R. Z., & Pronk, N. P. (2010). Worksite health promotion: How much do we really know about
what works? American Journal of Preventive Medicine, 38(2), S223-5229.
https://doi.org/10.1016/j.amepre.2009.10.031

Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough? An experiment with data
saturation and variability. Field Methods, 18(1), 59-82. https://doi.org/10.1177/1525822X05279903

Hall, G. B., Dollard, M. F., Tuckey, M. R., Winefield, A. H., & Thompson, B. M. (2010). Job demands,
work-family conflict, and emotional exhaustion in police officers: A longitudinal test of competing theories.
Journal of Occupational and Organizational Psychology, 83(1), 237-250.
https://doi.org/10.1348/096317908X401713

Hopkins, A. (2006). What are we to make of safe behaviour programs? Safety Science, 44(7), 583-597.
https://doi.org/10.1016/j.ss¢i.2006.01.001

Jaffar, N., Abdul-Tharim, A. H., Mohd-Kamar, I. F., & Lop, N. S. (2011). A literature review of ergonomics
risk factors in construction industry. Procedia Engineering, 20, 89-97.
https://doi.org/10.1016/j.proeng.2011.11.142

Law, R., Dollard, M. F., Tuckey, M. R., & Dormann, C. (2011). Psychosocial safety climate as a lead
indicator of workplace bullying and harassment, job resources, psychological health and employee
engagement. Accident Analysis & Prevention, 43(5), 1782—-1793. https://doi.org/10.1016/j.aap.2011.04.010

108


https://doi.org/10.2189/asqu.51.1.59
https://doi.org/10.1146/annurev-orgpsych-031413-091305
https://doi.org/10.1037/0021-9010.86.1.42
https://doi.org/10.1037/0021-9010.86.1.42
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1111/1475-6773.12117
https://doi.org/10.1111/1475-6773.12117
https://doi.org/10.1016/j.amepre.2009.10.031
https://doi.org/10.1177/1525822X05279903
https://doi.org/10.1348/096317908X401713
https://doi.org/10.1016/j.ssci.2006.01.001
https://doi.org/10.1016/j.proeng.2011.11.142
https://doi.org/10.1016/j.aap.2011.04.010

International Journal of Petroleum and Gas Engineering Research, 8 (2), 82-110, 2025
Print ISSN: ISSN 2514-9253

Online ISSN: ISSN 2514-9261

Website: https://www.eajournals.org/

Publication of the European Centre for Research Training and Development-UK

Lilius, J. M., Worline, M. C., Dutton, J. E., Kanov, J. M., & Maitlis, S. (2011). Understanding compassion
capability. Human Relations, 64(7), 873-899. https://doi.org/10.1177/0018726710396250

Malik, S. H., Blake, H., & Suggs, L. S. (2014). A systematic review of workplace health promotion
interventions for increasing physical activity. British Journal of Health Psychology, 19(1), 149-180.
https://doi.org/10.1111/bjhp.12052

Mearns, K., & Yule, S. (2009). The role of national culture in determining safety performance: Challenges
for  the global oil and gas industry. Safety  Science, 47(6), 777-785.
https://doi.org/10.1016/j.ss¢i.2008.01.009

Mellor, G., St John, W., & McVeigh, C. (2006). Appropriate methodologies for researching health concerns
in an all male workplace. International Journal of Men's Health, 5(1), 48-63.
https://doi.org/10.3149/jmh.0501.48

Nielsen, K. (2013). How can we make organizational interventions work? Employees and line managers as
actively crafting interventions. Human Relations, 66(8), 1029-1050.
https://doi.org/10.1177/0018726713477164

Nielsen, K., & Miraglia, M. (2017). What works for whom in which circumstances? On the need to move
beyond the ‘what works?' question in organizational intervention research. Human Relations, 70(1), 40-62.
https://doi.org/10.1177/0018726716670226

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Kanséla, M., Saari, E., & Isaksson, K. (2017). Workplace
resources to improve both employee well-being and performance: A systematic review and meta-analysis.
Work & Stress, 31(2), 101-120. https://doi.org/10.1080/02678373.2017.1304463

Parkes, K. R. (2012). Shift schedules on North Sea oil/gas installations: A systematic review of their impact
on performance, safety and health. Safety Science, 50(7), 1636-1651.
https://doi.org/10.1016/j.ss¢i.2012.01.010

Rashid, M., & Zimring, C. (2008). A review of the empirical literature on the relationships between indoor
environment and stress in health care and office settings. Environment and Behavior, 40(2), 151-190.
https://doi.org/10.1177/0013916507311550

Robertson, I. T., & Cooper, C. L. (2011). Well-being: Productivity and happiness at work. Palgrave
Macmillan.

Robertson, M. M., Huang, Y. H., O'Neill, M. J., & Schleifer, L. M. (2008). Flexible workspace design and
ergonomics training: Impacts on the psychosocial work environment, musculoskeletal health, and work

109


https://doi.org/10.1177/0018726710396250
https://doi.org/10.1111/bjhp.12052
https://doi.org/10.1016/j.ssci.2008.01.009
https://doi.org/10.3149/jmh.0501.48
https://doi.org/10.1177/0018726713477164
https://doi.org/10.1177/0018726716670226
https://doi.org/10.1080/02678373.2017.1304463
https://doi.org/10.1016/j.ssci.2012.01.010
https://doi.org/10.1177/0013916507311550

International Journal of Petroleum and Gas Engineering Research, 8 (2), 82-110, 2025
Print ISSN: ISSN 2514-9253

Online ISSN: ISSN 2514-9261

Website: https://www.eajournals.org/

Publication of the European Centre for Research Training and Development-UK

effectiveness  among  knowledge  workers.  Applied  Ergonomics,  39(4), 482-494.
https://doi.org/10.1016/j.apergo.2008.02.022

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a
short questionnaire: A cross-national study. Educational and Psychological Measurement, 66(4), 701-716.
https://doi.org/10.1177/0013164405282471

Shahriar, S., & Nwabeke, L. (2021). Mental health in the oil and gas industry: A framework for addressing
psychological risks. Journal of Loss Prevention in the Process Industries, 72, Article 104560.
https://doi.org/10.1016/j.j1p.2021.104560

Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & Singh, G. (2011).
Inclusion and diversity in work groups: A review and model for future research. Journal of Management,
37(4), 1262-1289. https://doi.org/10.1177/0149206310385943

Siegrist, J. (1996). Adverse health effects of high-effort/low-reward conditions. Journal of Occupational
Health Psychology, 1(1), 27-41. https://doi.org/10.1037/1076-8998.1.1.27

Topp, C. W., @stergaard, S. D., Sgndergaard, S., & Bech, P. (2015). The WHO-5 Well-Being Index: A
systematic review of the literature. Psychotherapy and Psychosomatics, 84(3), 167-176.
https://doi.org/10.1159/000376585

Vischer, J. C. (2008). Towards an environmental psychology of workspace: How people are affected by
environments for work. Architectural Science Review, 51(2), 97-108.
https://doi.org/10.3763/asre.2008.5114

110


https://doi.org/10.1016/j.apergo.2008.02.022
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1016/j.jlp.2021.104560
https://doi.org/10.1177/0149206310385943
https://doi.org/10.1037/1076-8998.1.1.27
https://doi.org/10.1159/000376585
https://doi.org/10.3763/asre.2008.5114

