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Although previous research has demonstrated the impact of organizational components 

on employees, especially concerning their well-being, limited research has investigated 

the overall impact of innovative organizational culture (IOC) on employees’ well-being 

(EWB) and knowledge sharing behavior (KSB) (both tacit and explicit) in the oil and 

gas context. Therefore, based on the Conservation of Resources Theory and Maslow's 

Hierarchy of Needs, this study aims to investigate how employees’ well-being and 

knowledge sharing behavior can be managed within a challenging oil and gas workplace 

environment. It seeks to examine 1) the relationships between various work factors and 

employees' well-being in psychological, physical, and social aspects, 2) the relationships 

between employees' psychological, physical, and social well-being and knowledge 

sharing behavior (tacit and explicit), 3) the moderating effect of benevolent leadership 

on the relationship between challenging work factors and employees' physical, 

psychological, and social well-being, and 4) the moderating effect of innovative 

organizational culture (IOC) on the relationship between employees' physical, 

psychological, and social well-being with knowledge sharing behavior (KSB). This 

study employed the quantitative method and the survey technique was used for data 

collection. A total of 362 Saudi Aramco employees were recruited using judgmental 

sampling and Smart PLS and SPSS were used to analyze the data.  

The findings posit that 1) job hazards were found to significantly affect the employee's 

physical well-being; 2) better knowledge-sharing behavior in both tacit and explicit 

dimensions was demonstrated as a result of improved employees’ physical and social 

well-being. Specifically, tacit knowledge-sharing behavior was motivated by physical 

well-being while explicit knowledge-sharing behavior was motivated by social well-

being; 3) In contrast to the initial prediction, workplace conflict was found to be 

positively related to social well-being. This could be due to the fact that Saudi Aramco 

welcomes open conflicts, where employees' sharing of different views, beliefs, and 
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feelings do not bother others and instead brings them closer, resulting in enhanced well-

being; 4) benevolent leadership has a significant moderating effect on the path between 

job hazard and physical well-being. It was found that under a high benevolent leadership 

condition, the negative relationship between job hazard and physical well-being was 

stronger. This is in contrast with the hypothesized direction. The finding thus suggests 

that Saudi Aramco employees believe that the presence of benevolent leaders does not 

reduce the impact of job hazard on physical well-being, but rather it makes them feel 

even more tired; 5) IOC was found to significantly moderate the path between social 

well-being and explicit KSB. In a high IOC condition, the positive relationship between 

social well-being and explicit KSB was stronger. Thus, the presence of the IOC condition 

enhances the impact of social WB on explicit KSB. 

 

 

Theoretically, this study adds further values to the pool of knowledge by recognizing 

three different types of employee well-being (psychological, physical, social) that 

contribute differently to knowledge sharing behavior. Also, it identifies conditions 

(moderators) where an employee’s well-being and knowledge sharing behavior can be 

strengthened. Practically, this study provides ideas to human resource management on 

strategies to enhance employees’ well-being for improved knowledge sharing behavior.  
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KESEJAHTERAAN PEKERJA TERHADAP TINGKAH LAKU 

PERKONGSIAN PENGETAHUAN DI SAUDI ARAMCO 

Oleh 

MANSOUR ALI A. ALGHAMDI 

Oktober 2021 

Pengerusi :   Profesor Madya Ng Siew Imm, PhD 

Fakulti :   Sekolah Perniagaan dan Ekonomi 

Walaupun penyelidikan terdahulu telah mengkaji kesan komponen organisasi terhadap 

pekerja, terutamanya terhadap kesejahteraan mereka, tidak banyak kajian yang telah 

dijalankan tentang kesan budaya organisasi inovatif (IOC) terhadap kesejahteraan 

pekerja (EWB) dan tingkah laku perkongsian pengetahuan (KSB) (tersurat dan tersirat) 

terutamanya dalam konteks industry minyak dan gas. Berdasarkan Teori Pemuliharaan 

Sumber dan Hierarki Keperluan Maslow, kajian ini menyiasat bagaimana kesejahteraan 

pekerja dan tingkah laku perkongsian pengetahuan boleh diuruskan dalam persekitaran 

tempat kerja minyak dan gas yang mencabar. Ia bertujuan untuk mengkaji 1) hubungan 

antara pelbagai faktor kerja dan kesejahteraan pekerja dalam aspek psikologi, fizikal, 

dan social; 2) hubungan antara kesejahteraan psikologi, fizikal, dan sosial pekerja dan 

tingkah laku perkongsian pengetahuan (tersirat dan tersurat); 3) kesan penyederhanaan 

kepimpinan terbaik terhadap hubungan antara faktor kerja yang mencabar dan 

kesejahteraan fizikal, psikologi, dan sosial pekerja; dan 4) kesan penyederhanaan budaya 

organisasi inovatif (IOC) terhadap hubungan antara pekerja. fizikal, psikologi, dan 

kesejahteraan sosial dengan tingkah laku perkongsian pengetahuan (KSB). Kajian ini 

menggunakan kaedah kuantitatif dan teknik tinjauan digunakan untuk pengumpulan 

data. Seramai 362 pekerja Saudi Aramco telah dipilih menggunakan pensampelan 

pertimbangan dan Smart PLS dan SPSS digunakan untuk menganalisa data. 

Dapatan kajian menunjukkan bahawa 1) risiko pekerjaan mempengaruhi kesejahteraan 

fizikal pekerja; 2) tingkah laku perkongsian pengetahuan (tersurat dan tersirat) yang 

lebih baik terhasil dari peningkatan kesejahteraan fizikal dan sosial pekerja. Khususnya, 

tingkah laku perkongsian pengetahuan tersirat didorong oleh kesejahteraan fizikal 

manakala tingkah laku perkongsian pengetahuan tersurat didorong oleh kesejahteraan 

sosial; 3) Berbeza dengan ramalan awal, konflik tempat kerja mempunyai kaitan positif 

dengan kesejahteraan sosial. Ini mungkin disebabkan Saudi Aramco mengalu-alukan 

konflik terbuka, di mana perkongsian pandangan, kepercayaan, dan perasaan yang 
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berbeza dala kalangan pekerja tidak mengganggu orang lain dan sebaliknya 

mendekatkan mereka dan meningkatkan kesejahteraan antara pekerja; 4) Kepimpinan 

yang baik mempunyai kesan penyederhanaan yang ketara terhadap risiko pekerjaan dan 

kesejahteraan fizikal. Dalam hal ini, kewujudan kepimpinan berkebajikan yang tinggi 

membawa kepada hubungan negatif antara risiko pekerjaan dan kesejahteraan fizikal. 

Ini adalah berbeza dengan ramalan awal oleh kajian ini. Hasil kajian ini menunjukkan 

bahawa pekerja Saudi Aramco percaya bahawa kehadiran pemimpin yang baik tidak 

mengurangkan kesan risiko pekerjaan ke atas kesejahteraan fizikal mereka, malah ia 

membuatkan mereka berasa lebih letih; 5) IOC didapati secara signifikan 

menyederhanakan hubungan antara kesejahteraan sosial dan KSB tersurat. Dalam 

keadaan IOC yang tinggi, hubungan positif antara kesejahteraan sosial dan KSB tersurat 

adalah lebih kukuh. Oleh itu, IOC meningkatkan kesan WB sosial terhadap KSB yang 

tersurat. 

 

 

Secara teorinya, kajian ini mempunyai tambah nilai terhadap cabang ilmu dengan 

mengiktiraf tiga jenis kesejahteraan pekerja (psikologi, fizikal, sosial) yang 

menyumbang kepada tingkah laku perkongsian pengetahuan. Ia juga mengenal pasti 

keadaan (moderator) di mana kesejahteraan pekerja dan tingkah laku perkongsian 

pengetahuan boleh diperkukuh. Secara praktikalnya, kajian ini memberikan idea dan 

strategi kepada pengurusan sumber manusia untuk menaik taraf tahap kesejahteraan 

pekerja bagi meningkatkan tingkah laku perkongsian pengetahuan.  
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CHAPTER 1 

1 INTRODUCTION 

1.1 Overview of the Chapter 

This chapter presents a brief introduction to the current research by providing an overview of 

the industry and background of the study. It is followed by a discussion about the 

research problem that highlights the research gaps under investigation. The chapter then 

introduces the research objectives, research questions, scope, and several operational 

definitions. Lastly, the chapter describes the layout and structure of this dissertation. 

1.2  Overview of the Industry 

Saudi Arabia is the world's largest exporter of crude oil and is considered one of the top 

three producers along with the United States and Russia (Bradshaw et al., 2019). It also 

dominates the global oil holds by a significant amount of approximately 260.1 billion 

barrels. It is believed that oil supplies are of fundamental importance to the Saudi 

Kingdom, and the steady flow of Saudi oil is fundamental to global markets and to the 

health of the Kingdom itself. In this regard, the importance of Saudi production to the 

global oil markets lies in the necessity for the national oil company, Aramco, to maintain 

abundant supplies of crude oil to compensate for any disruption in supplies that may 

result from sabotage, technical malfunctions, or natural disasters (Weijermars & Al-

Shehri, 2022).  

Statistics suggest that around 17% of the world's petroleum reserves are held by Saudi 

Arabia, and that its oil and gas industry contributes to over half of the country's gross 

domestic product and 70% of the export revenues (OPEC, 2021). Despite its leading role 

in OPEC, Saudi Arabia is investing more efforts to sustain its stable and prominent role 

in the global market. These efforts are evident by several dialogues between consumers 

and producers, the country’s willingness to host the International Energy Forum 

Secretariat Headquarters in Riyadh, and the financial support offered for such initiative 

(Su et al., 2019). 

Saudi Arabian Oil Company (Aramco) is a state-owned oil organization in the Kingdom 

of Saudi Arabia. It is among the first oil organizations to be involved in the creation and 

exportation of crude oil and natural gas liquids (NGL) besides being one of the senior 

producers of natural gas (Alomi et al., 2018; Almansoori, 2021). Headquartered in 

Dhahran in the Eastern Province, the company’s business is spread across the Kingdom, 

which begins from assembling oil plants to the transportation of oil-based products to 

commercial centers. Aramco’s refineries also meet the regional requirement for air and 

land transport with its main export transport terminals situated at several ports across the 

Arabian Gulf and the Red Sea (Woodman & Jaoua, 2018). 
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Globally, Saudi Aramco holds significant projects in refinery and commerce activities 

in the Republic of Korea, Japan, the USA, and China. In addition, it has market interests 

in Europe, the Far East, and North America (Aldulaimi, 2016). Saudi Aramco further 

operates a large fleet of super-tankers to transport unrefined petroleum as well as stock 

compartments that serve residential clients. Currently, a massive focus for Aramco is the 

extension of suppliers’ ability to find, create, process, and transport flammable gas 

(Aldulaimi, 2016) to address the increasing local demand for flammable gas among gas 

businesses. Flammable gas supply is useful for fundamental necessities such as water 

refinement and power generation. 

Aramco employs over 65,000 employees in its operations of oil creation, exploration, 

marketing, refining, and international shipping. Given that the petroleum industry in 

Saudi Arabia, dominated by Aramco, is a fundamental contributor to the Saudi Arabian 

economy, the well-being and knowledge sharing of employees in the industry is of 

utmost importance to its performance (Aldulaimi, 2016). However, the relationship 

between employees’ well-being and their knowledge sharing behavior in the Saudi 

Arabian petroleum industry has not been addressed sufficiently in the literature 

(Aldulaimi, 2016). Understanding how employee well-being impacts Aramco 

employees’ willingness to share their experience may significantly influence the human 

resource policies pertaining to employees’ job satisfaction and performance (Jayasinghe, 

2017). 

Aramco recently launched the Human Energy Management Program, which aims to 

unleash the energies of employees and encourage them to take care of their health and 

well-being through research workshops that provide the necessary resources on the 

sciences and arts concerned with human well-being (Alexander, 2018). In 2019, the 

Human Energy Management Program organized 117 workshops that discussed various 

topics, such as managing work stress, ideal design for business environments, health, 

and nutrition. The program also awarded various certificates and held various events at 

the company level that benefited more than 6,500 employees. 

The company provides a range of incentives and returns, health care programs, 

residential and recreational facilities, as well as educational, professional, and personal 

development opportunities which aim to raise the level of employees’ satisfaction and 

development while taking care of their health and well-being. Table 1.1 shows the total 

number of Aramco’s employees working in the company's managed and wholly-owned 

assets in Saudi Arabia during 2018 and 2019 (Yanbu, 2021). 
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Table 1.1 : Breakdown of Aramco workforce 

 
 Saudis Expatriates Total 

Workforce size 54,666 10,600 65,266 

Workforce percentage 83.76% 16.24% 100% 
(Source: Aramco 2021) 

 

 

In its most basic form, knowledge sharing is a method of gaining experience from others. 

According to Abdelwhab Ali et al. (2019), knowledge sharing in the oil and gas industry 

entails the preparation of task information, the ability to work with others to help people, 

problem-solving, policy implementation, and the development of new ideas. Knowledge 

sharing is a technique in knowledge management that is used to create, harvest, and 

sustain the oil and gas operation processes (Ogunmokun et al., 2020). It entails 

exchanging and disseminating ideas, experiences, and expertise with others to guarantee 

that knowledge is maintained, sustained, and retained in the organization.  

According to Park & Gabbard (2018), information possessed by certain company 

personnel must be passed on to other employees in order for its value to be appropriated. 

Knowledge sharing is the most challenging aspect of knowledge management and serves 

as one of the most important factors in company knowledge management procedures 

(Wu et al., 2021). The challenges of information sharing in the oil and gas business may 

be summarized as follows: 

 

(i) Disseminate the sender's information to the receiver.  

(ii) Increase the employees' capacity to organize.  

(iii) Improve their ability to adjust to a changing environment.  

(iv) Apply newly acquired knowledge.  

(v) Make effective business decisions. 

 

 

Moreover, challenging work factors such as fatigue (i.e., mental fatigue, physical fatigue, 

and lack of energy) (Khan et al., 2021), job hazard such as vehicle collisions, falls, high-

pressure lines and equipment, as well as explosions and fires (Alamri, 2019), along with 

horizontal (within the same managerial level) or vertical (between managerial levels) 

workplace conflicts (Skakon et al., 2010) may affect the well-being of employees in the 

Saudi oil sector. Work fatigue is a common phenomenon in the work environment, 

especially in jobs that involve a high load of physical and mental effort such as oil and 

gas-related jobs. Since it requires focusing on the task involving exploration, drilling, 

production, distribution, long and strenuous shift work, and teamwork (Jacquet et al., 

2021), oil and gas-related jobs often involve high job hazards. Furthermore, hazards at 

work can derive from physical, chemical, mechanical, biological, psychological factors, 

along with risks derived from changes in the labor market and new structures and forms 

of organization that have generated significant problems in the workplace.  



© C
OPYRIG

HT U
PM

 

 

4 

Well-being concerns are growing more prominent in the oil and gas business and it might 

be difficult for people to remain fully engaged and productive in the face of such 

problems. This may have a detrimental impact on staff productivity. While the petroleum 

sector is an exciting part of a country's economy, it also presents a variety of human 

resource issues such as business unpredictability, offshore and remote employment, shift 

work, and accidents. As Aramco’s petroleum sector grows, occupational pressure will 

continue to be the determinant of its employees’ health and well-being. Employees must 

also deal with socioeconomic pressures such as relocating to the project location while 

maintaining a careful balance of work and family obligations. The physiological and 

psychological manifestations of these stressors invariably result in isolation and a sense 

of lack of support, family stress, and distraction due to family issues, which may lead to 

accidents, workplace stress, difficulty focusing and being productive, sleeping and eating 

disorders, difficulty balancing family and work, and emotional impact of relocation and 

shift work. 

The consequences of these changes in rhythm, production, schedules, technologies, 

personal skills which surround the jobs performed by workers have been recognized as 

working conditions, hazard situations derived from the work environment, physical and 

mental workload, or the way of organizing work or safety. According to Li et al. (2019), 

job hazard is the variable that determines the performance of a task in an environment 

based on the workers' health on the physical, psychological, safety, organizational, and 

social variables. While some employees see conflict as annoying and harmful, others 

may view it as an exciting aspect of work that provides opportunities to learn and share 

their knowledge (Jayasinghe, 2017). 

Likewise, employees in certain departments may develop a shared inclination to manage 

conflict through problem-solving and fair debate. In contrast, others may share the 

propensity to adopt a patient attitude in managing conflict (Jayasinghe, 2017). Despite 

these implications, the literature on conflict management has rarely addressed employee 

well-being as an antecedent or outcome of workplace conflict. Thus, this study examined 

workplace conflict as a precursor to employee well-being (Sonnentag et al., 2013; 

Jahanshahi et al., 2020; Tafvelin et al., 2020; Muhamad Nasharudin et al., 2020; Tong 

et al., 2020; Musacchio, 2021). 

1.3 Background of the Study 

In order to ensure a sustainable employee knowledge sharing behavior that can result in 

competitive advantage, organizational variables must be considered. Drucker (1992) 

predicted more than a decade ago that it entered a knowledge society along with its 

respective knowledge economy and industry; knowledge workers would quickly 

dominate the workforce, and effectively managing them all would be a substantial 

challenge for most leaders. Carrying them out can only be done through intellectual 

power, conviction, persuasion, and interactive dialogue (Wang et al., 2017) since 

knowledge workers are not objects to be manipulated. Drucker (2002) argued that 

"knowledge workers can have a supervisor, but they are not subordinating, they are 

associates" (p.12). furthermore, they do not identify as workers but rather professionals, 
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they do not do observable things easily, and neither are they following a set of predictable 

outcomes. 

Knowledge sharing behavior (KSB) and its related aspects are essential for any 

organization because of its positive effects when applied properly (Foss et al., 2010). For 

instance, knowledge sharing can empower individuals to collectively develop new 

knowledge beyond what one independently possesses (van den Hooff & Hendrix, 2004), 

thereby contributing to enhanced organizational capacity for innovation (Choi et al., 

2008). Knowledge sharing can also entail greater individual problem-solving capability, 

which is useful for work-related competencies (Nickerson et al., 2019). Wu et al. (2012) 

explored the relationships among EWB, KSB, and work performance in oil organizations 

and inferred that KSB increases employees’ performance by enhancing their well-being. 

Hence, KSB plays an important role in both organizational achievement and EWB. This 

makes it an important objective for organizational planning (Grant & Spender, 1996). 

Employee well-being (EWB) is fundamental to the success and growth of organizations 

across the globe (Porath et al., 2012). Though it has emerged as a vital topic in 

organizational behavior research and industrial workplaces, past literature appears to 

provide no specific definition of EWB (Lyubomirsky, 2001). Ryan & Deci (2001) 

concluded that there are two critical philosophical perspectives regarding well-being. 

The first is happiness-oriented well-being while the second is a subjective experience of 

joy due to accomplishment or self-actualization. Research on well-being has admitted 

the legitimacy of both perspectives, leading to different theoretical models and 

paradigms being used to research EWB. Overall, EWB measures one's general quality 

of life based on their benchmarks (Diener, 1984, 2010). It comprises two components: 

long-term fulfillment (e.g., personal satisfaction) and exciting experience (e.g., from 

negative and positive comments) (Diener, 1984, 2010). Researchers have also proposed 

that EWB includes three parts: abnormal state of positive emotions, low level of 

undesired feelings, and general life satisfaction (Busseri et al., 2007). 

One outstanding quality of EWB is its subjectivity as it can be centered on individual 

requirements rather than others' requirements (Diener, 1984, 2010). However, in a 

collectivist culture (e.g., China), symphonic connections are crucial to an individual’s 

perception of well-being, whereby one’s well-being is not merely their own but also that 

of the communal society (Gao et al., 2017). Otherwise, individuals are likely to forego 

personal necessities in a collectivist culture to boost the group's well-being (Markus & 

Kitayama, 1998). In contrast, well-being in America is not at the mercy of the 

community, though it may be susceptible to others in the societal group. 

Organization’s value EWB has been found to improve organizational well-being and 

corporate success (Grant et al., 2007). The significant implications are that EWB 

improves employees’ performance and corporate citizenship behavior while decreasing 

the costs of turnover and absenteeism (Grant et al., 2007; Page & Vella-Brodrick, 2009; 

Troth & Guest, 2020; Ho & Kuvaas, 2020; Tuzovic & Kabadayi, 2020; Zhang, Wang, 

& Jia, 2021; Liu-Lastres & Wen, 2021; Salas-Vallina et al., 2021; Fürstenberg et al., 
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2021; Hildenbrand et al., 2021). Although companies recognize the significance of 

EWB, the definition of well-being differs greatly (Kroon et al., 2009). It is now highly 

advised to understand the various EWB metrics. Some metrics, as recommended by 

Grant et al. (2007), posit the health, happiness, and associated components of employee 

well-being. Kroon et al. (2009) emphasize the importance of this specific 

conceptualization due to the many circumstances and management practices that 

influence these three dimensions as well as the dimensions' varying impacts on employee 

outcomes. Furthermore, the health, happiness, and relationships of employees with 

diverse characteristics and personalities are uneven (Danna & Griffin, 1999); hence, one 

general idea of EWB limits comprehension of its significance. Therefore, the current 

research concentrated on these three aspects of EWB.  

Apart from EWB, numerous researchers (Grant & Spender, 1996) view the advanced 

knowledge economy as a unique resource for corporations to achieve competitive 

benefits and maintain long-term success (Nonaka & Takeuchi, 1995). Indeed, knowledge 

management has turned into a central business concern for corporations as it reflects how 

firms recognize, manage, and share knowledge to remain competitive (O’Dell & Gray, 

1998). Since knowledge is created and applied by individuals (Nonaka, 1994), 

knowledge sharing is essential to transform individual knowledge into organizational 

knowledge (Foss et al., 2010). As such, researchers pointed out that employee 

knowledge sharing is the heart of knowledge management (Riege, 2005). Wu et al. 

(2012) also affirm that a firm’s employees are the primary movers of the knowledge 

sharing process. If individuals are not inclined to share what they know, the execution 

of knowledge management could be in question.  

In addition to EWB and KSB, leadership is a valuable management tool to improve 

organizational environment, and improving service performance may be utilized 

correctly to create pleasant connections with workers (Kozak & Uca, 2008). As leaders, 

effective managers give advices that encourage workers to take ownership of activities, 

think outside the box to solve business challenges, and make decisions that benefit the 

team and the organization (Bennett, 2009). On the other hand, failure to lead is costly in 

terms of staff turnover, absenteeism, poor performance, and customer discontent (Puni 

et al., 2016). 

Employees' knowledge often comprises two main needs, namely formal education that 

allows them to enter knowledge work in the first place and continuing education 

throughout their working lives to maintain their knowledge (Drucker, 2003). According 

to Bavik et al. (2018), employees believe in the capability of benevolent leaders in 

knowledge creation and knowledge sharing within the organization. In this regard, 

employees seek for organizational climate that encourages knowledge acquiring, 

creation, and sharing. The study by Lin et al. (2018) established an argument that 

employees' perceptions about the knowledge acquiring, creation, and sharing is much 

related to the benevolent leadership behavior, thus reflecting that leaders play a crucial 

role in knowledge management development within an organization. 
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Gumusluoglu et al. (2017) found that benevolent leadership positively correlates with 

some dimensions of the knowledge management attributes, such as knowledge sharing. 

However, the consideration and basic structure are negatively related to knowledge 

acquisition attributes. Chen et al. (2018) found that the dimension of benevolent 

leadership has a positive and significant relationship with employee knowledge sharing. 

In particular, benevolent leadership is important for providing the vision and energy for 

knowledge sharing and maintaining effective knowledge management in practice. In 

addition, through individualized behaviors of benevolent leaders, subordinates are 

encouraged to be independent and autonomous which can discourage socialization and 

knowledge sharing. As such leadership style is relevant to the oil and gas industry as 

well as in fostering positive attitudinal and behavioural responses among employees with 

high-risk exposure, this research investigates the role of benevolent leadership in 

nurturing a sense of well-being among employees with high-risk exposure. 

Leadership style is linked to EWB and organizational factors within the oil industry. An 

essential part of a petroleum company’s success is the managers’ ability to inspire 

employees to accomplish their highest capability, engage and embrace changes, and 

make good technical decisions (Aldulaimi, 2016). Successful leaders inspire workers to 

remedy industry issues and form conclusions that benefit the staff and firm (Bennett, 

2009). As such, oil businesses need to adopt the significance of leadership and utilize its 

principles to enhance employee well-being. Failure to do so may result in employee 

turnover, absence, weakened performance, dissatisfaction, and ultimately highly costing 

oil organizations (Kara et al., 2013). Therefore, supportive behavior from benevolent 

leaders would relieve employees’ pressure and give the impression that they can trust 

their colleagues when confronting challenging work-related or personal situations (Farh 

et al., 2008). This further diminishes stress indicators like emotional fatigue or health 

ailments resulting from emotional and additional work requirements (Farh & Cheng, 

2000). Moreover, benevolent leaders reframe challenging situations as opportunities for 

improvement (Farh et al., 2008). 

There are a limited number of studies on the impact of leadership styles on employee 

well-being in the context of the oil industry. EWB outcomes are a necessary component 

of management activities in oil companies; therefore, benevolent leadership may 

influence workers’ well-being (Firth-Cozens & Mowbray, 2001). The research on 

benevolent leadership also shows that this leadership style has a beneficial influence on 

a variety of good employee outcomes, including leader satisfaction, organizational 

commitment, job performance, and organizational citizenship behavior (Farh et al., 

2008). As an example, Kuoppala et al. (2008) confirmed that leadership relates to EWB. 

Thus, effective leadership appears to enhance the welfare of employees by decreasing 

their illness, absence, and disability allowances. 

As valuable tacit knowledge is crucial to enhance and maintain Saudi Aramco's 

competitiveness, it was the main focus of the first-of-its-kind meeting that was held 

recently in Dhahran and attended by more than 200 employees. In the context of a 

knowledge policy, Saudi Aramco is proud to be one of the very few companies with a 

knowledge management policy, but that knowledge policy comes with responsibility 
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(Alhaboub, 2020). It has started with several professional associations, which are 

effectively functioning as a mechanism to bring in like-minded people to collaborate 

knowledge exchange (Al-Fehaid & Shaili, 2021). The KSB culture of full collaboration 

across the company along with the acquisition and exchange of valuable information 

will play a critical role in the company's future. 

Looking to the future, the goal is to spread knowledge management policy across the 

company, disseminate general knowledge management instructions and operational 

excellence work, hold knowledge workshops, expand company-wide classification, and 

develop an integrated knowledge management solution. 

Kremer et al. (2019, p. 36) describe knowledge as "human interpretation of a certain 

subject or specialized interest gained through continual study and experience". 

According to Quinn et al. (1996), knowledge is the professional intelligence that 

encompasses know-how, know-what, know-why, and self-motivated creativity in an 

organizational environment. In the information era, Ahmed et al. (2019) defined 

knowledge as the essence of power. Knowledge sharing, according to Olaisen & Revang 

(2017a), is a process that includes individuals and groups exchanging information. Aside 

from that, Olaisen & Revang (2017b) believe that knowledge sharing is the act of a 

person disseminating his gained information to other members of an organization. 

Whereas, Pee & Min (2017) view knowledge sharing as the process through which 

knowledge owned by one individual is changed into a form that can be understood and 

used by others.  

According to Pittino et al. (2018), knowledge sharing is the process of giving and 

receiving information. Generally, sharing information is transmitting knowledge among 

a group of people, whether in a formal setting such as a job or in an informal setting such 

as among friends, or exchanges between a minimum of two persons to a large number 

of individuals. According to Raut et al. (2018), information sharing behavior is assessed 

by the frequency of knowledge transmission, where transmission refers to conveying or 

presenting knowledge to a possible receiver. They also say that sharing knowledge is 

frequently unnatural since individuals believe their knowledge is significant and vital, 

therefore hoarding knowledge and being distrustful of knowledge obtained from others 

is a natural tendency. Ji et al. (2018) believe that the efficacy of information sharing in 

organizations can be a crucial element in successful organization management. As a 

result, this study proposes two elements that may influence information sharing 

behavior, namely employee well-being and work challenges. 

The oil and gas business has a significant influence on people's lives and livelihoods all 

around the world. According to Currency (2016), oil and gas is a cyclical and 

sophisticated industry that defines our modern economy. Despite the existence of 

alternate energy sources, oil and natural gas continue to be the most widely utilized and 

critical energy sources on the planet (Abdelwhab Ali et al., 2019). In addition to 

generating energy, the oil and gas industry provides resources for the manufacture of 

products in other sectors, including construction and paving materials, chemicals, and 
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transportation. Alizadeh et al. (2020) estimate that the transportation sector accounts for 

60% of the total world oil consumption.  

Oil and gas provide 60% of the energy demands of seven billion people across the world 

while other fuel sources provide 40% of similar needs. Surprisingly, despite recent 

breakthroughs in alternative fuels and increased concern about fossil fuels, oil and gas 

usage appears to be unchanged. As a result, the oil and gas sector will continue to be the 

dominant source of energy (Su et al., 2019). Due to factors like globalization, 

outsourcing, government regulations, and fast-changing technology, the oil and gas 

business often operates in a highly complex and chaotic environment (Natalicchio et al., 

2017).  

Unfortunately, knowledge loss is a major issue in this profession due to frequent turnover 

and retirements. According to Aramco, many technical knowledge professionals 

resigned from the oil and gas business between 2014 and 2020, and the number continues 

to rise (Alzahrani & Shaddady, 2021). Organizations must capture information through 

knowledge sharing activities in order to survive the knowledge drain caused by high 

turnover rates. Given the massive volume of data and information that must be gathered 

and used for decision-making, the oil and gas business has a tremendous influence on 

the global economy and knowledge within this industry must be handled appropriately. 

Knowledge sharing, on the other hand, has not been a priority in this industry.  

Nevertheless, a variety of limiting factors contribute to knowledge loss in the oil and gas 

industry as well as other sectors due to significant turnover and a lack of information 

exchange methods. First, the factor of information sharing practices in the oil and gas 

business has yet to be conclusively established by past studies. For example, 200 global 

knowledge sharing professionals agreed that knowledge management research is lacking 

in a comprehensive grasp of the knowledge management factor (Inkinen, 2016). Second, 

earlier research on the impact of job obstacles and employee well-being characteristics 

on knowledge sharing has been uneven (Ganguly et al., 2019). Finally, firms have 

rigorously confined their information sharing procedures to long-term goals in the oil 

and gas industry (Henttonen et al., 2016). Given these characteristics, the goal of this 

research is to look into the important aspects that impact information sharing practices 

in Saudi Arabia's oil and gas business. 

According to Gannon & Ostrom (1996), a work environment that promotes well-being 

often removes unfair discrimination. Moreover, well-being at work can affect an 

employee's status, sense of self-worth, and satisfaction, subsequently facilitating an 

environment that cultivates social interactions and friendship (Jayasinghe, 2017). For 

this reason, employers across all industries require employees to indicate their well-

being as it is an essential aspect of workplace life. However, the well-being of employees 

at work has been compromised and driven by global competition, the rapid rate of 

technological advancement, and changes in domestic and global economies. When well-

being is low, its influence is felt in all workplace spaces and manifested in reduced 

product quality, poor customer relations, and reduced profits. A prominent cause of poor 
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employee well-being is an organization's failure to handle change. In this era of 

rightsizing, mergers, and takeovers, a workplace can change rapidly and unpredictably 

(Danna & Griffin, 1999). As a result, employees may feel that their jobs are outside their 

control and that qualities previously rewarded at the workplace (e.g., dedication and 

years of service) are now ignored as managers prioritize profits above all else. 

Furthermore, leaders’ lack of attention to employees’ well-being may also lead to 

undesired outcomes (Jayasinghe, 2017). 

Today, the challenge of innovating to create value focuses on doing things differently 

and even making them radically new (Oyemomi et al., 2019). This requires competent 

human capital and innovative culture where education plays an important role in all its 

stages for it to be the instrument that enhances one’s skills and talent to enter the labor 

market and develop an innovative attitude that is crucial for them to be able to face the 

challenges of the future. Singh et al. (2021) argue that a company that aims to be 

innovative should possess a supportive culture and a context that favors innovation and 

its various organizational expressions. The people who work in an organization share a 

series of meanings that form the basis of the organizational culture. With an innovative 

behavior, the employees can see the innovative effort that each of the company's has or 

the degree of initiative that the company can carry out with the organization’s human 

talent through the management and directions.  

Kremer et al. (2019) addressed that innovative organizational development arises as a 

strategy around the need to generate, develop, and strengthen societal capacities for 

innovation through a planning, education, and communication program. It also promotes 

empowering leadership, oriented towards the participation of sustainable learning 

communities, and involved in the definition and execution of business policies for 

innovation. Leaders are the ones who should be the main promoters of innovation in 

companies while at the same time set innovation strategies, look for good ideas, 

transform them into valuable products or services, and achieve excellent results from 

implanted innovation. This, in return, can motivate employees to do new things, positive 

changes, evolve, and adapt to changes due to laws or resolutions that occur in the internal 

or external environment of the institution. Le & Lei (2019) note that to achieve greater 

competitiveness through innovation, the exchange of knowledge and cooperation 

relationships based on knowledge are important since the dissemination of knowledge 

increases business productivity. It can also be propounded that innovative behavior leads 

to competitiveness and business success, thus generating new or redesigned marketing 

services and customer satisfaction with innovation activities. 

Social and environmental responsibility is fundamental to organizations' sustainability. 

Accordingly, to achieve sustainable competitive success, it is important for organizations 

to include policies on human relations (Gannon & Pillai, 2010). In this regard, an 

Employee Assistance Program (EAP) may help to identify patterns of declining well-

being and implement strategies to counter its impact. The workplace is not a neutral 

setting in an employee’s life; it is either a supportive environment or an environment that 

debilitates employees and establishes conditions under which individuals need EAP 

solutions to mitigate severe problems. However, research shows that limited companies 
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have consciously introduced a program to manage employee well-being (Alilyyani et al., 

2018). 

1.4 Motivation of the Study  

Human resource development (HRD) has a key role to play in assisting businesses to 

identify and combat issues (Rigby & Ryan, 2018). An investigation on Saudi Arabia's 

human resource development patterns reveals the human capital issues faced by the Gulf 

Arab nations, in general, and Saudi Arabia, in particular (Saberi & Hamdan, 2019). Saudi 

Arabia's economy and HRD programs are experiencing a number of issues. The primary 

obstacles include the country's strong reliance on oil, the petrochemical industry, and 

foreign labor as well as the low percentage of female employment, the lack of a link 

between educational system output and economic sector demands, and the changing 

expectations of the youthful population. 

The ambition of Aramco's transformation initiative is reflected in the company's HR 

strategy (Alexander, 2018), which is based on three perspectives: corporate strategy, 

market trends, and internal organizational health assessments. It is critical that HR 

functional strategies in areas such as recruiting, training and development, leadership, 

and engagement complement are compatible with the entire company plan. HRD 

partnerships improve organizational performance through cooperation, information 

sharing, and partnering with important stakeholders to reach business objectives. 

Furthermore, HR functions in organizations are the major drivers of organizational 

strategy (Anezi, 2021). The corporate HR objective, which is at the heart of Aramco's 

strategy, is to establish a people advantage for Saudi Aramco by taking into account the 

needs of potential talent. Over the 2014-2020 business plan, they have highlighted 

personnel planning, performance management, and leadership development as high-

priority action areas to address. 

Despite the high safety standards implemented by Aramco, there are several challenging 

work factors faced by its employees. These challenges can be categorized into three main 

factors, namely job fatigue, job hazard, and workplace conflict. In terms of job fatigue, 

issues like mental fatigue, physical fatigue, and lack of energy were found to be the most 

common fatigue sequences resulting from working in the oil and gas industry (Khan et 

al., 2021). Employees at Aramco are exposed to numerous hazards on the job including 

vehicle collisions, falls, high-pressure lines and equipment, explosions, and fires (Tang 

et al., 2018). Meanwhile, workplace conflict is mainly related to conflict resulting from 

managers' decisions and implementations by the employees. It is also attributed to the 

different perceptions among Aramco managers and employees (Enwereuzor, 2021). 
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1.5 Problem Statement  

The above discussion on issues related to the oil and gas industry hence suggests that 

EWB in oil and gas companies requires research attention as the industry suffers from 

compromised EWB due to knowledge advancement and high competition. Several 

research gaps have also been identified including the dimensions of EWB being 

contextual and untested in Saudi Arabia, unclear influence of selected organizational 

factors on EWB, limited empirical support on EWB’s impact towards knowledge 

sharing, and the lack of research pertaining to the role of benevolent leadership and 

innovative culture in the link between EWB and KSB. 

According to Amin H. Nasser, the president and CEO of Saudi Aramco, “The oil and 

gasoline sector is centralized on enhancing the well-being of everybody who works in 

or is affected by our segment. Overall health and emotional wellness, specifically, have 

been in high demand among our individuals. We have distributed a few guides 

throughout the years, including the mental dangers of expulsion and the evaluation and 

management of weaknesses. However, there is still a need for more programs to increase 

the well-being of employees in the oil companies like Saudi Aramco” (Bader, 2017). 

The prevention that Saudi oil and gas must have against the risks and negative 

consequences that exist in the workplace can have health complications, which will 

cause the employees' well-being to be low and not performing as they should (Nawaz et 

al., 2020). Halim et al. (2018) commented that a company's expenses on employees’ 

health and safety serve as an investment that pays off in better productivity and 

performance as well as fewer absences. According to Albrechtsen et al. (2019), although 

some entrepreneurs see these benefits as expenses, they need to keep employees well 

and reach their maximum production and performance level. Occupational risk 

prevention is the discipline that seeks to promote the health and safety of employees by 

identifying, evaluating, and controlling the dangers and risks associated with a work 

environment. Therefore, the development of activities and measures necessary to prevent 

accidents within an organization should be encouraged since there are possibilities for a 

worker to suffer an illness or accident related to the workplace (Tang et al., 2018). 

One of the most common problems that affect the development of companies worldwide 

is knowledge sharing (Dong et al., 2016), which can hinder them from achieving high 

performance. Knowledge sharing can be conducted individually or in groups. Several 

factors affect the approach that people use in sharing knowledge, such as well-being 

(Chumg et al., 2016; Ogunmokun et al., 2020; Zhao & Liu, 2020; Zhou et al., 2020; 

Berraies et al., 2020; Enwereuzor, 2021; Iqbal & Nawaz, 2021), fatigue (André et al., 

2011), and job hazards (Rahman et al., 2019). In line with this, Saudi Aramco had 

adopted an Accelerated Transformation Program (ATM) in 2016 to position the 

company as the world's leading energy provider by 2020 (Holden et al., 2016). Saudi 

Aramco has harnessed many resources to achieve this ambition, including recognizing 

knowledge sharing as the main pillar of transformation (Gharamah et al., 2018). They 

emphasized the role of organizational factors in maximizing knowledge sharing within 

an organization as staff play a crucial role in knowledge sharing.  
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Hayman (2016) conducted a health assessment risk in Saudi Aramco and confirmed 

fatigue and job hazards as the leading factors behind health risk and absenteeism. Saudi 

Aramco reported several employee incidents over the last five years. According to the 

Civil Defense Agency, an oil pipe leak incident in 2017 had resulted in a fire that killed 

ten Aramco employees, one of the company's contractors, while many other employees 

were injured (MOI, 2017). Woodman & Jaoua (2018) linked fatigue and employee 

health to the well-being of Aramco's employees as they found that 37.6% of Aramco's 

employees suffer from extreme fatigue, which impacts their ability to share knowledge 

effectively. These factors affect the company’s aim to achieve its goals by 2020. 

Aldulaimi (2018) and Lotayif (2021) further corroborated that achieving the company’s 

target by 2020 depends on effective benevolent leadership, which will drive the 

transformation. This led Saudi Aramco to adopt a leadership development program in 

2018, a long-term training program designed for the company’s mid-level managers to 

boost their performance and mitigate obstacles in the transformation goals (Aldulaimi, 

2018; Lotayif, 2021). 

It is undeniable that society has undergone a profound change in recent decades, from 

the physical aspect of production to the intellectual one. The industrial society that 

revolutionized its time and made fundamental changes has given way to the knowledge 

society (Woodman & Jaoua, 2018). The trilogy of traditional production factors (capital, 

land, and labor) are no longer the only ones required for the change and production of 

goods and services. Currently, information and knowledge have become the new factors 

that need to be managed by organizations. Administrative, accounting, and economic 

systems were developed to manage production that is based mainly on tangible 

resources. In this new era where knowledge is the main source of wealth, traditional 

systems fail to capture and capitalize on this new source of wealth. The "Big Bang" that 

knowledge management has experienced in recent years has geometrically increased the 

availability of publications, models, and tools. However, there are gaps in the academic 

literature as well as training and consulting practices related to knowledge management 

(Massingham & Al Holaibi, 2017). 

Several studies agree that knowledge sharing generates a positive effect on the 

performance of organizations and constitutes a source of competitive advantage (Ma et 

al., 2017). However, it is necessary to deepen the knowledge of background factors, 

principles, and practices related to knowledge sharing. The importance of knowledge 

sharing, its application, and usefulness in organizations is recognized in the academic 

field. However, despite a considerable number of publications, the management of 

knowledge sharing lacks theoretical support and empirical testing. Hence, there is a need 

for scientific validation of academic models for application in various organizations. 

There are four gaps that are highlighted by this study. First, the literature shows a 

deficiency of research on the impact of EWB on KSB (Wang et al., 2017). Human 

resource management professionals have long advocated the importance of developing, 

sustaining, and protecting a company's most valuable resource. EWB is thus a growing 

concern among the academic society, policymakers, and companies themselves. There 

is also a growing understanding that EWB can have serious consequences in other 
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aspects of an employee's life (Sebastian et al., 2017). For instance, work should become 

safety following the introduction of health and safety laws to lessen the number of 

injuries and deaths (Huang et al., 2016). Indeed, the management is responsible for both 

laws and practices that provide a safe workplace. However, several organizations are 

still plagued by rising stress levels, mental health difficulties, burnout, absenteeism, 

depression, and distress, subsequently leading to higher turnover, low productivity, and 

poor work quality. These occurrences can often be traced to the companies’ failure of 

paying enough attention to EWB (Huang et al., 2016). Most studies have researched 

EWB outcomes like job satisfaction (Huang et al., 2016), work participation (Rich et al., 

2010), and workaholism (Schaufeli et al., 2008). Recently, outcomes such as KSB have 

been popularized, however, existing research has reported mixed findings on the EWB-

KSB link. Thus, there is a literature gap in ascertaining the effect of EWB on KSB. 

Therefore, this study aims to provide further analysis of the relationship between EWB 

and KSB. 

Also, this study investigates EWB as a multidimensional construct because viewing it as 

a single aspect of well-being is inadequate to understand its different outcomes (Alvi, 

2017). Today, work intensification has improved and organizations are becoming lean, 

which may aggravate multiple aspects of well-being including physical, psychological, 

and social (Chumg et al., 2016; Zhao & Liu, 2020; Zhou et al., 2020; Berraies et al., 

2020; Enwereuzor, 2021; Iqbal & Nawaz, 2021). This highlights on the necessity to 

study the various dimensions of EWB. Thus, there is a gap in examining the 

multidimensionality of EWB that is appropriate for oil and gas employees. Second, 

organizations seldom take into account the challenging components that impact EWB at 

work including factors like fatigue, hazards, and workplace conflict. In an oil company, 

all three well-being aspects (social, physical, and psychological) are important 

(Aldulaimi, 2016). Lyubomirsky et al. (2005) stated that in addition to the high sensation 

of well-being, it is required for most human beings to achieve lasting satisfaction. A 

rising number of research also suggests that individuals who experience extensive 

amount of joy and fulfillment are more likely to be successful and productive in their 

jobs (Boehm & Lyubomirsky, 2008).  

Recent studies have found that individuals’ experience of well-being is directly linked 

to social support (Diener & Biswas-Diener, 2002; George, 1991; Iverson et al., 1998). It 

has been noted that these indicators of success at work result in the happiness of workers 

(Boehm & Lyubomirsky, 2008). However, when help is given to co-workers, fatigue 

may increase and EWB may suffer. In the context of oil and gas, job hazards are also 

common (Kara et al., 2013), which is likely to explain EWB. In addition, research has 

indicated that workers in conflicts at work are suffering from stress symptoms such as 

depression (Spector & Jex, 1998), burnout (Richardsen et al., 1996) and physical 

complaints (Frone, 2000). Conflicts at the workplace may therefore pose a major danger 

to EWB. Empirical data, however, is equivocal on the influence of these challenges on 

EWB. Specifically, whether these presumed connections between disputes at the 

workplace and declined health for employees remain largely unaddressed. 
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Third, notwithstanding the substantial number of studies on leadership and EWB, a 

shortage of high caliber research in the oil and gas sector is evident. Also, some aspects 

of this relationship have been overlooked such as the moderating role of benevolent 

leadership on the link between work factors and EWB. This expected relationship has 

not been precisely shown in the oil industry, resulting in a research gap pertaining to the 

impact of the benevolent leadership type on the dimensions of EWB. 

Fourth, although past research has demonstrated the impact of organizational 

components on workers, especially concerning their well-being (Miles & Mangold, 

2007), there is a shortage of research addressing the function of an innovative 

organizational culture (IOC) in this relationship. Furthermore, limited research has 

investigated the overall impact of IOC on EWB and KSB (both implicit and explicit) in 

the oil and gas context. The IOC benefits organizations by providing competitive 

advantage during global recession, which meets the needs of the global oil and gas 

industry during the decline in the global oil price.  

1.6 Research Questions 

The research questions of this study were developed in response to the research gaps that 

were identified and highlighted in the research background and problem statement 

sections. The fundamental question of this study is "What are the challenging work 

factors and outcomes of employee well-being?". Meanwhile, the four specific questions 

are as below: 

 

RQ1: What is the relationship between work challenging factors (fatigue, job hazard and 

workplace conflict) and employee well-being?  

 

RQ2: What are the work and employee factors (physical, psychological, and social) that 

influence knowledge sharing behavior? 

 

RQ3: Does benevolent leadership moderate the relationship between challenging work 

factors (fatigue, job hazard, and workplace conflict) and employee well-being (physical, 

psychological, and social)? 

 

RQ4: Does innovative organizational culture moderate the relationship between 

employee well-being (physical, psychological, and social) and knowledge sharing 

behavior? 

1.7 Research Objectives 

The broad aim of this research is to gain insight into the extent and role of EWB as well 

as KSB in the workplace of Saudi Aramco. Such knowledge can provide further 

incentives for other organizations within and outside Saudi Arabia to devote their 

resources to EWB. This study thus aims to expand existing knowledge and improve the 

factors influencing EWB in Saudi Aramco, which will help to enhance employees’ 
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working conditions. For this purpose, the research intended to determine conditions 

under which EWB and KSB can be sustained. Mainly, the study aims to achieve the 

following specific objectives: 

RO1: To explore the relationship between work challenging factors (fatigue, job hazard 

and workplace conflict) and employee well-being. 

 

RO2: To determine the work and employee factors (physical, psychological, and social) 

that influence knowledge sharing behavior. 

 

RO3: To examine the moderating role of benevolent leadership in the relationship 

between challenging work factors and employee well-being (physical, psychological, 

and social). 

 

RO4: To investigate the moderating role of innovative organizational culture in the 

relationship between employee well-being (physical, psychological, and social) and 

knowledge sharing behavior. 

1.8 Significance of the Study 

1.8.1 Theoretical study significance 

From the theoretical point of view, this study contributes to the literature in three ways. 

First, this study relied on the Conservation of Resources Theory, which considers 

employee well-being as a valuable resource to an organization. Hence, knowledge 

sharing by the employees depends on the extent to which they enjoy psychological, 

physical, and social status within the organization. This study contributes to the role of 

innovative organizational culture in strengthening the role of social well-being towards 

knowledge sharing. Such result is validated by the present study by examining the 

moderation role of innovative organizational culture between the three dimensions of 

employee well-being and knowledge sharing behavior.   

Second, there is a gap in the extant literature regarding the inter-relationships between 

organizational factors, EWB, and KSB. The results of this study will provide a 

significant contribution to the knowledge on how different organizational factors may 

influence EWB and KSB, especially in Saudi Aramco. It also discovers the dimensions 

of EWB that are relevant for oil and gas companies. 

Third, there is a lack of empirical studies on whether the benevolent leadership style 

enhances the dimensions of EWB. This research will contribute to the EWB studies in 

addressing how leadership might buffer organizational factors’ influence on EWB. Past 

studies (Mehari, 2015; Sharifirad, 2013; Siu et al., 2010; Verbraak, 2014) have focused 

on the positive influence of leadership on employees. In contrast, there is limited 

empirical research that has analyzed the moderating effects of leadership styles between 
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organizational factors and EWB (physical, psychological, and social). McGuire et al. 

(2009) stated that uncovering the moderating role of leadership style adds a significant 

value to understand how leaders can mitigate the negative effect of challenging 

organizational factors on EWB. As such, this research has the potential of aiding 

organizations in the oil industry, which will pave the way for future research in other 

industries. Finally, identifying the organizational culture that enhances KSB will 

contribute to the understanding of the EWB-KSB relationship. It also enriches the 

literature in terms of the aspects of KSB that ensue EWB. 

1.8.2 Practical study significance 

This study is essential for oil and gas companies in three ways. First, interest on EWB is 

increasing among academics, policymakers, companies, and governments that is 

prompted by the growing expenses of inadequate welfare. Second, there is a growing 

sense that a job may have adverse effects on employees, particularly if there is an 

unfavorable impact on their well-being. This could cascade into different areas of 

individuals' lives with presumably severe outcomes. Third, there are specific 

inadequacies in the methodologies used to investigate the well-being of employees in 

organizations, which significantly impacts the legitimacy and efficacy of any well-being 

program. By analyzing EWB in its three dimensions, this research will advance 

investigation in this area and thus benefits employees, employers, and policymakers. 

Overall, the findings of this study have implications for research, policy development, 

and human resource development in business enterprises, particularly in a top oil firm 

like Saudi Aramco. The study will identify areas for improvement to enhance EWB and 

its significant outcomes. Finally, based on the findings, various suggestions will be 

offered to improve the efficacy of leadership within the firm. The innovative ideas 

reported in this study have practical consequences for managers and leaders, implying 

that they should establish leadership styles that encourage employee well-being, thus 

resulting in readiness to share tacit knowledge. Knowing that altruistic people are more 

likely to gladly share their expertise, managers might react by assigning altruistic people 

with specialized responsibilities within teams and giving them assignments that require 

them to interact and socialize with others. Such choices might help a group to share 

knowledge more effectively.  

Additionally, measures to encourage willingness, such as rewards and team activities 

that boost innovative culture, should be designed for personnel with less altruistic 

tendencies. The current study adds to the existing occupational psychological and 

managerial literature by recommending that future studies should take into account other 

potential determinants of knowledge sharing, such as personality traits of consciousness, 

neuroticism, and competitiveness, and test them on people who work on less knowledge-

intensive projects. 
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1.9 Scope of the Study 

This research is focused on a specific problem within the managerial field in Saudi 

Aramco. The reason of selecting Saudi Arabia was prompted by its status as one of the 

most important countries in the world that produces and exports oil, therefore making 

the country as the focus of many oil and gas research. Saudi Aramco also plays a 

significant role in Saudi’s market and industrial development. In fact, the oil industry 

accounts for approximately 87% of funding revenue, 42% of GDP, and 90% of export 

earnings (Jaffe, 2007). 

This study was conducted among Saudi Aramco employees across the top, middle, and 

operational level as the target sample, with particular focus on the operational level as 

the majority of complaints come from them. Also, this research addressed managerial 

issues within the company related to five areas: challenging work factors of fatigue, job 

hazards, and workplace conflict; EWB; KSB; benevolent leadership; and IOC. The 

theoretical side of this study relied on several managerial theories to interpret the 

relationships among the variables. In particular, two theories were used in this study, 

namely the Conservation of Resources Theory and Maslow's Hierarchy of Needs 

Theory. 

The research specifically used employees' evaluations of their well-being. As Aramco 

employees in the oil industry are reported to suffer from low well-being, the individual 

employee was employed as the unit of analysis to assess EWB (Huang et al., 2016). The 

study further assessed how work factors (fatigue, job hazard, workplace battle), 

benevolent leadership, and IOC explain how EWB and KSB can be sustained since these 

are the two pillars that drive performance (Chumg et al., 2015). 

1.10 Operational Definitions of Variables 

It is essential to conceptualize the basic terminologies used in the study as it will help to 

identify and quantify the significant theories of this study based on the purpose for which 

these theories were formulated (Rubin & Babbie, 2015). Conceptualization refers to the 

process through which the terms in this study were specified and utilized (Rubin & 

Babbie, 2015).  

 

 Employee: Any female or male in the service of a company who gets paid at the 

close of the week, fortnight, or end of the month. Russo (1998) defines employee 

as an individual who works for wages or salary, whose work hours are set by the 

company at hourly or other basis, and whose labor is controlled by the employer. 

According to Russo (1998), employees get training, submit accounts, are 

reimbursed for expenses, use resources or materials given by the company, and 

may be dismissed. 
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 Well-being: According to Danna & Griffin (1999), well-being is the 

maintenance of a minimal level of performance by decreasing risks during 

exercise and lifestyle modification. Well-being involves assessing and 

monitoring the general health of employees. Assessment can be accomplished 

emotionally, physically, occupationally, nutritionally, intellectually, and 

ethically. For this study, the focus was on well-being at work only. 

 

 

 Psychological well-being: Psychological well-being is a complicated idea that 

covers a scope of emotional and attitudinal variables that capture the general 

emotional well-being of people in different settings and measured as general 

psychological functioning (Rich et al., 2010). This concept has been 

incorporated to study a wide array of indicators and factors, including work-

related depression and anxiety, emotional burnout, exhaustion, and job 

satisfaction (Ilies et al., 2016; McCormick et al., 2020; Timko et al., 2020; Aw 

et al., 2021). 

 

 Physical well-being: Physical well-being is often regarded as the overall 

condition of the human body such as general health, senses, intellect, and the 

type and consistency of one’s actions (Grant et al., 2007). 

 

 Social well-being: The degree to which a person feels a sense of belonging 

and social inclusion. A connected person is a supported individual within 

the working environment (Grant et al., 2007). 

 Fatigue: The feeling of tiredness or weariness or the need to rest in view of 

the absence of energy or quality in the working environment. Fatigue is 

regarded as the opposite edge of employees' vitality measurements and is 

linked to an individual's bodily problems (Ziebertz et al., 2015). 

 

 Job hazard: An occupational hazard is something unpleasant that a person may 

suffer from or experience due to doing work or a hobby (Agwu, 2012). 

 

 Workplace conflict: It is the process that starts when one person sees that the 

other person has impacted, or is going to impact, something that the person cares 

about (Thomas, 1992). Marquis & Huston (2006) described conflicts as internal 

or external arguments that arise from differences in views, feelings, or beliefs 

between no less than two people. 

 

 Tacit knowledge sharing behavior (KSB): Tacit KSB can be defined as the 

level to which an individual shares knowledge with other people. For instance, 

an employee shares Knowledge based on his or her work experience or 

professional expertise (Chumg et al., 2014). 

 

 Explicit Knowledge sharing behavior (KSB): Explicit information is defined 

as structured knowledge that is articulated in a systematic form. It includes two 

components: 1) the cognitive element referring to emotional models (beliefs and 
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perspectives); and 2) the technical element relating to skills that could be applied 

in a circumstance (know-how) (Chumg et al., 2014). 

 

 Benevolent leadership: Benevolent leadership can be defined as a sort of 

personal care in a field of work. It includes providing opportunities to fix 

errors, preventing subordinates' public humiliation, providing coaching and 

mentoring, resolving the work difficulties of subordinates, and displaying 

concern with their career development (Wang & Cheng, 2010). 

 Innovative organizational culture (IOC): IOC is a work environment that is 

cultivated by leaders to encourage clear thinking. Workplaces that generally 

nurture a culture of innovation subscribe to the notion that change is not the 

territory of top leadership but can come from anyone in the organization (Lee & 

Kim, 2017). 

1.11 Structure of the Research 

This research is based on six strategic stages as illustrated in Figure 1.1. The present 

thesis is organized in six chapters as follows: 

 

Chapter 1 — Introduction: This chapter presents the overall concept of the study, 

which includes the introduction to the central idea of the research and historical 

background of the study, problem statement, research objectives, significance of the 

study, and the structure and summary of the chapter. 

Chapter 2 — Literature Review: This chapter reviews a number of relevant literature 

to define the scope of the research. It includes previous research on EWB and its 

predicting factors (challenging work factors), moderators (benevolent leadership and 

IOC), and outcomes (KSB). Finally, the research gaps are identified and addressed in 

this study. 

Chapter3 — Conceptual Framework and Hypothesis Development: This chapter 

describes the conceptual framework developed for the study. The theories underpinning 

this study are also explained, following which a total of eight hypotheses are developed 

towards EWB for Saudi Aramco employees. 

Chapter 4 — Methodology: The research methodologies used in the thesis are 

explained in this chapter, including the research design, sampling technique, data 

collection procedures, and data analysis techniques. 

Chapter 5 — Findings and Analysis: The key point of this chapter is to analyze the 

data. It begins with data preparation that includes data cleaning and evaluation of the 

common method variance (CMV). It then presents the respondents’ profiles and 
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estimates the measurement model. Finally, it discusses the moderating analysis and 

concludes the final hypotheses results.  

Chapter 6 — Discussion and Conclusion: This chapter discusses the results of EWB 

according to the previously developed hypotheses. The discussion includes the research 

hypotheses, theoretical contributions, managerial implications, research limitations, 

suggestions for future research, and recommendations.  
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Figure 1.1 : The Research Stages 
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1.12 Conclusion 

This chapter has provided the overall direction of the research by putting forward the 

background of the study and research questions as well as summarizing the literature 

gaps that provide a justification for the research. Past literature indicates that there is a 

need for further research on the factors influencing EWB and its outcomes in the oil 

industry. The significance of the study was also explained, showing that this study would 

be of advantage to various stakeholders. The definitions of essential terms used in the 

study were also provided followed by a summary of the thesis structure. Ultimately, this 

research hopes to increase the degree of EWB in Saudi Arabian organizations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



© C
OPYRIG

HT U
PM

 

 

122 

7 REFERENCES 

Abdelwhab Ali, A., Panneer selvam, D. D. D., Paris, L., & Gunasekaran, A. (2019). 

Key factors influencing knowledge sharing practices and its relationship with 

organizational performance within the oil and gas industry. Journal of 

Knowledge Management, 23(9), 1806-1837. doi:10.1108/JKM-06-2018-

0394 

Adler, P. S., & Kwon, S.-W. (2002). Social capital: Prospects for a new concept. 

Academy of Management Review, 27(1), 17–40. 

https://doi.org/10.5465/AMR.2002.5922314 

Afsar, B., Masood, M., & Umrani, W. A. (2019). The Role of Job Crafting And 

Knowledge Sharing On The Effect Of Transformational Leadership On 

Innovative Work Behavior. Personnel Review, 48(5), 1186-1208. 

Agwu, M. O. (2012). Impact of employee’s safety culture on organizational 

performance in Shell Bonny Terminal Integrated Project (BTIP). European 

Journal of Business and Social Sciences, 1(5), 70–82. 

Ahmad, N. K. W., de Brito, M. P., Rezaei, J., & Tavasszy, L. A. (2017). An integrative 

framework for sustainable supply chain management practices in the oil and 

gas industry. Journal of Environmental Planning and Management, 60(4), 

577-601. 

Ahmed, J. U., Sultana, H., & Khan, M. M. (2018). Saudi Aramco: A Blend between 

Profit and Politics. FIIB Business Review, 7(2), 88-99. 

doi:10.1177/2319714518785324 

Ahmed, Y. A., Ahmad, M. N., Ahmad, N., & Zakaria, N. H. (2019). Social media for 

knowledge-sharing: A systematic literature review. Telematics and 

Informatics, 37, 72-112. doi:https://doi.org/10.1016/j.tele.2018.01.015 

Akhtar, S., & Tan, D. (1994). Reassessing and reconceptualizing the 

multidimensional nature of organizational commitment. Psychological 

Reports, 75(3), 1379–1390. https://doi.org/10.2466/pr0.1994.75.3.1379 

Al-Alawi, A. I., Al-Marzooqi, N. Y., & Mohammed, Y. F. (2007). Organizational 

culture and knowledge sharing: Critical success factors. Journal of 

Knowledge Management, 11(2), 22–42. 

https://doi.org/10.1108/13673270710738898 

Al-Ali, W., Ameen, A., Isaac, O., Khalifa, G. S., & Shibami, A. H. (2019). The 

mediating effect of job happiness on the relationship between job satisfaction 

and employee performance and turnover intentions: A case study on the oil 

and gas industry in the United Arab Emirates. Journal of Business and Retail 

Management Research, 13(4), 103-116. 



© C
OPYRIG

HT U
PM

 

 

123 

Alamri, R. (2019). Development of a model for health and safety management in 

Saudi Arabian oil and gas construction projects.  

Alamri, R. (2019). Development of a model for health and safety management in 

Saudi Arabian oil and gas construction projects.  

Albaum, G., Alreck, P. L., & Settle, R. B. (1985). The survey research handbook. 

Journal of Marketing Research, 22(4), 470. https://doi.org/10.2307/3151595 

Albrecht, S. L. (2012). The influence of job, team and organizational level resources 

on employee well-being, engagement, commitement and extra-role 

performance: Test of a model. International Journal of Manpower, 33(7), 

840–853. https://doi.org/10.1108/01437721211268357 

Albrechtsen, E., Solberg, I., & Svensli, E. (2019). The application and benefits of job 

safety analysis. Safety science, 113, 425-437. 

doi:https://doi.org/10.1016/j.ssci.2018.12.007 

Albrechtsen, E., Solberg, I., & Svensli, E. (2019). The application and benefits of job 

safety analysis. Safety science, 113, 425-437. 

doi:https://doi.org/10.1016/j.ssci.2018.12.007 

Aldulaimi, S. H. (2016). Influence of leadership development program on leader’s 

potentials for high leadership positions for mid-level administrators in 

ARAMCO-KSA. Journal of Pharmacy Practice and Community Medicine, 

4(1s), s109–s114. https:///doi.org/10.5530/jppcm.2018.1s.31 

Aldulaimi, S. H. (2018). Leadership development program and leader’s performance 

for mid-level managers in Saudi Petroleum Company, ARAMCO. Arab 

Economic and Business Journal, 13(1), 15–24. 

https://doi.org/10.1016/j.aebj.2018.02.001 

Aldwin, C. M., Sutton, K. J., Chiara, G., & Spiro, A. (1996). Age differences in stress, 

coping, and appraisal: Findings from the normative aging study. Journals of 

Gerontology: Psychological Sciences, 51B(4), 179–188. 

https://doi.org/10.1093/geronb/51B.4.P179 

Alexander, A. (2018). Gauging the unique developmental strategies towards human 

resource at Saudi Aramco. Human Resource Development International, 

21(2), 150-157. doi:10.1080/13678868.2016.1277115 

Alexander, A. (2018). Gauging the unique developmental strategies towards human 

resource at Saudi Aramco. Human Resource Development International, 

21(2), 150–157. https://doi.org/10.1080/13678868.2016.1277115 

Al-Fehaid, Y. N., & Shaili, V. (2021). Knowledge Economy and its Implications in 

the Kingdom of Saudi Arabia. Available at SSRN 3846918.  



© C
OPYRIG

HT U
PM

 

 

124 

Alhaboub, S. M. (2020). Assessing Individual Knowledge in the Public Sector: A 

Case Study on the Public Relations Department in Saudi Aramco. (D.B.A.), 

The University of Liverpool (United Kingdom), Ann Arbor. Retrieved from 

https://www.proquest.com/dissertations-theses/assessing-individual-

knowledge-public-sector-case/docview/2511919494/se-2?accountid=41453 

Ali, I., Musawir, A. U., & Ali, M. (2018). Impact of knowledge sharing and absorptive 

capacity on project performance: the moderating role of social 

processes. Journal of Knowledge Management, 20(2), 453-477. 

Alilyyani, B., Wong, C. A., & Cummings, G. (2018). Health and well-being in the 

workplace: A review and synthesis of the literature. International Journal of 

Nursing Studies, 83, 34–64. https://doi.org/10.1016/j.ijnurstu.2018.04.001 

Alizadeh, R., Lund, P. D., & Soltanisehat, L. (2020). Outlook on biofuels in future 

studies: A systematic literature review. Renewable and Sustainable Energy 

Reviews, 134, 110326. doi:https://doi.org/10.1016/j.rser.2020.110326 

Allred, S. B., & Ross-Davis, A. (2011). The drop-off and pick-up method: An 

approach to reduce nonresponse bias in natural resource surveys. Small-Scale 

Forestry, 10(3), 305–318. https://doi.org/10.1007/s11842-010-9150-y 

Almansoori, M. R. M. O. (2021). The Mediating Role of Sustainability between 

Strategic Planning and the Performance of Governmental 

Organizations. International Journal of Contemporary Management and 

Information Technology, 1(2), 28-34. 

Almas, T. S. S. (2014). Relationship with conflict management styles. International 

Journal of Conflict Management, (Unit 07), 1–5. 

Alomi, Y. A., Alghamdi, S. J., Alattyh, R. A., & Elshenawy, R. A. (2018). The 

evaluation of pharmacy strategic plan in past 2013-2016 and forecasting of 

new vision 2030 at Ministry of Health in Saudi Arabia. Journal of Pharmacy 

Practice and Community Medicine, 4(2), 93–101. 

https://doi.org/10.5530/jppcm.2018.2.22 

AlShamsi, Ali Ameen, A. H. A.-S. (2017). The Influence of Smart Government on 

Happiness: Proposing Framework. In 1 st International Conference on 

Management and Human Science (ICMHS 2017) (p. 2017). 

Alvesson, M., & Sveningsson, S. (2007). Changing organizational culture: Cultural 

change work in progress (1st ed.). Routledge.  

https://doi.org/10.4324/9780203935965 

Alvi, U. (2017). The effect of psychological wellbeing on employee job performance: 

Comparison between the employees of projectized and non-projectized 

organizations. Journal of Entrepreneurship & Organization Management, 

6(1), 206. https://doi.org/10.4172/2169-026X.1000206 



© C
OPYRIG

HT U
PM

 

 

125 

Alzahrani, A., & Shaddady, A. (2021). Influences of Financial and Non-Financial 

Compensation on Employees’ Turnover Intention in the Energy Sector: The 

Case of Aramco IPO. International Business Research, 14(6), 108-108.  

André, K., Baird, J., Swartling, Å. G., Vulturius, G., & Plummer, R. (2011). Analysis 

of Swedish forest owners’ information and knowledge-sharing networks for 

decision-making: Insights for climate change communication and 

adaptation. Environmental Management, 59(6), 885–897. 

https://doi.org/10.1007/s00267-017-0844-1 

Andreeva, T., & Kianto, A. (2012). Does knowledge management really matter? 

Linking knowledge management practices, competitiveness and economic 

performance. Journal of knowledge management, 16(4), 617-636. 

Anezi, F. Y. A. (2021, 18-19 June 2021). Saudi Vision 2030: Sustainable Economic 

Development through IoT. Paper presented at the 2021 10th IEEE 

International Conference on Communication Systems and Network 

Technologies (CSNT). 

Angner, E. (2010). Subjective well-being. Journal of Socio-Economics, 39(3), 361–

368. https://doi.org/10.1016/j.socec.2009.12.001 

Anwar, H. (2013). Impact of paternalistic leadership on employees’ outcome - A 

study on the banking sector of Pakistan. IOSR Journal of Business and 

Management, 7(6), 109–115. https://doi.org/10.9790/487x-076109115 

Anwar, N., Mahmood, N. H. N., Yusliza, M. Y., Ramayah, T., Faezah, J. N., & 

Khalid, W. (2020). Green Human Resource Management for organisational 

citizenship behaviour towards the environment and environmental 

performance on a university campus. Journal of Cleaner Production, 256. 

https://doi.org/10.1016/j.jclepro.2020.120401 

Armstrong, M. (2006). Human management resource practice. Core Topics in 

Cardiothoracic Critical Care. 

https://doi.org/10.1017/CBO9781139062381.069  

Armstrong. (2014). Handbook of human resource management in government. British 

Library Cataloguing-in-Publication Data. 

https://doi.org/10.1177/030913258901300105 

Arnold, E., & Pulich, M. (2004). Improving productivity through more effective time 

management. The Health Care Manager, 23(1), 65–70. 

https://doi.org/10.1097/00126450-200401000-00011 

Arntzen Bechina, A.A. and Ndlela, M.N. (2009). Success factors in implementing 

knowledge based systems. Electronic Journal of Knowledge Management, 

7(2), 211–218. 



© C
OPYRIG

HT U
PM

 

 

126 

Asurakkody, T. A., & Kim, S. H. (2020). Effects of knowledge sharing behavior on 

innovative work behavior among nursing Students: Mediating role of Self-

leadership. International Journal of Africa Nursing Sciences, 12, 1-6. 

Attia, S., Lioure, R., & Declaude, Q. (2020). Future trends and main concepts of 

adaptive facade systems. Energy Science & Engineering, 8(9), 3255-3272. 

Aw, S. S., Ilies, R., Li, X., Bakker, A. B., & Liu, X. Y. (2021). Work‐related helping 

and family functioning: A work–home resources perspective. Journal of 

Occupational and Organizational Psychology, 94(1), 55-79. 

Babbie, E. R. (2012). The basics of social research. Cengage Learning.  

Bader, S. (2017, August 19). Wellbeing. Aramco Healthcare.   

Baer, M. D., Bundy, J., Garud, N., & Kim, J. K. (2018). The benefits and burdens of 

organizational reputation for employee well-being: A conservation of 

resources approach. Personnel psychology, 71(4), 571-595. 

doi:https://doi.org/10.1111/peps.12276 

Baer, M. D., Bundy, J., Garud, N., & Kim, J. K. (2018). The benefits and burdens of 

organizational reputation for employee well-being: A conservation of 

resources approach. Personnel psychology, 71(4), 571-595. 

doi:https://doi.org/10.1111/peps.12276 

Baker, M. J. (2003). Data collection – Questionnaire design. The Marketing Review, 

2003, 479–498. 

Baker, W., & Dutton, J. E. (2018). Enabling positive social capital in organizations. 

Exploring Positive Relationships at Work (pp. 325–346). Psychology Press. 

https://doi.org/10.4324/9781315094199-22 

Baladeh, A. E., Cheraghi, M., & Khakzad, N. (2019). A multi-objective model to 

optimal selection of safety measures in oil and gas facilities. Process Safety 

and Environmental Protection, 125, 71-82. 

Balducci, C., Alessandri, G., Zaniboni, S., Avanzi, L., Borgogni, L., & Fraccaroli, F. 

(2020). The impact of workaholism on day-level workload and emotional 

exhaustion, and on longer-term job performance. Work & Stress, 35(1), 6-

26. https://doi.org/10.1080/02678373.2020.1735569 

Bandura. (2001). Characteristics of primary learners. Traffic Injury Prevention, 4(1), 

26. https://doi.org/10.1146/annurev.psych.52.1.1 

Barling, J., & Frone, M. R. (2017). If Only my Leader Would just Do Something! 

Passive Leadership Undermines Employee Well-being Through Role 

Stressors and Psychological Resource Depletion. Stress and Health, 33(3), 

211-222. doi:https://doi.org/10.1002/smi.2697 



© C
OPYRIG

HT U
PM

 

 

127 

Barling, J., & Frone, M. R. (2017). If Only my Leader Would just Do Something! 

Passive Leadership Undermines Employee Well-being Through Role 

Stressors and Psychological Resource Depletion. Stress and Health, 33(3), 

211-222. doi:https://doi.org/10.1002/smi.2697 

Barofsky, I., & Legro, M. W. (1991). Definition and measurement of fatigue. Reviews 

of Infectious Diseases, 13, S94–S97. 

https://doi.org/10.1093/clinids/13.Supplement_1.S94 

Basteman. (2006). Journal of Organizational Culture, Communications and Conflict: 

look here for notes. Organizationall, Culture, Comunication Adn Conflict, 

19(2). Retrieved from www.whitneypress.com 

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: Desire for interpersonal 

attachments as a fundamental human motivation. Psychological Bulletin, 

117(3), 497–529. https://doi.org/10.1037/0033-2909.117.3.497 

Bavik, Y. L., Tang, P. M., Shao, R., & Lam, L. W. (2018). Ethical leadership and 

employee knowledge sharing: Exploring dual-mediation paths. The 

Leadership Quarterly, 29(2), 322-332. 

doi:https://doi.org/10.1016/j.leaqua.2017.05.006 

Bavik, Y. L., Tang, P. M., Shao, R., & Lam, L. W. (2018). Ethical leadership and 

employee knowledge sharing: Exploring dual-mediation paths. The 

Leadership Quarterly, 29(2), 322-332. 

doi:https://doi.org/10.1016/j.leaqua.2017.05.006 

Becker, J.-M., Klein, K., & Wetzels, M. (2012). Hierarchical latent variable models 

in PLS-SEM: Guidelines for using reflective-formative type models. Long 

Range Planning, 45(5–6), 359–394. 

https://doi.org/10.1016/j.lrp.2012.10.001 

Becker, J.-M., Ringle, C. M., Sarstedt, M., & Völckner, F. (2015). How collinearity 

affects mixture regression results. Marketing Letters, 26(4), 643–659. 

https://doi.org/10.1007/s11002-014-9299-9 

Bell, E., & Bryman, A. (2007). The ethics of management research: An exploratory 

content analysis. British Journal of Management, 18(1), 63–77. 

https://doi.org/10.1111/j.1467-8551.2006.00487.x 

Benitez, J., Henseler, J., Castillo, A., & Schuberth, F. (2020). How to perform and 

report an impactful analysis using partial least squares: Guidelines for 

confirmatory and explanatory IS research. Information & Management, 

57(2), 103168. doi:https://doi.org/10.1016/j.im.2019.05.003 

Bennett, T. (2009). A study of the management leadership style preferred by it 

subordinates. Journal of Organizational Culture, Communication and 

Conflict, 13(2), 1–25. 



© C
OPYRIG

HT U
PM

 

 

128 

Berraies, S., Lajili, R. and Chtioui, R. (2020), "Social capital, employees' well-being 

and knowledge sharing: does enterprise social networks use matter? Case of 

Tunisian knowledge-intensive firms", Journal of Intellectual Capital, Vol. 21 

No. 6, pp. 1153-1183. https://doi.org/10.1108/JIC-01-2020-0012  

Bethlehem, J. (2009). Applied survey methods: A statistical perspective. John Wiley 

& Sons. 

Bettini, E., Gilmour, A. F., Williams, T. O., & Billingsley, B. (2019). Predicting 

Special and General Educators’ Intent to Continue Teaching Using 

Conservation of Resources Theory. Exceptional Children, 86(3), 310-329. 

doi:10.1177/0014402919870464 

Bettini, E., Gilmour, A. F., Williams, T. O., & Billingsley, B. (2019). Predicting 

Special and General Educators’ Intent to Continue Teaching Using 

Conservation of Resources Theory. Exceptional Children, 86(3), 310-329. 

doi:10.1177/0014402919870464 

Blakeney, E. C. B., & R. N. (1987). Personality correlates of conflict resolution 

modes. Hispanic Journal of Behavioral Sciences, 9(2), 183–205. 

https://doi.org/10.1177/07399863870092005 

Blanchflower, D. G., & Oswald, A. J. (1999). Well-being, insecurity and the decline 

of American job satisfaction. 1–66.  

http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.24.1239&rep=re

p1&type=pdf 

Blau, P. M. (1964). Justice in social exchange. Sociological Inquiry, 34(2), 193–206. 

https://doi.org/10.1111/j.1475-682X.1964.tb00583.x 

Boehm, J. K., & Lyubomirsky, S. (2008). Does happiness promote career success? 

Journal of Career Assessment, 16(1), 101–116. 

https://doi.org/10.1177/1069072707308140 

Borman, W. C., Penner, A., Allen, T. D., & Motowidlo, S. J. (2001). Personality 

predictors of citizenship performance. International Journal of Selection and 

Assessment, 9(1–2), 52–69. https://doi.org/10.1111/1468-2389.00163 

Borrego, G., Morán, A. L., Palacio, R. R., Vizcaíno, A., & García, F. O. (2019). 

Towards a reduction in architectural knowledge vaporization during agile 

global software development. Information and Software Technology, 112, 

68-82. 

Boxall, P., & Macky, K. (2014). High-involvement work processes, work 

intensification and employee well-being. Work, Employment and Society, 

28(6), 963–984. https://doi.org/10.1177/0950017013512714 



© C
OPYRIG

HT U
PM

 

 

129 

Bradshaw, M., Van de Graaf, T., & Connolly, R. (2019). Preparing for the new oil 

order? Saudi Arabia and Russia. Energy Strategy Reviews, 26, 100374. 

doi:https://doi.org/10.1016/j.esr.2019.100374 

Brešić, J., Knežević, B., Milošević, M., Tomljanović, T., Golubić, R., & 

Mustajbegović, J. (2007). Stress and work ability in oil industry 

workers. Arhiv za higijenu rada i toksikologiju, 58(4), 399-405. 

Brewer, N., Mitchell, P., & Weber, N. (2002). Gender role, organizational status, and 

conflict management styles. International Journal of Conflict Management, 

13(1), 78–94. https://doi.org/10.1108/eb022868 

Bridger, R. S., Kilminster, S., & Slaven, G. (2007). Occupational stress and strain in 

the naval service: 1999 and 2004. Occupational Medicine, 57, 92–97. 

https://doi.org/10.1093/occmed/kql124 

Brislin, R. W. (1976). Comparative research methodology: Cross‐cultural studies. 

International Journal of Psychology, 11(3), 215–229. 

https://doi.org/10.1080/00207597608247359 

Broom, D. H., D’Souza, R. M., Strazdins, L., Butterworth, P., Parslow, R., & 

Rodgers, B. (2006). The lesser evil: Bad jobs or unemployment? A survey 

of mid-aged Australians. Social Science & Medicine, 63(3), 575–586. 

https://doi.org/10.1016/j.socscimed.2006.02.003 

Brown, R. B., & Woodland, M. J. (1999). Managing knowledge wisely: A case study 

in organisational behaviour. Journal of Applied Management Studies, 8(2), 

175–198. 

Buapetch, A., Lagampan, S., Faucett, J., & Kalampakorn, S. (2008). The Thai 

version of effort-reward imbalance questionnaire (Thai ERIQ): A study of 

psychometric properties in garment workers. Journal of Occupational 

Health, 50(6), 480–491. https://doi.org/10.1539/joh.L8017 

Bultmann, U., Kant, I. J., Van Den Brandt, P. A., & Kasl, S. V. (2002). Psychosocial 

work characteristics as risk factors for the onset of fatigue and psychological 

distress: prospective results from the Maastricht Cohort 

Study. Psychological medicine, 32(2), 333-346. 

Busseri, M. A., Sadava, S. W., & DeCourville, N. (2007). A hybrid model for research 

on subjective well-being: Examining common- and component-specific 

sources of variance in life satisfaction, positive affect, and negative affect. 

Social Indicators Research, 83(3), 413–445. https://doi.org/10.1007/s11205-

006-9028-8 

Cabrera, E. F., & Cabrera, A. (2005). Fostering knowledge sharing through people 

management practices. International Journal of Human Resource 

Management, 16(5), 720–735. https://doi.org/10.1080/09585190500083020 



© C
OPYRIG

HT U
PM

 

 

130 

Campbell, A (1981). The sense of well-being in America. McGraw-Hill New York. 

Cañibano, A. (2013). Implementing innovative HRM: Trade-off effects on 

employee well-being. Management Decision, 51(3), 643–660. 

https://doi.org/10.1108/00251741311309706 

Cann, A. P., Connolly, M. Ruuska, R., MacNeil, M., Brimingham, T. B., 

Vandervoort, A. A., & Callaghan, J. P. (2008). Inter-rater reliability of 

output measures for a posture matching assessment approach: A pilot study 

with food service workers. Ergonomics, 51(4), 556–572. 

https://doi.org/10.1080/00140130701711455 

Carnevale, P., & Probst, T. M. (1998). Social values and social conflict in creative 

problem solving and categorization. Journal of Personality and Social 

Psychology, 74(5), 1300–1309. https://doi.org/10.1037/0022-

3514.74.5.1300 

Carr, A. (2006). Positive psychology: The science of happiness and human strengths. 

Psychology Press. 

Cartwright, S., & Holmes, N. (2006). The meaning of work: The challenge of 

regaining employee engagement and reducing cynicism. Human Resource 

Management Review, 16(2), 199–208. 

https://doi.org/10.1016/j.hrmr.2006.03.012 

Caruso, C. C. (2006). Possible broad impacts of long work hours. Industrial Health, 

44(4), 531–536. https://doi.org/10.2486/indhealth.44.531 

Casper, A., & Sonnentag, S. (2020). Feeling exhausted or vigorous in anticipation of 

high workload? The role of worry and planning during the evening. Journal 

of Occupational and Organizational Psychology, 93(1), 215-242. 

Cavana, R., Delahaye, B., & Sekeran, U. (2001). Applied business research: 

Qualitative and quantitative methods. John Wiley & Sons. 

Chang, S. E., & Lin, C.-S. (2007). Exploring organizational culture for information 

security management. Industrial Management & Data Systems, 107(3), 438–

458. https://doi.org/10.1108/02635570710734316 

Che, T., Wu, Z., Wang, Y. and Yang, R. (2019). Impacts of knowledge sourcing on 

employee innovation: the moderating effect of information transparency. 

Journal of Knowledge Management, 23(2)0, 221-239. 

Chen, I.-C., Ng, H.-F., & Li, H.-H. (2012). A multilevel model of patient safety 

culture: Cross‐level relationship between organizational culture and patient 

safety behavior in Taiwan’s hospitals. The International Journal of Health 

Planning and Management, 27(1), e65–e82. 

https://doi.org/10.1002/hpm.1095 



© C
OPYRIG

HT U
PM

 

 

131 

Chen, S., Westman, M., & Hobfoll, S. E. (2015). The commerce and crossover of 

resources: Resource conservation in the service of resilience. Stress and 

Health, 31(2), 95–105. https://doi.org/10.1002/smi.2574 

Chen, S., Westman, M., & Hobfoll, S. E. (2015). The commerce and crossover of 

resources: Resource conservation in the service of resilience. Stress and 

Health, 31(2), 95-105. 

Chen, X. P., Eberly, M. B., Chiang, T. J., Farh, J. L., & Cheng, B. S. (2014). Affective 

trust in Chinese leaders: Linking paternalistic leadership to employee 

performance. Journal of management, 40(3), 796-819. 

Chen, X.-P., Eberly, M. B., Chiang, T.-J., Farh, J.-L., & Cheng, B.-S. (2014). 

Affective trust in Chinese leaders: Linking paternalistic leadership to 

employee performance. Journal of Management, 40(3), 796–819. 

https://doi.org/10.1177/0149206311410604 

Chen, Z.-J., Davison, R. M., Mao, J.-Y., & Wang, Z.-H. (2018). When and how 

authoritarian leadership and leader renqing orientation influence tacit 

knowledge sharing intentions. Information & Management, 55(7), 840-849. 

doi:https://doi.org/10.1016/j.im.2018.03.011 

Chen, Z.-J., Davison, R. M., Mao, J.-Y., & Wang, Z.-H. (2018). When and how 

authoritarian leadership and leader renqing orientation influence tacit 

knowledge sharing intentions. Information & Management, 55(7), 840-849. 

doi:https://doi.org/10.1016/j.im.2018.03.011 

Cheng, B.-S., Chou, L.-F., Wu, T.-Y., Huang, M.-P., & Farh, J.-L. (2004). 

Paternalistic leadership and subordinate responses: Establishing a leadership 

model in Chinese organizations. Asian Journal of Social Psychology, 7(1), 

89–117. https://doi.org/10.1111/j.1467-839x.2004.00137.x 

Cheng, E. W. L., Li, H., Fang, D. P., & Xie, F. (2004). Construction safety 

management: An exploratory study from China. Construction Innovation, 

4(4), 229–241. https://doi.org/10.1108/14714170410815114 

Chetty, P. (2016, September 7). Limitations and weakness of quantitative research 

methods. https://www.projectguru.in/limitations-quantitative-research/ 

Chin, M. and N. (2003). A partial least Squares latent variable modeling approach for 

measuring interaction effects. Science, 143(3610), 994. 

https://doi.org/10.1126/science.143.3610.994 

Chin, W. W. (1998). The partial least squares approach to structural equation 

modelling. In G. A. Marcoulides (Ed.), Modern Methods for Business 

Research (pp. 295–336). Lawrence Erlbaum Associates. 



© C
OPYRIG

HT U
PM

 

 

132 

Choi, S. Y., Kang, Y. S., & Lee, H. (2008). The effects of socio-technical enablers on 

knowledge sharing: An exploratory examination. Journal of Information 

Science, 34(5), 742–754. https://doi.org/10.1177/0165551507087710 

Chowdhury, R. H., Choi, S., Ennis, S., & Chung, D. (2019). Which dimension of 

corporate social responsibility is a value driver in the oil and gas 

industry?. Canadian Journal of Administrative Sciences/Revue Canadienne 

des Sciences de l'Administration, 36(2), 260-272. 

Chumg, H. F., & Huang, C. J. (2021). Investigating the Relationships Between 

Cultural Embeddedness, Happiness, and Knowledge Management Practices 

in an Inter-Organizational Virtual Team. Frontiers in psychology, 11, 

https://doi.org/10.3389/fpsyg.2020.512288.  

Chumg, H. F., Cooke, L., & Seaton, J. (2015). Factors affecting employees’ 

knowledge-sharing behaviour in the virtual organisation (ECKM 2015). 

Proceedings of the European Conference on Knowledge Management, 

ECKM, 64, 913–919. https://doi.org/10.1016/j.chb.2016.07.011 

Chumg, H.-F., Cooke, L., Fry, J., & Hung, I.-H. (2014). Factors affecting knowledge 

sharing in the virtual organisation: Employees’ sense of well-being as a 

mediating effect. Computers in Human Behavior, 44, 70–80. 

https://doi.org/10.1016/j.chb.2014.11.040 

Chumg, H.-F., Seaton, J., Cooke, L., & Ding, W.-Y. (2016). Factors affecting 

employees’ knowledge-sharing behaviour in the virtual organisation from 

the perspectives of well-being and organisational behaviour. Computers in 

Human Behavior, 64, 432–448. https://doi.org/10.1016/j.chb.2016.07.011 

Ciavolino, E., Ferrante, L., Sternativo, G. A., Cheah, J.-H., Rollo, S., Marinaci, T., & 

Venuleo, C. (2021). A confirmatory composite analysis for the Italian 

validation of the interactions anxiousness scale: a higher-order version. 

Behaviormetrika, 1-24. doi:10.1007/s41237-021-00151-x 

Cifariello, P., Ferragina, P., & Ponza, M. (2019). Wiser: A semantic approach for 

expert finding in academia based on entity linking. Information Systems, 82, 

1–16. 

Cohen, J. (1988). Statistical power for the behavioral sciences (2nd ed.). Routledge. 

Collins, C. J., & Smith, K. G. (2006). Knowledge exchange and combination: The 

role of human resource practices in the performance of high-technology 

firms. Academy of Management Journal, 49(3), 544–560. 

https://doi.org/10.5465/amj.2006.21794671 

 

 



© C
OPYRIG

HT U
PM

 

 

133 

Collins, S. E., Witkiewitz, K., & Larimer, M. E. (2011). The theory of planned 

behavior as a predictor of growth in risky college drinking. Journal of Studies 

on Alcohol and Drugs, 72(2), 322–332. 

https://doi.org/10.15288/jsad.2011.72.322 

consumer behavior perspective. Journal of Consumer Research, 38(4), 650-666 

Cooper, C. L., & Marshall, J. (1976). The literature relating to coronary heart. Journal 

of Occupational Psychology. 

Cooper, C., & Kompier, M. (Eds.). (2012). Preventing stress, improving productivity. 

Routledge. 

Costa, P. T., & McCrae, R. R. (1980). Influence of extraversion and neuroticism on 

subjective well-being: Happy and unhappy people. Journal of Personality 

and Social Psychology, 38(4), 668–678. https://doi.org/10.1037/0022-

3514.38.4.668 

Cox, S. & Cox, T. (1991). The structure of employee attitudes to safety: A European 

example. Work & Stress, 5(2), 93–106. 

Creswell, J. W. (2009). Research design: Qualitative, quantitative and mixed methods 

approaches. Sage Publications. 

Creswell, J. W. (2013). Steps in conducting a scholarly mixed methods study 

[PowerPoint slides]. University of Nebraska-Lincoln. 

https://digitalcommons.unl.edu/cgi/viewcontent.cgi?article=1047&context=

dberspeakers 

Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. 

Psychometrika, 16(3), 297–334. https://doi.org/10.1007/BF02310555 

Crose, R., Nicholas, D. R., Gobble, D. C., & Frank, B. (1992). Gender and wellness: 

A multidimensional systems model for counseling. Journal of Counseling & 

Development, 71(2), 149–156. https://doi.org/10.1002/j.1556-

6676.1992.tb02190.x 

Currency, C. (2016). Oil and gas exploration and production lending.  

Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review 

and synthesis of the literature. Journal of Management, 25(3), 357–384. 

https://doi.org/10.1177/014920639902500305 

Darke, P., Graeme, S., & Broadbent, M. (1998). Successfully completing case study 

research: Combining rigour, relevance and pragmatism. Information Systems 

Journal, 8(4), 273–289. https://doi.org/10.1046/j.1365-2575.1998.00040.x 



© C
OPYRIG

HT U
PM

 

 

134 

Davis, K. A., Crookes, G., Kupetz, M., Garshick, E., Assistant, E., Hartman, C., … 

Willett, J. (1995). Quarterly Contents. Quarterly, 29(3). 

Dawson, J. F. (2014). Moderation in management research: What, why, when, and 

how. Journal of Business and Psychology, 29(1), 1–19. 

https://doi.org/10.1007/s10869-013-9308-7 

Day, A., Scott, N., & Kelloway, K. E. (2010). Information and communication 

technology: Implications for job stress and employee well-being. In P. L. 

Perrewé & D. C. Ganster (Eds.), New Developments in Theoretical and 

Conceptual Approaches to Job Stress (Research in Occupational Stress and 

Well Being) (pp. 317–350). https://doi.org/10.1108/S1479-

3555(2010)0000008011 

De Dreu, C. K. W., & Weingart, L. R. (2003). Task versus relationship conflict, team 

performance, and team member satisfaction: A meta-analysis. Journal of 

Applied Psychology, 88(4), 741–749. https://doi.org/10.1037/0021-

9010.88.4.741 

De Dreu, C. K. W., van Dierendonck, D., & De Best-Waldhober, M. (2004). Conflict 

at work and individual well-being. The Handbook of Work and Health 

Psychology, 495–515. https://doi.org/10.1002/0470013400.ch23 

De Dreu, C. K. W., van Dierendonck, D., & Dijkstra, M. T. M. (2004). Conflict at 

work and individual well-being. International Journal of Conflict 

Management, 15(1), 6–26. https://doi.org/10.1108/eb022905 

De Jonge, J., Dormann, C., Janssen, P. P. M., Dollard, M. F., Landeweerd, J. A., & 

Nijhuis, F. J. N. (2001). Testing reciprocal relationships between job 

characteristics and psychological well-being: A cross-lagged structural 

equation model. Journal of Occupational and Organizational Psychology, 

74(1), 29–46. https://doi.org/10.1348/096317901167217 

De Lange, A. H., Taris, T. W., Kompier, M. A. J., Houtman, I. L. D., & Bongers, P. 

M. (2003). “The very best of the millennium”: Longitudinal research and the 

demand-control-(support) model. Journal of Occupational Health 

Psychology, 8(4), 282–305. https://doi.org/10.1037/1076-8998.8.4.282 

Dembe, A. E., Erickson, J. B., Delbos, R. G., & Banks, S. M. (2005). The impact of 

overtime and long work hours on occupational injuries and illnesses: New 

evidence from the United States. Occupational and Environmental 

Medicine, 62(9), 588–597. https://doi.org/10.1136/oem.2004.016667 

DeNeve, K. M., & Cooper, H. (1998). The happy personality: A meta-analysis of 137 

personality traits and subjective well-being. Psychological Bulletin, 124(2), 

197–229. https://doi.org/10.1037/0033-2909.124.2.197 



© C
OPYRIG

HT U
PM

 

 

135 

Denscombe, M. (2010). The good research guide for small scale research projects. 

Open University Press. https://doi.org/10.1371/journal.pone.0017540 

Diener, E., & Biswas-Diener, R. (2002). Will money increase subjective well-being? 

A literature review and guide to needed research. Social Indicators Research, 

57(2), 119–169. https://doi.org/10.1023/a:1014411319119 

Diener, E., & Chan, M. Y. (2011). Happy people live longer: Subjective well-being 

contributes to health and longevity. Applied Psychology: Health and Well-

Being, 3(1), 1–43. https://doi.org/10.1111/j.1758-0854.2010.01045.x 

DiMattia. (2005). Development of a human error probability index for offshore 

platform evacuations. Faculty of Engineering, Chemical Engineering, PhD 

(August). 

Dong, Y., Bartol, K. M., Zhang, Z. X., & Li, C. (2016). Enhancing employee 

creativity via individual skill development and team knowledge sharing: 

Influences of dual-focused transformational leadership. Journal of 

Organizational Behavior, 38(3), 439–458. https://doi.org/10.1002/job.2134 

Dóra, K., Péter, R., Péter, S. Z., & Andrea, C. (2019). The Effect of Organizational 

Culture on Employee Well-Being: Work-Related Stress, Employee 

Identification, Turnover Intention. Journal of International Cooperation and 

Development, 2(2), 19-19. 

Drucker, P. F. (1992). Organizations. Harvard Business Review, 20(7), 281-293.  

Drucker, P. F. (1992). Organizations. Harvard Business Review, 20(7), 281-293.  

Drucker, P. F. (2002). The discipline of innovation. Harvard Business Review, 80(8), 

95-102.  

Drucker, P. F. (2002). The discipline of innovation. Harvard Business Review, 80(8), 

95-102.  

Drucker, P. F. (2003). The new realities: Transaction publishers. 

Drucker, P. F. (2003). The new realities: Transaction publishers. 

Dupuis, G. (2002). Health-related quality of life models: Systematic review of the 

literature. Annals of Operations Research, 97. https://doi.org/10.1023/A 

Durmusoglu, S., Jacobs, M., Nayir, D. Z., Khilji, S., & Wang, X. (2014). The quasi-

moderating role of organizational culture in the relationship between rewards 

and knowledge shared and gained. Journal of Knowledge Management, 

18(1), 19-37. 

 



© C
OPYRIG

HT U
PM

 

 

136 

Dutton, J. E., & Ragins, B. R. (Eds.). (2007). Moving forward: Positive relationships 

at work as a research frontier: Building a theoretical and research foundation. 

Exploring Positive Relationships at Work. Lawrence Erlbaum Associates 

Publishers. 

Dyer Jr, W. G. (2015). Team building. Wiley Encyclopedia of Management, 1-2. 

Dyer, L., & Reeves, T. (1994). Human resource strategies and firm performance: 

What do we know and where do we need to go? (CAHRS Working Paper 

#94–29). Cornell University, School of Industrial and Labor Relations, 

Center for Advanced Human Resource Studies. 

https://core.ac.uk/download/pdf/144981004.pdf 

Easterby-Smith, M., Golden-Biddle, K., & Locke, K. (2008). Working with pluralism: 

Determining quality in qualitative research. Organizational Research 

Methods, 11(3), 419-429. 

Emami, S. A., Vahdati-Mashhadian, N., Vosough, R., & Oghazian, M. B. (2006). 

Constitution of the World Health Organization. Pharmacologyonline, 3, 

327–339. 

Emmons, R. A., & King, L. A. (1988). Conflict among personal strivings: Immediate 

and long-term implications for psychological and physical well-being. 

Journal of Personality and Social Psychology, 54(6), 1040–1048. 

https://doi.org/10.1037/0022-3514.54.6.1040 

Enwereuzor, I. K. (2021). Diversity climate and workplace belongingness as 

organizational facilitators of tacit knowledge sharing. Journal of Knowledge 

Management. https://doi.org/10.1108/JKM-10-2020-0768  

Epitropaki, O., & Martin, R. (2005). From ideal to real: A longitudinal study of the 

role of implicit leadership theories on leader-member exchanges and 

employee outcomes. Journal of Applied Psychology, 90(4), 659–676. 

https://doi.org/10.1037/0021-9010.90.4.659 

Erben, G. S., & Güneşer, A. B. (2008). The relationship between paternalistic 

leadership and organizational commitment: Investigating the role of climate 

regarding ethics. Journal of Business Ethics, 82(4), 955–968. 

https://doi.org/10.1007/s10551-007-9605-z 

Erkutlu, H., & Chafra, J. (2016). Benevolent leadership and psychological well-being: 

The moderating effects of psychological safety and psychological contract 

breach. Leadership & Organization Development Journal, 37(3), 369–386. 

https://doi.org/10.1108/LODJ-07-2014-0129 

 

 



© C
OPYRIG

HT U
PM

 

 

137 

Ernst Kossek, E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life 

satisfaction relationship: A review and directions for organizational 

behavior-human resources research. Journal of Applied Psychology, 83(2), 

139–149. https://doi.org/10.1037/0021-9010.83.2.139 

Farh, C. I. C., & Chen, G. (2018). Leadership and member voice in action teams: Test 

of a dynamic phase model. Journal of Applied Psychology, 103(1), 97–110. 

https://doi.org/10.1037/apl0000256 

Farh, J.-L., & Cheng, B.-S. (2000). A cultural analysis of paternalistic leadership in 

Chinese organizations. In J. T. Li, A. S. Tsui & E. Weldon (Eds.), 

Management and Organizations in the Chinese Context (pp. 84–127). 

Palgrave Macmillan. https://doi.org/10.1057/9780230511590_5 

Farh, J.-L., Cheng, B.-S., Chou, L.F., & Chu, X.-P. (2006). Authority and 

benevolence: Employees’ responses to paternalistic leadership in China. 

China’s Domestic Private Firms: Multidisciplinary perspectives on 

management and performance (pp. 230–260).  

Farh, J.-L., Liang, J., Chou, L.-F., & Cheng, B.-S. (2008). Paternalistic leadership in 

Chinese organizations: Research progress and future research directions. In 

C. C. Chen & Y. T. Lee (Eds.), Leadership and Management in China: 

Philosophies, Theories, and Practices (pp. 171–205). Cambridge University 

Press. https://doi.org/10.1017/CBO9780511753763.008 

Felps, W., Mitchell, T. R., & Byington, E. (2006). How, when, and why bad apples 

spoil the barrel: Negative group members and dysfunctional groups. 

Research in Organizational Behavior, 27, 175–222. 

https://doi.org/10.1016/s0191-3085(06)27005-9 

Firth-Cozens, J., & Mowbray, D. (2001). Leadership and the quality of care. Quality 

in Health Care, 10(Suppl II), 3–7. 

Fisher, C. D. (2003). Why do lay people believe that satisfaction and performance are 

correlated? Possible sources of a commonsense theory. Journal of 

Organizational Behavior, 24(6), 753–777. https://doi.org/10.1002/job.219 

Fisher, P. J., & Montalto, C. P. (2010). Effect of saving motives and horizon on saving 

behaviors. Journal of Economic Psychology, 31(1), 92–105. 

https://doi.org/10.1016/j.joep.2009.11.002 

Flowerdew, R.,  & Martin, D. (Eds.). (2005). Methods in human geography. A guide 

for students doing a research project. Prentice Hall.  

Folkard, S., & Tucker, P. (2003). Shift work, safety and productivity. Occupational 

Medicine, 53(2), 95–101. https://doi.org/10.1093/occmed/kqg047 



© C
OPYRIG

HT U
PM

 

 

138 

Folkman, S. (1984). Stress, appraisal, and coping. In M. D. Gellman & J. R. Turner 

(Eds.), Encyclopedia of Behavioral Medicine. Springer. 

https://doi.org/10.1007/978-1-4419-1005-9_215 

for the measurement of psychological well-being. Personality and individual 

differences, 33(7), 1073-1082. 

Ford, J. D., Berrang-Ford, L., & Paterson, J. (2011). A systematic review of observed 

climate change adaptation in developed nations. Climatic Change, 106(2), 

327–336. https://doi.org/10.1007/s10584-011-0045-5 

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 

unobservable variables and measurement error. International Journal of 

Current Research and Academic Review, 4(9), 71–80. 

https://doi.org/10.20546/ijcrar.2016.409.006 

Foss, N. J., Husted, K., & Michailove, S. (2010). Governing knowledge sharing in 

organisations: Levels of analysis, mechanisms, and research directions. 

Journal of Management Studies, 47(3), 455–482. 

https://doi.org/10.1111/j.14677-6486.2009.00870.x 

Frederick, R. (1997). Affective dispositions and their relation to psychological and 

physical health. In C. R. Snyder & D. R. Forsyth (Eds.), Handbook of Social 

and Clinical Psychology: The Health Perspective. 

https://doi.org/10.1111/j.1467-6494.1997.tb00326.x 

Fredrickson, B. L. (1998). What good are positive emotions? Review of General 

Psychology, 2(3), 300–319. https://doi.org/10.1037/1089-2680.2.3.300 

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The 

broaden-and-build theory of positive emotions. The American Psychologist, 

56(3), 218–226. https://doi.org/10.1037/0003-066x.56.3.218 

Fredrickson, B. L. (2003). The value of positive emotions. American Scientist, 91(4), 

330–335.  

Friedrich, C. J. (1962). Personal knowledge. The American Journal of Jurisprudence, 

7(1), 132–148. https://doi.org/10.1093/ajj/7.1.132 

Frone, M. R. (2000). Interpersonal conflict at work and psychological outcomes: 

Testing a model among young workers. Journal of Occupational Health 

Psychology, 5(2), 246–255. https://doi.org/10.1037/1076-8998 

Frone, M. R., & Tidwell, M.-C. O. (2015). The meaning and measurement of work 

fatigue: Development and evaluation of the three-dimensional work fatigue 

inventory (3D-WFI). Journal of Occupational Health Psychology, 20(3), 

273–288. https://doi.org/10.1037/a0038700 



© C
OPYRIG

HT U
PM

 

 

139 

Frone, M. R., Russell, M., & Cooper, M. L. (1997). Relation of work-family conflict 

to health outcomes: A four-year longitudinal study of employed parents. 

Journal of Occupational and Organizational Psychology, 70(4), 325–335. 

https://doi.org/10.1111/j.2044-8325.1997.tb00652.x 

Fürstenberg, N., Alfes, K., & Kearney, E. (2021). How and when paradoxical 

leadership benefits work engagement: The role of goal clarity and work 

autonomy. Journal of Occupational and Organizational Psychology. 

https://doi.org/10.1111/joop.12344  

Gaggioli, A., Riva, G., Peters, D., & Calvo, R. A. (2017). Chapter 18 - Positive 

Technology, Computing, and Design: Shaping a Future in Which 

Technology Promotes Psychological Well-Being. In M. Jeon (Ed.), 

Emotions and Affect in Human Factors and Human-Computer Interaction 

(pp. 477-502). San Diego: Academic Press. 

Gagne, M. (2009). A model of knowledge-sharing motivation. Human Resource 

Management, 48(4), 571–589. https://doi.org/10.1002/hrm.20298 

Gallie, D., Zhou, Y., Felstead, A., & Green, F. (2012). Teamwork, skill development 

and employee welfare. British Journal of Industrial Relations, 50(1), 23–46. 

https://doi.org/10.1111/j.1467-8543.2010.00787.x 

Ganguly, A., Talukdar, A., & Chatterjee, D. (2019). Evaluating the role of social 

capital, tacit knowledge sharing, knowledge quality and reciprocity in 

determining innovation capability of an organization. Journal of Knowledge 

Management, 23(6), 1105-1135. doi:10.1108/JKM-03-2018-0190 

Gannon, K. M., & Ostrom, T. M. (1996). How meaning is given to rating scales: The 

effects of response language on category activation. Journal of Experimental 

Social Psychology, 32(4), 337–360. https://doi.org/10.1006/jesp.1996.0016 

Gannon, M., & Pillai, R. (2010). Understanding global cultures: Metaphorical 

journeys through 29 nations, clusters of nations, continents, and diversity. 

Sage Publications Inc. https://doi.org/10.4135/9781452224886 

Gao, L., Wang, S., Li, J., & Li, H. (2017). Application of the extended theory of 

planned behavior to understand individual’s energy saving behavior in 

workplaces. Resources, Conservation and Recycling, 127, 107–113. 

https://doi.org/10.1016/j.resconrec.2017.08.030 

Garg, N., & Lal, B. (2015). Exploring the linkage between awareness and perception 

of high-performance work practices with employee well-being at workplace: 

A new dimension for HRM. Jindal Journal of Business Research, 4(1–2), 

81–100. https://doi.org/10.1177/2278682116664607 



© C
OPYRIG

HT U
PM

 

 

140 

Garver, M. S., & Mentzer, J. T. (1999). Logistics research methods - Employing 

structural equation modeling to test for construct validity. Journal of 

Business Logistics, 20(1), 33–57.  

Geisser, S. (1975). The predictive sample reuse method with applications. Journal of 

the American Statistical Association, 70(350), 320. 

https://doi.org/10.2307/2285815 

George, D., & Mallery, P. (2019). IBM SPSS statistics 26 step by step: A simple guide 

and reference. Routledge. 

George, J. M. (1991). State or trait: Effects of positive mood on prosocial behaviors 

at work. Journal of Applied Psychology, 76(2), 299–307. 

https://doi.org/10.1037/0021-9010.76.2.299 

George, J. M., & Brief, A. P. (1992). Feeling good-doing good: A conceptual analysis 

of the mood at work-organizational spontaneity relationship. Psychological 

Bulletin, 112(2), 310–329. https://doi.org/10.1037/0033-2909.112.2.310 

Gharakhani, D., & Mousakhani, M. (2012). Knowledge management capabilities and 

SMEs' organizational performance. Journal of Chinese Entrepreneurship, 

4(1), 35-49. 

Gharamah, A., Noordin, M. F., Ali, N. I., & Brohi, I. A. (2018). Knowledge 

management practice in private sector: Building the way for Saudi Arabia 

strategic growth and transformation to knowledge-based economy. 

International Journal of Engineering & Technology, 7(2.34), 69–73. 

Goh, S. K., & Sandhu, M. S. (2013). Knowledge sharing among Malaysian 

academics: Influence of affective commitment and trust. Electronic Journal 

of Knowledge Management, 11(1), 38–48. 

Gonzalez-Mulé, E., & Cockburn, B. S. (2020). This job is (literally) killing me: A 

moderated-mediated model linking work characteristics to mortality. Journal 

of Applied Psychology. 106(1), 140–

151. https://doi.org/10.1037/apl0000501 

Gould-Williams, J., & Davies, F. (2005). Using social exchange theory to predict the 

effects of HRM practice on employee outcomes: An analysis of public sector 

workers. Public Management Review, 7(1), 1–24. 

https://doi.org/10.1080/1471903042000339392 

Gourlay, S. (2006). Conceptualizing knowledge creation: A critique of Nonaka's 

theory. Journal of management studies, 43(7), 1415-1436. 

Grad, F. P. (2020). The preamble of the constitution of the World Health 

Organization. Bulletin of the World Health Organization, 80(12), 981–984.  



© C
OPYRIG

HT U
PM

 

 

141 

Grant, A. M., Christianson, M. K., & Price, R. H. (2007). Happiness, health, or 

relationships? Managerial practices and employee well-being tradeoffs. 

Academy of Management Perspectives, 21(3), 51–63. 

https://doi.org/10.5465/amp.2007.26421238 

Grant, C., & Osanloo, A. (2014). Understanding, selecting, and integrating a 

theoretical framework in dissertation research: Creating the blueprint for 

your “House.” Administrative Issues Journal Education Practice and 

Research, 4(2), 12–26. https://doi.org/10.5929/2014.4.2.9 

Grant, R. M. (1991). Porter’s competitive advantage of nations: An assessment. 

Strategic Management Journal, 12(7), 535–548.  

Grant, R. M., & Spender, J.-C. (1996). Knowledge and the firm: Overview [Special 

issue]. Strategic Management Journal, 17(2), 5–9. 

Grawitch, M. J., Gottschalk, M., & Munz, D. C. (2006). The path to a healthy 

workplace: A critical review linking healthy workplace practices, employee 

well-being, and organizational improvements. Consulting Psychology 

Journal, 58(3), 129–147. https://doi.org/10.1037/1065-9293.58.3.129 

Grawitch, M. J., Trares, S., & Kohler, J. M. (2007). Healthy workplace practices and 

employee outcomes. International Journal of Stress Management, 14(3), 

275–293. https://doi.org/10.1037/1072-5245.14.3.275 

Gray, P. H. (2001). The impact of knowledge repositories on power and control in the 

workplace. Information Technology & People.  

Greenberg, J., Pyszczynski, T., & Solomon, S. (1986). The causes and consequences 

of a need for self-esteem: A terror management theory. In R. F. Baumeister 

(ed.), Public Self and Private Self (pp. 189–212). Springer. 

https://doi.org/10.1007/978-1-4613-95564-5_10 

Greguras, G. J., & Diefendorff, J. M. (2009). Different fits satisfy different needs: 

Linking person-environment fit to employee commitment and performance 

using self-determination theory. Journal of Applied Psychology, 94(2), 465–

477. https://doi.org/10.1037/a0014068 

Grzywacz, J. G., & Dooley, D. (2003). “Good jobs” to “bad jobs”: Replicated 

evidence of an employment continuum from two large surveys. Social 

Science & Medicine, 56(8), 1749–1760. https://doi.org/10.1016/S0277-

9536(02)00170-3 

Gumusluoglu, L., Karakitapoğlu-Aygün, Z., & Scandura, T. A. (2017). A Multilevel 

Examination of Benevolent Leadership and Innovative Behavior in R&D 

Contexts: A Social Identity Approach. Journal of Leadership & 

Organizational Studies, 24(4), 479-493. doi:10.1177/1548051817705810 



© C
OPYRIG

HT U
PM

 

 

142 

Gumusluoglu, L., Karakitapoğlu-Aygün, Z., & Scandura, T. A. (2017). A Multilevel 

Examination of Benevolent Leadership and Innovative Behavior in R&D 

Contexts: A Social Identity Approach. Journal of Leadership & 

Organizational Studies, 24(4), 479-493. doi:10.1177/1548051817705810 

Gyi, D. E., Gibb, A. G. F., & Haslam, R. A. (1999). The quality of accident and health 

data in the construction industry: Interviews with senior managers. 

Construction Management and Economics, 17(2), 197–204. 

https://doi.org/10.1080/014461999371691 

Haamann, T., & Basten, D. (2018). The role of information technology in bridging 

the knowing-doing gap: an exploratory case study on knowledge 

application. Journal of Knowledge Management, 23(4), 705-741. 

Hair Jr, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model 

quality in PLS-SEM using confirmatory composite analysis. Journal of 

Business Research, 109, 101-110. 

https://doi.org/10.1016/j.jbusres.2019.11.069  

Hair Jr, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A primer on partial 

least squares structural equation modeling (PLS-SEM): Sage publications. 

Hair, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality 

in PLS-SEM using confirmatory composite analysis. Journal of Business 

Research, 109, 101-110. doi:https://doi.org/10.1016/j.jbusres.2019.11.069 

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., & Thiele, K. O. (2017). Mirror, 

mirror on the wall: A comparative evaluation of composite-based structural 

equation modeling methods. Journal of the Academy of Marketing Science, 

45(5), 616–632. https://doi.org/10.1007/s11747-017-0517-x 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. 

Journal of Marketing Theory and Practice, 19(2), 139–152. 

https://doi.org/10.2753/MTP1069-6679190202 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2018). When to use and how 

to report the results of PLS-SEM. European Business Review, 31(1), 2–24. 

https://doi.org/10.1108/EBR-11-2018-0203 

Hair, J. F., Sarstedt, M., & Ringle, C. M. (2019). Rethinking some of the rethinking 

of partial least squares. European Journal of Marketing, 53(4), 566–584. 

https://doi.org/10.1108/EJM-10-2018-0665 

Hair, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least 

squares structural equation modeling (PLS-SEM). European Business 

Review, 26(2), 106–121. https://doi.org/10.1108/EBR-10-2013-0128 



© C
OPYRIG

HT U
PM

 

 

143 

Hair, J. F., Sarstedt, M., Ringle, C. M., & Gudergan, S. P. (2017). Advanced issues in 

partial least squares structural equation modeling. Sage Publications. 

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the 

use of partial least squares structural equation modeling in marketing 

research. Journal of the Academy of Marketing Science, 40(3), 414–433. 

https://doi.org/10.1007/s11747-011-0261-6 

Haldin‐Herrgard, T. (2000). Difficulties in diffusion of tacit knowledge in 

organizations. Journal of Intellectual capital, 1(4), 357-365. 

Halim, S. Z., Janardanan, S., Flechas, T., & Mannan, M. S. (2018). In search of causes 

behind offshore incidents: Fire in offshore oil and gas facilities. Journal of 

Loss Prevention in the Process Industries, 54, 254-265. 

doi:https://doi.org/10.1016/j.jlp.2018.04.006 

Halim, S. Z., Janardanan, S., Flechas, T., & Mannan, M. S. (2018). In search of causes 

behind offshore incidents: Fire in offshore oil and gas facilities. Journal of 

Loss Prevention in the Process Industries, 54, 254-265. 

doi:https://doi.org/10.1016/j.jlp.2018.04.006 

Hamid, A. R. A., Majid, M. Z. A., & Singh, B. (2008). Causes of accidents at 

construction sites. Malaysian Journal of Civil Engineering, 20(2), 242–259.  

Hancock, T. (1986). Lalonde and beyond: Looking back at “A new perspective on the 

health of Canadians.” Health Promotion International, 1(1), 93–100. 

https://doi.org/10.1093/heapro/1.1.93 

Hans, A., & Bariki, A. S. (2012). Conflict management styles in Oil and Gas sector 

in Sultanate of Oman. International Journal of Information Technology and 

Business Management, 4(1), 1-15. 

Harnois, G., & Gabriel, P. (2000). Mental health policy and service development. 

World Health Organization and International Labour Organisation. 

https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?referer=https://s

cholar.google.de/scholar?hl=de&as_sdt=0%2C5&q=Mental+health+and+w

ork%3A+Im-

+pact%2Cissues+and+good+practices&btnG=&httpsredir=1&article=1223

&context=gladnetcollect%0Afile:///C:/Us 

Harter, J. K., Schmidt, F. L., & Keyes, C. L. M. (2002). Well-being in the workplace 

and its relationship to business outcomes: A review of the Gallup studies. In 

C. L. Keyes & J. Haidt (Eds.), Flourishing: The Positive Person and the 

Good Life (pp. 205–224). American Psychological Association. 

 

 



© C
OPYRIG

HT U
PM

 

 

144 

Haslam, R. A., Hide, S. A., Gibb, A. G. F., Gyi, D. E., Pavitt, T., Atkinson, S., & 

Duff, A. R. (2005). Contributing factors in construction accidents [Special 

issue]. Applied Ergonomics, 36(4), 401–415. 

https://doi.org/10.1016/j.apergo.2004.12.002 

Hau, Y. S., Kim, B., Lee, H., & Kim, Y.-G. (2013). The effects of individual 

motivations and social capital on employees’ tacit and explicit knowledge 

sharing intentions. International Journal of Information Management, 33(2), 

356–366. https://doi.org/10.1016/j.ijinfomgt.2012.10.009 

Hayes, B. E., Perander, J., Smecko, T., & Trask, J. (1998). Measuring perceptions of 

workplace safety: Development and validation of the work safety scale. 

Journal of Safety Research, 29(3), 145–161. https://doi.org/10.1016/S0022-

4375(98)00011-5 

Hayman, S. L. (2016). The relationship between health risk and workplace 

productivity in Saudi Arabia [Doctoral dissertation, Walden University]. 

Walden University ScholarWorks.  

He, G., An, R., & Hewlin, P. F. (2019). Paternalistic leadership and employee well-

being: a moderated mediation model. Chinese Management Studies, 13(3), 

645-663. 

Henseler, J., & Schuberth, F. (2020). Using confirmatory composite analysis to assess 

emergent variables in business research. Journal of Business Research, 120, 

147-156. doi:https://doi.org/10.1016/j.jbusres.2020.07.026 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2014). A new criterion for assessing 

discriminant validity in variance-based structural equation modeling. 

Journal of the Academy of Marketing Science, 43(1), 115–135. 

https://doi.org/10.1007/s11747-014-0403-8 

Henseler, J., Ringle, C. M., & Sinkovics, R. (2009). The use of partial least squares 

path modeling in international marketing. In R. R. Sinkovics & P. N. Ghauri 

(Eds.), New Challenges to International Marketing (Advances in 

International Marketing) (pp. 277–319). Emerald Group Publishing Limited. 

https://doi.org/10.1108/S1474-7979(2009)0000020014 

Henttonen, K., Kianto, A., & Ritala, P. (2016). Knowledge sharing and individual 

work performance: an empirical study of a public sector organisation. 

Journal of Knowledge Management, 20(4), 749-768. doi:10.1108/JKM-10-

2015-0414 

Henttonen, K., Kianto, A., & Ritala, P. (2016). Knowledge sharing and individual 

work performance: an empirical study of a public sector 

organisation. Journal of Knowledge Management, 20(4), 749-768. 



© C
OPYRIG

HT U
PM

 

 

145 

Hildenbrand, K., Daher, P., & Akaighe, G. (2021). Authentic leadership and employee 

health: A conditional process model. Journal of Managerial Psychology. 

https://doi.org/10.1108/JMP-07-2020-0362  

Hills, P., & Argyle, M. (2002). The Oxford Happiness Questionnaire: a compact scale 

Hinze. (1999). Implementation of safety and health on construction sites. 

Construction Health and Safety in Developing Countries, 191–204. 

https://doi.org/10.1201/9780429455377-14 

Hirschheim, R., & Newman, M. (1991). Symbolism and information systems 

development: Myth, metaphor and magic. Information Systems Research, 

2(1), 29–62. https://doi.org/10.1287/isre.2.1.29 

Hitam, M., & Borhan, H.  (2012). FDI, growth and the environment: Impact on quality 

of life in Malaysia. Procedia - Social and Behavioral Sciences, 50, 333–342. 

https://doi.org/10.1016/j.sbspro.2012.08.038 

Ho, H., & Kuvaas, B. (2020). Human resource management systems, employee well‐
being, and firm performance from the mutual gains and critical perspectives: 

The well‐being paradox. Human Resource Management, 59(3), 235-253. 

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the 

stress process: Advancing conservation of resources theory. Applied 

Psychology, 50(3), 337–421. https://doi.org/10.1111/1464-0597.00062 

Hobfoll, S. E. (2011). Conservation of resource caravans and engaged settings. 

Journal of Occupational and Organizational Psychology, 84(1), 116–122. 

https://doi.org/10.1111/j.2044-8325.2010.02016.x 

Hobfoll, S. E., Freedy, J., Lane, C., & Geller, P. (1990). Conservation of social 

resources: Social support resource theory. Journal of Social and Personal 

Relationships, 7(4), 465–478. https://doi.org/10.1177/0265407590074004 

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018). Conservation of 

resources in the organizational context: The reality of resources and their 

consequences. Annual Review of Organizational Psychology and 

Organiztional Behavior, 5, 103–128. https://doi.org/10.1146/annurev-

orgpsych-032117-104640 

Hobfoll, S.E., Halbesleben, J., Neveu, J.-P. and Westman, M. (2018). Conservation 

of resources in the organizational context: the realiy of resources and their 

consequences. Annual Review of Organizational Psychology and 

Organizational Behavior, 5, 103-128. 

Hoe, S. L. (2006). Tacit knowledge, Nonaka and Takeuchi SECI model and informal 

knowledge processes. International Journal of Organization Theory & 

Behavior, 9(4), 490-502. 



© C
OPYRIG

HT U
PM

 

 

146 

Holden, R., Callahan, J., Loon, M., Myers, J., Rennie, A., & Yeo, R. (Eds.). (2016). 

International journal of HRD practice policy and research. 1(1), 5–58. 

https://www.ijhrdppr.com/wp-content/uploads/2017/01/IJHRD-Vol-1-No-

1-Complete.pdf 

Holmgreen, L., Tirone, V., Gerhart, J., & Hobfoll, S. E. (2017). Conservation of 

Resources Theory. In The Handbook of Stress and Health (pp. 443-457). 

Holmgreen, L., Tirone, V., Gerhart, J., & Hobfoll, S. E. (2017). Conservation of 

Resources Theory. In The Handbook of Stress and Health (pp. 443-457). 

Homans, G. C. (1958). Social behavior as exchange. American Journal of Sociology, 

63(6), 597–606. https://doi.org/10.1086/222355 

Hone, L. C., Jarden, A., Duncan, S., & Schofield, G. M. (2015). Flourishing in New 

Zealand workers: Associations with lifestyle behaviors, physical health, 

psychosocial, and work-related indicators. Journal of Occupational and 

Environmental Medicine, 57(9), 973–983. 

https://doi.org/10.1097/JOM.0000000000000508 

Hong, J. T. J., & Panatik, S. A. (2019). The Influence of Emotional Labour Strategies 

on Psychological Well-being with Job Tenure as Moderator: A Systematic 

Literature Review. Journal of Research in Psychology, 1(2), 20-26. 

Horkheimer, M., & Turetzky, P. (1972). Traditional and Critical Theory. In R. Groff 

(ed.), Subject and Object: Frankfurt School Writings on Epistemology, 

Ontology, and Method (pp. 185–232). Bloomsbury Academic. 

https://doi.org/10.5040/9781501302244.ch-009 

Hoschild, A. R. (1979). Emotion work, feeling rules, and social structure. American 

Journal of Sociology, 85(3), 551–575. 

Hotard, S. R., McFatter, R. M., McWhirter, R. M., & Stegall, M. E. (1989). Interactive 

effects of extraversion, neuroticism, and social relationships on subjective 

well-being. Journal of personality and social psychology, 57(2), 321. 

http://livrepository.liverpool.ac.uk/3103998/ ProQuest Dissertations & Theses Global 

database. (28330421) 

Huang, L.-C., Ahlstrom, D., Lee, Y.-P., Chen, S.-Y., & Hsieh, M.-J. (2016). High 

performance work systems, employee well-being, and job involvement: An 

empirical study. Personnel Review, 45(2), 296–314. 

https://doi.org/10.1108/pr-09-2014-0201 

Hulland, J. (1999). Use of partial least squares (PLS) in strategic management 

research: A review of four recent studies. Strategic Management Journal, 

20(2), 195–204. https://doi.org/10.1002/(sici)1097-

0266(199902)20:2<195::aid-smj13>3.0.co;2-7 



© C
OPYRIG

HT U
PM

 

 

147 

Huppert, F. A., & Whittington, J. E. (2003). Evidence for the independence of positive 

and negative well-being: Implications for quality of life assessment. British 

Journal of Health Psychology, 8(1), 107–122. 

https://doi.org/10.1348/135910703762879246 

Hur, W. M., Shin, Y., & Moon, T. W. (2020). How does daily performance affect 

next-day emotional labor? The mediating roles of evening relaxation and 

next-morning positive affect. Journal of Occupational Health 

Psychology, 25(6), 410 

Hystad, S. W., Nielsen, M. B., & Eid, J. (2017). The impact of sleep quality, fatigue 

and safety climate on the perceptions of accident risk among 

seafarers. European review of applied psychology, 67(5), 259-267. 

Ilies, R., Aw, S. S., & Lim, V. K. (2016). A naturalistic multilevel framework for 

studying transient and chronic effects of psychosocial work stressors on 

employee health and well‐being. Applied Psychology, 65(2), 223-258. 

Ilies, R., Dimotakis, N., & De Pater, I. E. (2010). Psychological and physiological 

reactions to high workloads: Implications for well-being. Personnel 

Psychology, 63(2), 407–436. https://doi.org/10.1111/j.1744-

6570.2010.01175.x 

Ilies, R., Schwind, K. M., & Heller, D. (2007). Employee well-being: A multilevel 

model linking work and nonwork domains. European Journal of Work and 

Organizational Psychology, 16(3), 326–341. 

https://doi.org/10.1080/13594320701363712 

Imran, M.K., Rehman, C.A., Aslam, U. and Bilal, A.R. (2016). What’s organization 

knowledge management strategy for successful change implementation? 

Journal of Organizational Change Management, 29(7), 1097-1117. 

In, J. (2017). Introduction of a pilot study. Korean Journal of Anesthesiology, 70(6), 

601–605. https://doi.org/10.4097/kjae.2017.70.6.601 

Inkinen, H. (2016). Review of empirical research on knowledge management 

practices and firm performance. Journal of Knowledge Management, 20(2), 

230-257. doi:10.1108/JKM-09-2015-0336 

Iqbal, Q., & Nawaz, R. (2021). Rife information pollution (infollution) and virtual 

organizations in industry 4.0: within reality causes and consequences. 

In Research Anthology on Digital Transformation, Organizational Change, 

and the Impact of Remote Work (pp. 1578-1592). IGI Global. 

 

 



© C
OPYRIG

HT U
PM

 

 

148 

Jackson, S. E., Chuang, C.-H., Harden, E. E., & Jiang, Y. (2006). Toward developing 

human resource management systems for knowledge-intensive teamwork. In 

J. J. Martocchio (Ed.), Research in Personnel and Human Resources 

Management (pp. 27–70), Emerald Group Publishing Limited. 

https://doi.org/10.1016/S0742-7301(06)25002-3 

Jacquet, J. B., Pathak, R., Haggerty, J. H., Theodori, G. L., & Kroepsch, A. C. (2021). 

Research fatigue in unconventional oil and gas boomtowns: Perceptions, 

strategies and obstacles among social scientists collecting human subject’s 

data. Energy Research & Social Science, 73, 101918. 

doi:https://doi.org/10.1016/j.erss.2021.101918 

Jacquet, J. B., Pathak, R., Haggerty, J. H., Theodori, G. L., & Kroepsch, A. C. (2021). 

Research fatigue in unconventional oil and gas boomtowns: Perceptions, 

strategies and obstacles among social scientists collecting human subjects 

data. Energy Research & Social Science, 73, 101918. 

doi:https://doi.org/10.1016/j.erss.2021.101918 

Jahanshahi, A. A., Gholami, H., & Rivas Mendoza, M. I. (2020). Sustainable 

development challenges in a war‐torn country: Perceived danger and 

psychological well‐being. Journal of Public Affairs, 20(3), e2077. 

Jannadi, O. A. (2008). Risks associated with trenching works in Saudi Arabia. 

Building and Environment, 43(5), 776–781. 

https://doi.org/10.1016/j.buildenv.2007.01.034 

Janssen, P. P. M., Peeters, M. C. W., de Jonge, J., Houkes, I., & Tummers, G. E. R. 

(2004). Specific relationships between job demands, job resources and 

psychological outcomes and the mediating role of negative work-home 

interference. Journal of Vocational Behavior, 65(3), 411–429. 

https://doi.org/10.1016/j.jvb.2003.09.004 

Jayasinghe, C. (2017). A model of employee well-being for front-line employees in 

hotel industry. International Journal of Scientific and Research 

Publications, 7(5), 60–64. 

Jehn, K. A. (1995). A multimethod examination of the benefits and detriments of 

intragroup conflict. Administrative Science Quarterly, 40(2), 256–282. 

https://doi.org/10.2307/2393638 

Jehn, K. A., & Bendersky, C. (2003). Intragroup conflict in organizations: A 

contingency perspective on the conflict-outcome relationship. Research in 

Organizational Behavior, 25, 187–242. https://doi.org/10.1016/S0191-

3085(03)25005-X 

 

 



© C
OPYRIG

HT U
PM

 

 

149 

Jennings, D. F., & Seaman, S. L. (1990). Aggressiveness of response to new business 

opportunities following deregulation: An empirical study of established 

financial firms. Journal of Business Venturing, 5(3), 177–189. 

https://doi.org/10.1016/0883-9026(90)90031-N 

Ji, Q., Geng, J.-B., & Tiwari, A. K. (2018). Information spillovers and connectedness 

networks in the oil and gas markets. Energy Economics, 75, 71-84. 

doi:https://doi.org/10.1016/j.eneco.2018.08.013 

Johanson, G. A., & Brooks, G. P. (2009). Initial scale development: Sample size for 

pilot studies. Educational and Psychological Measurement, 70(3), 394–400. 

https://doi.org/10.1177/0013164409355692 

Jonker, C. S., & Scholtz, P. E. (2004). Development of a work wellness programme: 

An emotional intelligence application. 2nd South African Work Wellness 

Conference. Potchefstroom, South Africa. 

Joo, B.-K., & Lee, I. (2017). Workplace happiness: Work engagement, career 

satisfaction, and subjective well-being. Evidence-Based HRM, 5(2), 206–

221. https://doi.org/10.1108/EBHRM-04-2015-0011 

Jöreskog, K. G. (1971). Statistical analysis of sets of congeneric tests. Psychometrika, 

36(2), 109–133. https://doi.org/10.1007/BF02291393 

Joseph, O. O., & Francis, K. (2015). The influence of organizational culture and 

market orientation on performance of microfinance institutions in Kenya. 

International Journal of Business and Management, 10(8), 204–211. 

https://doi.org/10.5539/ijbm.v10n8p204 

Jung. (1993). Sekundarstoffe - Favoriten bei der suche nach neuen arzneistoffen? 

Deutsche Apotheker Zeitung, 130(29), 1627–1633. 

Juniper, B., Bellamy, P., & White, N. (2011). Testing the performance of a new 

approach to measuring employee well-being. Leadership and Organization 

Development Journal, 32(4), 344–357. 

https://doi.org/10.1108/01437731111134634 

Kabore, S. E., Sane, S., & Abo, P. (2021). Transformational leadership and success 

of international development projects (ID projects): moderating role of the 

project team size. Leadership & Organization Development Journal. 

https://doi.org/10.1108/LODJ-06-2020-0236  

Kara, D., Uysal, M., Sirgy, M. J., & Lee, G. (2013). The effects of leadership style on 

employee well-being in hospitality. International Journal of Hospitality 

Management, 34(1), 9–18. https://doi.org/10.1016/j.ijhm.2013.02.001 



© C
OPYRIG

HT U
PM

 

 

150 

Karakas, F., & Sarigollu, E. (2012). Benevolent leadership: Conceptualization and 

construct development. Journal of Business Ethics, 108(4), 537–553. 

https://doi.org/10.1007/s10551-011-1109-1 

Karim, N. S. A., Razi, M. J. M., & Mohamed, N. (2012). Measuring employee 

readiness for knowledge management using intention to be involved with 

KM SECI processes. Business Process Management Journal, 18(5), 777-

791. 

Kasunic, M. (2005). Designing an effective survey. Carnegie Mellon University (p. 

133). https://doi.org/10.1184/R1/6573062.v1 

Kehusmaa, K. (2011). Työhyvinvointi kilpailuetuna [Well-being at work as a 

competitive advantage]. Kauppakamari. 

Keyes, C. L. M. (1998). Social well-being. Social Psychology Quarterly, 61(2), 121–

140. https://doi.org/10.2307/2787065 

Khan, M., Hussain, M., & Djavanroodi, F. (2021). Microbiologically influenced 

corrosion in oil and gas industries: A review. Int. J. Corros. Scale Inhib, 

10(1), 80-106.  

Khan, M., Hussain, M., & Djavanroodi, F. (2021). Microbiologically influenced 

corrosion in oil and gas industries: A review. Int. J. Corros. Scale Inhib, 

10(1), 80-106.  

Khosravi, P., Rezvani, A., & Ashkanasy, N. M. (2020). Emotional intelligence: A 

preventive strategy to manage destructive influence of conflict in large scale 

projects. International Journal of Project Management, 38(1), 36-46. 

Kickbusch, I. (2003). The contribution of the World Health Organization to a new 

public health and health promotion. American Journal of Public Health, 

93(3), 383–388. https://doi.org/10.2105/AJPH.93.3.383 

Kijsanayotin, B., Pannarunothai, S., & Speedie, S. M. (2009). Factors influencing 

health information technology adoption in Thailand’s community health 

centers: Applying the UTAUT model. International Journal of Medical 

Informatics, 78(6), 404–416. https://doi.org/10.1016/j.ijmedinf.2008.12.005 

Kim, M. J., Lee, C. K., & Jung, T. (2020). Exploring consumer behavior in virtual 

reality tourism using an extended stimulus-organism-response 

model. Journal of Travel Research, 59(1), 69-89. 

King, M. F., & Bruner, G. C. (2000). Social desirability bias: A neglected aspect of 

validity testing. Psychology and Marketing, 17(2), 79–103. 

https://doi.org/10.1002/(SICI)1520-6793(200002)17:2<79::AID-

MAR2>3.0.CO;2-0 



© C
OPYRIG

HT U
PM

 

 

151 

Kirat, M. (2015). Corporate social responsibility in the oil and gas industry in Qatar 

perceptions and practices. Public Relations Review, 41(4), 438-446. 

Kivimäki, M., Vahtera, J., Elovainio, M., Pentti, J., & Virtanen, M. (2003). Human 

costs of organizational downsizing: Comparing health trends between 

leavers and stayers. American Journal of Community Psychology, 32(1–2), 

57–67. https://doi.org/10.1023/A:1025642806557 

Klein, H. K., & Myers, M. D. (1999). A set of principles for conducting and evaluating 

interpretive field studies in information systems. MIS Quarterly, 23(1), 67–

94. https://doi.org/10.2307/249410 

Koberg, C. S., & Chusmir, L. H. (1987). Organizational culture relationships with 

creativity and other job-related variables. Journal of Business Research, 

15(5), 397–409. https://doi.org/10.1016/0148-2963(87)90009-9 

Kolekofski Jr, K. E., & Heminger, A. R. (2003). Beliefs and attitudes affecting 

intentions to share information in an organizational setting. Information & 

management, 40(6), 521-532. 

Kremer, H., Villamor, I., & Aguinis, H. (2019). Innovation leadership: Best-practice 

recommendations for promoting employee creativity, voice, and knowledge 

sharing. Business Horizons, 62(1), 65-74. 

doi:https://doi.org/10.1016/j.bushor.2018.08.010 

Kremer, H., Villamor, I., & Aguinis, H. (2019). Innovation leadership: Best-practice 

recommendations for promoting employee creativity, voice, and knowledge 

sharing. Business Horizons, 62(1), 65-74. 

doi:https://doi.org/10.1016/j.bushor.2018.08.010 

Kremer, H., Villamor, I., & Aguinis, H. (2019). Innovation leadership: Best-practice 

recommendations for promoting employee creativity, voice, and knowledge 

sharing. Business Horizons, 62(1), 65-74. 

Krok, E. (2013). Willingness to share knowledge compared with selected social 

psychology theories. Contemporary Economics, 7(1), 101–109. 

Kroon, B., van de Voorde, K., & van Veldhoven, M. (2009). Cross‐level effects of 

high‐performance work practices on burnout. Personnel Review, 38(5), 509–

525. https://doi.org/10.1108/00483480910978027 

Kuoppala, J., Lamminpää, A., & Husman, P. (2008). Work health promotion, job 

well-being, and sickness absences—A systematic review and meta-analysis. 

Journal of Occupational and Environmental Medicine, 50(11), 1216–1227. 

https://doi.org/10.1097/JOM.0b013e31818dbf92 



© C
OPYRIG

HT U
PM

 

 

152 

LaFleur, T., & Hyten, C. (1995). Improving the quality of hotel banquet staff 

performance. Journal of Organizational Behavior Management, 15(1–2), 

69–93. https://doi.org/10.1300/J075v15n01_05 

Lai, M., & Lee, G. (2007). Risk-avoiding cultures toward achievement of knowledge 

sharing. Business Process Management Journal, 13(4), 522–537. 

https://doi.org/10.1108/14637150710763559 

Lamond, N., & Dawson, D. (1999). Quantifying the performance impairment 

associated with fatigue. Journal of Sleep Research, 8(4), 255–262. 

https://doi.org/10.1046/j.1365-2869.1999.00167.x 

Landy, F. J., & Conte, J. M. (2015). Work in the 21st century: An introduction to 

industrial and organizational psychology. Wiley & Sons. 

Lang, J., Runge, M., & De Fruyt, F. (2021). What are Agile, Flexible, or Adaptable 

Employees and Students? A Typology of Dynamic Individual Differences in 

Applied Settings. European Journal of Personality. Available at: 

https://biblio.ugent.be/publication/8693837/file/8693842 

Langton, N., Robbins, S. P., Judge, T. A. (2016). Chapter 3: Values, attitudes and 

diversity in the workplace. Organizational Behaviour: Concepts, 

Controversies, Applications (pp. 78–117). Pearson. 

Le, P. B., & Lei, H. (2019). Determinants of innovation capability: the roles of 

transformational leadership, knowledge sharing and perceived 

organizational support. Journal of Knowledge Management, 23(3), 527-547. 

doi:10.1108/JKM-09-2018-0568 

Le, P. B., & Lei, H. (2019). Determinants of innovation capability: the roles of 

transformational leadership, knowledge sharing and perceived 

organizational support. Journal of Knowledge Management, 23(3), 527-547. 

doi:10.1108/JKM-09-2018-0568 

Leadership in Context: An Examination of How and When Collective Ziegert, J. C., 

Mayer, D. M., Piccolo, R. F., & Graham, K. A., (2021). Collectivistic 

Leadership in Context: An Examination of How and When Collective 

Charismatic Leadership Relates to Unit Functioning. Journal of Leadership 

& Organizational Studies, https://doi.org/10.1177/1548051820986536 

Lee, H., & Choi, B. (2003). Knowledge management enablers, processes, and 

organizational performance: An integrative view and empirical 

examination. Journal of management information systems, 20(1), 179-228. 

Lee, M., & Kim, H. (2017). Exploring the organizational culture’s moderating role of 

effects of corporate social responsibility (CSR) on firm performance: 

Focused on corporate contributions in Korea. Sustainability, 9(10), 1883. 

https://doi.org/10.3390/su9101883 



© C
OPYRIG

HT U
PM

 

 

153 

Lehtinen, R.-L. (2018). Enhancing wellbeing in the office workplace. What employer 

could do better to have healthier employees? [Degree thesis, Helsinki 

Metropolia University of Applied Science]. Helsinki Metropolia University 

of Applied Science. 

https://www.theseus.fi/bitstream/handle/10024/147789/lehtinen.rosa-

lea.pdf?sequence=1&isAllowed=y 

Leiter, M. P., & Robichaud, L. (1997). Relationships of occupational hazards with 

burnout: An assessment of measures and models. Journal of Occupational 

Health Psychology, 2(1), 35–44. https://doi.org/10.1037/1076-8998.2.1.35 

Lekhawipat, W., Wei, Y. H., & Lin, C. (2018). How internal attributions affect 

knowledge sharing behavior. Journal of Knowledge Management, 22(4), 

867-886. 

Lerman, S. E., Eskin, E., Flower, D. J., George, E. C., Gerson, B., & Hartenbaum, N. 

& Moore-Ede, M. (2012). Fatigue risk management in the 

workplace. Journal of Occupational and Environmental Medicine, 54(2), 

231-258. 

Levin, I. P., & Gaeth, G. J. (1988). How consumers are affected by the framing of 

attribute information before and after consuming the product. Journal of 

Consumer Research, 15(3), 374–378. https://doi.org/10.1086/209174 

Leys, C., Klein, O., Dominicy, Y., & Ley, C. (2018). Detecting multivariate outliers: 

Use a robust variant of the Mahalanobis distance. Journal of Experimental 

Social Psychology, 74, 150–156. https://doi.org/10.1016/j.jesp.2017.09.011 

Li, W., Sun, Y., Cao, Q., He, M., & Cui, Y. (2019). A proactive process risk 

assessment approach based on job hazard analysis and resilient engineering. 

Journal of Loss Prevention in the Process Industries, 59, 54-62. 

doi:https://doi.org/10.1016/j.jlp.2019.02.007 

Li, W., Sun, Y., Cao, Q., He, M., & Cui, Y. (2019). A proactive process risk 

assessment approach based on job hazard analysis and resilient engineering. 

Journal of Loss Prevention in the Process Industries, 59, 54-62. 

doi:https://doi.org/10.1016/j.jlp.2019.02.007 

Liden, R. C., Wayne, S. J., & Sparrowe, R. T. (2000). An examination of the 

mediating role of psychological empowerment on the relations between the 

job, interpersonal relationships, and work outcomes. Journal of Applied 

Psychology, 85(3), 407–416. https://doi.org/10.1037/0021-9010.85.3.407 

Likert, R. (1932). Likert (1932).pdf. Archives of Psychology. 

Lin, H.-F. (2007). Knowledge sharing and firm innovation capability: An empirical 

study. International Journal of Manpower, 28(3/4), 315–332. 

https://doi.org/10.1108/01437720710755272 



© C
OPYRIG

HT U
PM

 

 

154 

Lin, W., Ma, J., Zhang, Q., Li, J. C., & Jiang, F. (2018). How is Benevolent 

Leadership Linked to Employee Creativity? The Mediating Role of Leader–

Member Exchange and the Moderating Role of Power Distance Orientation. 

Journal of Business Ethics, 152(4), 1099-1115. doi:10.1007/s10551-016-

3314-4 

Lin, W., Ma, J., Zhang, Q., Li, J. C., & Jiang, F. (2018). How is Benevolent 

Leadership Linked to Employee Creativity? The Mediating Role of Leader–

Member Exchange and the Moderating Role of Power Distance Orientation. 

Journal of Business Ethics, 152(4), 1099-1115. doi:10.1007/s10551-016-

3314-4 

Lindberg, C., Baranski, E., Gilligan, B., Fisher, J., Canada, K., Heerwagen, J., … 

Mehl, M. R. (2021). Personality and Workstation Type Predict Task Focus 

and Happiness in the Workplace. https://doi.org/10.31234/osf.io/nqbh9 

Linos, E., Ruffini, K., & Wilcoxen, S. (2020). Belonging affirmation reduces 

employee burnout and resignations in front line workers [Powerpoint slide]. 

University of California. https://www.cedefop.europa.eu/files/dispatchiza_ 

presentation_ruffini.pdf 

Lipardo, D. S., & Tsang, W. W. N. (2018). Falls prevention through physical and 

cognitive training (falls PACT) in older adults with mild cognitive 

impairment: a randomized controlled trial protocol. BMC Geriatrics, 18(1), 

193. doi:10.1186/s12877-018-0868-2 

Liu, S., Nkrumah, E. N. K., Akoto, L. S., Gyabeng, E., & Nkrumah, E. (2020). The 

state of Occupational Health and Safety Management Frameworks 

(OHSMF) and occupational injuries and accidents in the Ghanaian oil and 

gas industry: assessing the mediating role of safety knowledge. BioMed 

research international, 2020, 1-14. 

Liu, Z., Xu, A., Wang, Y., Schoudt, J., Mahmud, J., & Akkiraju, R. (2017, July). Does 

Personality Matter? A Study of Personality and Situational Effects on 

Consumer Behavior. In Proceedings of the 28th ACM Conference on 

Hypertext and Social Media (pp. 185-193). 

Liu-Lastres, B., & Wen, H. (2021). How do ethnic minority foodservice workers 

perceive employee well-being? An exploratory study. Journal of Hospitality 

and Tourism Management, 46, 376-383. 

https://doi.org/10.1016/j.jhtm.2021.01.013 

Liyanage, C., Elhag, T., Ballal, T., & Li, Q. (2009). Knowledge communication and 

translation–a knowledge transfer model. Journal of Knowledge 

management, 13(3), 118-131. 

 



© C
OPYRIG

HT U
PM

 

 

155 

Loeppke, R., Taitel, M., Haufle, V., Parry, T., Kessler, R. C., & Jinnett, K. (2009). 

Health and productivity as a business strategy: A multiemployer study. 

Journal of Occupational and Environmental Medicine, 51(4), 411–428. 

https://doi.org/10.1097/JOM.0b013e3181a39180 

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership 

style on job satisfaction and organisational commitment: A cross-national 

comparison. Journal of Management Development, 23(4), 321–338. 

https://doi.org/10.1108/02621710410529785 

Longshore, J. M. (1987). Leadership and performance beyond expectations. Academy 

of Management Review, 12(4), 756–757. 

https://doi.org/10.5465/amr.1987.4306754 

Lotayif, M. S. (2021). Leadership in a Diversified Culture: Qualitative 

Perspective. International Journal of Business and Management, 16(1), 110-

115 

Lu, H., Guo, L., Azimi, M., & Huang, K. (2019). Oil and Gas 4.0 era: A systematic 

review and outlook. Computers in Industry, 111, 68-90. 

Lu, J.-F., Siu, O.-L., Spector, P. E., & Shi, K. (2009). Antecedents and outcomes of a 

fourfold taxonomy of work-family balance in Chinese employed parents. 

Journal of Occupational Health Psychology, 14(2), 182–192. 

https://doi.org/10.1037/a0014115 

Lu, L. (2017). Creating Well-Being among Older People. In The Handbook of Stress 

and Health (pp. 388-399). 

Lu, L. (2017). Creating Well-Being among Older People. In The Handbook of Stress 

and Health (pp. 388-399). 

Luby, J., & Al-Jahdaly, E. A. (2005). An integrated approach to healthcare and health 

promotion in both workplace and the community. Proceedings of SPE Asia 

Pacific Health, Safety and Environment Conference and Exhibition. 

https://doi.org/10.2523/94694-ms 

Lukoto, K., & Chan, K.-Y. (2016). The perception of innovative organisational 

culture and its influence on employee innovative work behaviour. Portland 

International Conference on Management of Engineering and Technology 

(PICMET), 972–977. https://doi.org/10.1109/PICMET.2016.7806707 

Luna-Arocas, R., & Danvila-del-Valle, I. (2020). Does Positive Wellbeing Predict Job 

Performance Three Months Later? Applied Research in Quality of Life, 1-

15. 



© C
OPYRIG

HT U
PM

 

 

156 

Luthans, F. (2002). The need for and meaning of positive organizational behavior. 

Journal of Organizational Behavior, 23(6), 695–706. 

https://doi.org/10.1002/job.165 

Lyubomirsky, S. (2001). Why are some people happier than others? American 

Psychologist, 56(3), 239–249. https://doi.org/1O.1O37//0OO3-

O66X.56.3.239 

Lyubomirsky, S., Sheldon, K. M., & Schkade, D. (2005). Pursuing happiness: The 

architecture of sustainable change. Review of General Psychology, 9(2), 

111–131. https: doi.org/10.1037/1089-2680.9.2.111 

MacPhee, M., Dahinten, V., & Havaei, F. (2017). The impact of heavy perceived 

nurse workloads on patient and nurse outcomes. Administrative Sciences, 

7(1), 7. https://doi.org/10.3390/admsci7010007 

Madden, L., Kidder, D., Eddleston, K., Litzky, B., & Kellermanns, F. (2017). A 

conservation of resources study of standard and contingent employees. 

Personnel Review, 46(3), 644-661. doi:10.1108/PR-08-2015-0228 

Madden, L., Kidder, D., Eddleston, K., Litzky, B., & Kellermanns, F. (2017). A 

conservation of resources study of standard and contingent employees. 

Personnel Review, 46(3), 644-661. doi:10.1108/PR-08-2015-0228 

Magnier-Watanabe, R., Uchida, T., Orsini, P., & Benton, C. F. (2020). Organizational 

virtuousness, subjective well-being, and job performance. Asia-Pacific 

Journal of Business Administration. 12(2). 15-38.  

Malhotra, N. K. (2006). Questionnaire design and scale.  In R. Grover & M. Vriens 

(Eds.), The Handbook of Marketing Research (pp. 176–202). Sage 

Publications. https:/doi.org/10.4135/9781412973380.n5 

Marchand, A., Demers, A., & Durand, P. (2005a). Do occupation and work conditions 

really matter? A longitudinal analysis of psychological distress experiences 

among Canadian workers. Sociology of Health and Illness, 27(5), 602–627. 

https://doi.org/10.1111/j.1467-9566.2005.00458.x 

Marchand, A., Demers, A., & Durand, P. (2005b). Does work really cause distress? 

The contribution of occupational structure and work organization to the 

experience of psychological distress. Social Science and Medicine, 61(1), 1–

14. https://doi.org/10.1016/j.socscimed.2004.11.037 

Mariana, M., Sahroni, T. R., & Gustiyana, T. (2018, March). Fatigue and Human 

Errors Analysis in Petrochemical and Oil and Gas Plant’s Operation. 

In Proceedings of the International Conference on Industrial Engineering 

and Operations Management, Bandung, Indonesia (pp. 6-8). 



© C
OPYRIG

HT U
PM

 

 

157 

Markus, H. R., & Kitayama, S. (1998). The cultural psychology of personality. 

Journal of Cross-Cultural Psychology, 29(1), 63–87. 

https://doi.org/10.1177/0022022198291004 

Martel, J.-P., & Dupuis, G. (2006). Quality of work life: Theoretical and 

methodological problems, and presentation of a new model and measuring 

instrument. Social Indicators Research, 77(2), 333–368. 

https://doi.org/10.1007/s11205-004-5368-4 

Martins, E. C., & Martins, N. (2011). The role of organisational factors in combating 

tacit knowledge loss in organisations. Southern African business 

review, 15(1), 49-69. 

Martins, E. C., & Terblanche, F. (2003). Building organisational culture that 

stimulates creativity and innovation. European Journal of Innovation 

Management, 6(1), 64–74. https://doi.org/10.1108/14601060310456337 

Maslow, A. H. (1956). Defense and growth. Merrill-Palmer Quarterly, 3(1), 36–47. 

Maslow. (1970). Motivation and personality. The American Journal of Occupational 

Therapy: Official Publication of the American Occupational Therapy 

Association, 10(6). https://doi.org/10.1002/9781118133880.hop206009 

Massingham, P., & Al Holaibi, M. (2017). Embedding knowledge management into 

business processes. Knowledge and Process Management, 24(1), 53–71. 

https://doi.org/10.1002/kpm.1534 

McCormick, B. W., Reeves, C. J., Downes, P. E., Li, N., & Ilies, R. (2020). Scientific 

contributions of within-person research in management: Making the juice 

worth the squeeze. Journal of Management, 46(2), 321-350. 

Mcdermott, R., & O’Dell, C. (2001). Overcoming cultural barriers to sharing 

knowledge. Journal of Knowledge Management, 5(1), 76–85. 

https://doi.org/10.1108/13673270110384428 

Md Ghazali, N. H. (2016). A reliability and validity of an instrument to evaluate the 

school-based assessment system: A pilot study. International Journal of 

Evaluation and Research in Education (IJERE), 5(2), 148–157. 

Medina-Garrido, J. A., Biedma-Ferrer, J. M., & Ramos-Rodríguez, A. R. (2017). 

Relationship between work-family balance, employee well-being and job 

performance. Academia Revista Latinoamericana de Administracion, 30(1), 

40–58. https://doi.org/10.1108/ARLA-08-2015-0202 

Meher, J. R., & Mishra, R. K. (2021). Evaluation of perceived benefits and employee 

satisfaction through knowledge management practices. Global Knowledge, 

Memory and Communication. https://doi.org/10.1108/GKMC-11-2020-

0181 



© C
OPYRIG

HT U
PM

 

 

158 

Mehta, R. K., Peres, S. C., Kannan, P., Rhee, J., Shortz, A. E., & Mannan, M. S. 

(2017). Comparison of objective and subjective operator fatigue assessment 

methods in offshore shiftwork. Journal of Loss Prevention in the Process 

Industries, 48, 376-381. 

Mehta, R. K., Smith, A., Williams, J. P., Camille Peres, S., & Sasangohar, F. (2019). 

Investigating fatigue in offshore drilling workers: a qualitative data analysis 

of interviews. IISE Transactions on Occupational Ergonomics and Human 

Factors, 7(1), 31-42. 

Meryem Akoglan Kozak. (2008). Efective_factor_leadership_style_Hotel_m.pdf (p. 

134). p. 134. Turkish Hotel Managers. 

Miles, S. J., & Mangold, W. G. (2007). Growing the employee brand at ASI. Journal 

of Leadership & Organizational Studies, 14(1), 77–85. 

https://doi.org/10.1177/1071791907304287 

Montano, D., Reeske, A., Franke, F., & Hüffmeier, J. (2017). Leadership, followers’ 

mental health and job performance in organizations: A comprehensive meta-

analysis from an occupational health perspective. Journal of Organizational 

Behavior, 38(3), 327–350. https://doi.org/10.1002/job.2124 

Morrison, C., Woodward, M., Leslie, W., & Tunstall-Pedoe, H. (1997). Effect of 

socioeconomic group on incidence of, management of, and survival after 

myocardial infarction and coronary death: analysis of community coronary 

event register. British Medical Journal, 314(7080), 541–546. 

https://doi.org/10.1136/bmj.314.7080.541 

Morrison, R. S., Jones, L., & Fuller, B. (1997). The relation between leadership style 

and empowerment on job satisfaction of nurses. Journal of Nursing 

Administration, 27(5), 27–37. https://doi.org/10.1097/00005110-

199705000-00007 

Muhamad Nasharudin, N. A., Idris, M. A., Loh, M. Y., & Tuckey, M. (2020). The 

role of psychological detachment in burnout and depression: A longitudinal 

study of Malaysian workers. Scandinavian journal of psychology, 61(3), 

423-435. 

Musacchio, C. M. (2021). Exploring the Impact of Psychological Detachment on 

Stress and Anxiety in Distance Caregivers of Cancer Patients (Doctoral 

dissertation, Case Western Reserve University). 

Musu, C., Popescu, V., & Giusto, D. (2014, November). Workplace safety monitoring 

using RFID sensors. In 2014 22nd Telecommunications Forum 

Telfor(TELFOR) (pp. 656-659). IEEE. 



© C
OPYRIG

HT U
PM

 

 

159 

Nasr, A. H., Piya, S., & Al-Wardi, K. (2020). Analysis of factors affecting motivation 

in projects: A case study in oil and gas industry in Oman. The Journal of 

Engineering Research [TJER], 17(2), 112-125. 

Natalicchio, A., Ardito, L., Savino, T., & Albino, V. (2017). Managing knowledge 

assets for open innovation: a systematic literature review. Journal of 

Knowledge Management, 21(6), 1362-1383. doi:10.1108/JKM-11-2016-

0516 

National Transportation Safety Board. (1990). Marine Accident Report: Grounding 

of the US Tankship, Exxon Valdez on Bligh Reef, Prince William Sound 

Near Valdez, Alaska, March 24, 1989. 

https://www.arlis.org/docs/vol1/B/22590091.pdf 

Nawaz, K., Usman, M., Japzon, R. R. P., Qamar, E. H. G. M., Hashmi, E. M. I., & 

Riaz, E. A. (2020). How Diversity Element Affects the Employee 

Satisfaction on Workplace. A Research on Al Yusr Industrial Contracting 

Co. (AYTB), Oil & Gas Industry, Jubail, Saudi Arabia. Journal of Human 

Resource Sustainability Studies, 8(04), 379.  

Nawaz, K., Usman, M., Japzon, R. R. P., Qamar, E. H. G. M., Hashmi, E. M. I., & 

Riaz, E. A. (2020). How Diversity Element Affects the Employee 

Satisfaction on Workplace. A Research on Al Yusr Industrial Contracting 

Co.(AYTB), Oil & Gas Industry, Jubail, Saudi Arabia. Journal of Human 

Resource 

Nielsen, D., & Austin, J. (2005). Behavior-based safety: Improvement opportunities 

in hospital safety. Professional Safety, 50(2), 33–37. 

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Känsälä, M., Saari, E., & Isaksson, K. 

(2017). Workplace resources to improve both employee well-being and 

performance: A systematic review and meta-analysis. Work and Stress, 

31(2), 101–120. https://doi.org/10.1080/02678373.2017.1304463 

Nixona, A. E., Mazzolab, J. J., Bauera, J., Kruegerc, J. R., & Spectora, P. E. (2011). 

Can work make you sick? A meta-analysis of the relationships between job 

stressors and physical symptoms. Work & Stress, 25(1), 1–22. 

https://doi.org/10.1080/02678373.2011.569175 

Nonaka, I. (1994). A dynamic theory of organizational knowledge creation. 

Organization Science, 5(1), 14–37. https://doi.org/10.1287/orsc.5.1.14 

Nonaka, I., & Takeuchi, H. (1995). The knowledge creating company: How Japanese 

companies create the dynamics of innovation. Oxford University Press. 

Nunnally, J. C. (1978). An overview of psychological measurement. In B. B. Wolman 

(Ed.), Clinical Diagnosis of Mental Disorders (pp. 97–146). Plenum Press. 

https://doi.org/10.1007/978-1-4684-2490-4_4 



© C
OPYRIG

HT U
PM

 

 

160 

O’Connor, P. J. (2004). Evaluation of four highly cited energy and fatigue mood 

measures. Journal of Psychosomatic Research, 57(5), 435–441. 

https://doi.org/10.1016/j.jpsychores.2003.12.006 

O’Dell, C., & Gray, С. J. (1998). If only we knew what we know: Identification and 

transfer of internal best practices. California Management Review, 40(3), 

154–174. https://doi.org/10.2307/41165948 

O’Reilly, N. (2016, January 8). Evolution of occupational health part 1: Pioneers and 

21st century challenges. Occupational Health & Wellbeing. 

https://www.personneltoday.com/hr/evolution-of-occupational-health-part-

1-pioneers-and-21st-century-challenges/ 

Ogunmokun, O. A., Eluwole, K. K., Avci, T., Lasisi, T. T., & Ikhide, J. E. (2020). 

Propensity to trust and knowledge sharing behavior: An evaluation of 

importance-performance analysis among Nigerian restaurant employees. 

Tourism Management Perspectives, 33, 100590. 

doi:https://doi.org/10.1016/j.tmp.2019.100590 

Ogunmokun, O. A., Eluwole, K. K., Avci, T., Lasisi, T. T., & Ikhide, J. E. (2020). 

Propensity to trust and knowledge sharing behavior: An evaluation of 

importance-performance employees. Tourism Management 

Perspectives, 33, analysis among Nigerian restaurant 

https://doi.org/10.1016/j.tmp.2019.100590  

Olaisen, J., & Revang, O. (2017a). The dynamics of intellectual property rights for 

trust, knowledge sharing and innovation in project teams. International 

Journal of Information Management, 37(6), 583-589. 

doi:https://doi.org/10.1016/j.ijinfomgt.2017.05.012 

Olaisen, J., & Revang, O. (2017b). Working smarter and greener: Collaborative 

knowledge sharing in virtual global project teams. International Journal of 

Information Management, 37(1, Part A), 1441-1448. 

doi:https://doi.org/10.1016/j.ijinfomgt.2016.10.002 

Osborne, S., & Hammoud, M. S. (2017). Effective employee engagement in the 

workplace. International Journal of Applied Management and Technology, 

16(1), 50–67. https://doi.org/10.5590/ijamt.2017.16.1.04 

OPEC. (2021). Saudi Arabia facts and figures. Retrieved from 

https://www.opec.org/opec_web/en/about_us/169.htm  

Oyemomi, O., Liu, S., Neaga, I., Chen, H., & Nakpodia, F. (2019). How cultural 

impact on knowledge sharing contributes to organizational performance: 

Using the fsQCA approach. Journal of Business Research, 94, 313-319. 

doi:https://doi.org/10.1016/j.jbusres.2018.02.027 

 

https://doi.org/10.5590/ijamt.2017.16.1.04
https://www.opec.org/opec_web/en/about_us/169.htm


© C
OPYRIG

HT U
PM

 

 

161 

Oyemomi, O., Liu, S., Neaga, I., Chen, H., & Nakpodia, F. (2019). How cultural 

impact on knowledge sharing contributes to organizational performance: 

Using the fsQCA approach. Journal of Business Research, 94, 313-319. 

doi:https://doi.org/10.1016/j.jbusres.2018.02.027 

Pagán-Castaño, E., Sánchez-García, J., Garrigos-Simon, F. J., & Guijarro-García, M. 

(2021). The Influence of Management on Teacher Well-Being and the 

Development of Sustainable Schools. Sustainability, 13(5), 2909. 

Page, K. M., & Vella-Brodrick, D. A. (2009). The “what”, “why” and “how” of 

employee well-being: A new model. Social Indicators Research, 90(3), 441–

458. https://doi.org/10.1007/s11205-008-9270-3 

Park, J., & Gabbard, J. L. (2018). Factors that affect scientists' knowledge sharing 

behavior in health and life sciences research communities: Differences 

between explicit and implicit knowledge. Computers in Human Behavior, 

78, 326-335. doi:https://doi.org/10.1016/j.chb.2017.09.017 

Parson, K. (2014). Human thermal environments: The effects of hot, moderate, and 

cold environments on human health, comfort, and performance. (third 

ed.), CRC Press, United States.  

Pathirage, C. P., Amaratunga, D. G., & Haigh, R. P. (2007). Tacit knowledge and 

organisational performance: construction industry perspective. Journal of 

knowledge management, 11(1), 115-126. 

Pearce, J. L., & Rousseau, D. M. (1998). Psychological contracts in organizations: 

Understanding written and unwritten agreements. Administrative Science 

Quarterly, 43(1), 184. https://doi.org/10.2307/2393595 

Pee, L. G., & Min, J. (2017). Employees’ online knowledge sharing: the effects of 

person-environment fit. Journal of Knowledge Management, 21(2), 432-453. 

doi:10.1108/JKM-10-2016-0437 

Pellegrini, E. K., & Scandura, T. A. (2008). Paternalistic leadership: A review and 

agenda for future research. Journal of Management, 34(3), 566–593. 

https://doi.org/10.1177/0149206308316063 

Peng, Y., Jex, S., Zhang, W., Ma, J., & Matthews, R. A. (2020). Eldercare demands 

and time theft: Integrating family-to-work conflict and spillover–crossover 

perspectives. Journal of Business and Psychology, 35(1), 45-58. 

Peterson, C. (2006). A primer in positive psychology. Oxford University Press. 

 

 



© C
OPYRIG

HT U
PM

 

 

162 

Pittino, D., Barroso Martínez, A., Chirico, F., & Sanguino Galván, R. (2018). 

Psychological ownership, knowledge sharing and entrepreneurial orientation 

in family firms: The moderating role of governance heterogeneity. Journal 

of Business Research, 84, 312-326. 

doi:https://doi.org/10.1016/j.jbusres.2017.08.014 

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research: 

Problems and prospects. Journal of Management, 12(4), 531–544. 

https://doi.org/10.1177/014920638601200408 

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common 

method biases in behavioral research: A critical review of the literature and 

recommended remedies. Journal of Applied Psychology, 88(5), 879–903. 

https://doi.org/10.1037/0021-9010.88.5.879 

Polanyi, M. (1958). Personal knowledge: Towards a post-critical philosophy. 

University of Chicago Press. 

Polanyi, M. (1966). The Tacit Dimension. London: Routledge and Kegan Paul. 

Porath, C., Spreitzer, G., Gibson, C., & Garnett, F. G. (2012). Thriving at work: 

Toward its measurement, construct validation, and theoretical refinement. 

Journal of Organizational Behavior, 33(2), 250–275. 

https://doi.org/10.1002/job.756 

Portmann, L., & Giusti, V. (2007). Obesity and hypothyroidism: Myth or reality? 

Revue Medicale Suisse, 3(105), 859–862.  

Prapanjaroensin, A., Patrician, P. A., & Vance, D. E. (2017). Conservation of 

resources theory in nurse burnout and patient safety. Journal of advanced 

nursing, 73(11), 2558-2565. doi:https://doi.org/10.1111/jan.13348 

Prapanjaroensin, A., Patrician, P. A., & Vance, D. E. (2017). Conservation of 

resources theory in nurse burnout and patient safety. Journal of advanced 

nursing, 73(11), 2558-2565. doi:https://doi.org/10.1111/jan.13348 

Press, M., & Arnould, E. J. (2011). How does organizational identification form? A 

Puni, A., Agyemang, C. B., & Asamoah, E. S. (2016). Leadership styles, employee 

turnover intentions and counterproductive work behaviours. International 

Journal of Innovative Research & Development, 5(1), 1–7. 

Puranik, H., Koopman, J., & Vough, H. C. (2021). Excuse me, do you have a minute? 

An exploration of the dark-and bright-side effects of daily work interruptions 

for employee well-being. Journal of Applied Psychology. 

https://doi.org/10.1037/apl0000875 



© C
OPYRIG

HT U
PM

 

 

163 

Quinn, J. B., Anderson, P., & Finkelstein, S. (1996). Leveraging intellect. Academy 

of Management Perspectives, 10(3), 7-27.  

Rafaeli, A., & Vilnai-Yavetz, I. (2004). Emotion as a connection of physical artifacts 

and organizations. Organization Science, 15(6), 671–686. 

Rahim, N. B. (2020). The Effect of Work-Family Conflict towards Job Satisfaction 

and Emotional Well-Being: Problem-Focused Coping as Mediator. Jurnal 

Pengurusan (UKM Journal of Management), 57. 

Rahman, M. S., Mannan, M., Hossain, M. A., & Gani, Aa. M. O. (2019). Awareness 

of occupational hazards in learning organizations: Knowledge sharing 

behavior and sense of spirituality perspective. Global Knowledge, Memory 

and Communication, 68(1/2), 17–32. https://doi.org/10.1108/GKMC-01-

2018-0007 

Rajani, V. T., & Nakhat, P. (2019). Consumer Behavior in Online Shopping: What 

they think before they buy. Journal of Psychosocial Research, 14(2). 

Rastogi, P. N. (2000). Knowledge management and intellectual capital–The new 

virtuous reality of competitiveness. Human Systems Management, 19(1), 39–

48. 

Rasulzada, F., & Dackert, I. (2009). Organizational creativity and innovation in 

relation to psychological well-being and organizational factors. Creativity 

Research Journal, 21(2–3), 191–198. 

https://doi.org/10.1080/10400410902855283 

Raut, R., Narkhede, B. E., Gardas, B. B., & Luong, H. T. (2018). An ISM approach 

for the barrier analysis in implementing sustainable practices. 

Benchmarking: An International Journal, 25(4), 1245-1271. 

doi:10.1108/BIJ-05-2016-0073 

Ravenswood, K. (2011). Productivity, participation and employee wellbeing in the 

residential Aged care sector [Doctoral dissertation, Auckland University of 

Technology]. Auckland University of Technology. 

https://core.ac.uk/download/pdf/56363166.pdf 

Reis, H. T., Sheldon, K. M., Gable, S. L., Roscoe, J., & Ryan, R. M. (2000). Daily 

well-being: The role of autonomy, competence, and relatedness. Personality 

and Social Psychology Bulletin, 26(4), 419–435. 

https://doi.org/10.1177/0146167200266002 

Reker, G. T., & Wong, P. T. P. (1984). Psychological and physical well-being in the 

elderly: The perceived well-being scale (PWB). Canadian Journal on Aging 

/ La Revue Canadienne Du Vieillissement, 3(01), 23–32. 

https://doi.org/10.1017/S0714980800006437 



© C
OPYRIG

HT U
PM

 

 

164 

Rice, R. W., Near, J. P., & Hunt, R. G. (1980). The job-satisfaction/ life- satisfaction 

relationship: A review of empirical research. Basic and Applied Social 

Psychology, 1(1), 37–64. https:// doi.org/10.1207/s15324834bas0101_4  

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents 

and effects on job performance. Academy of Management Journal, 53(3), 

617–635. https://doi.org/10.5465/amj.2010.51468988 

Richter, N. F., Schubring, S., Hauff, S., Ringle, C. M., & Sarstedt, M. (2020). When 

predictors of outcomes are necessary: guidelines for the combined use of 

PLS-SEM and NCA. Industrial Management & Data Systems. 120(12), 

2243-2267. https://doi.org/10.1108/IMDS-11-2019-0638  

Richtner, A. and Ahlstr€om, P. (2010). Top management control and knowledge 

creation in new product development. International Journal of Operations 

and Production Management, 30(10), 1006-1028. 

Riege, A. (2005). Three-dozen knowledge-sharing barriers managers must consider. 

Journal of Knowledge Management, 9(3), 18–35. 

https://doi.org/10.1108/13673270510602746  

Rigby, C. S., & Ryan, R. M. (2018). Self-Determination Theory in Human Resource 

Development: New Directions and Practical Considerations. Advances in 

Developing Human Resources, 20(2), 133-147. 

doi:10.1177/1523422318756954 

Rivera-Vazquez, J. C., Ortiz-Fournier, L. V., & Flores, F. R. (2009). Overcoming 

cultural barriers for innovation and knowledge sharing. Journal of 

Knowledge Management, 13(5), 257–270. 

https://doi.org/10.1108/13673270910988097  

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

Palgrave Macmillan. 

Roda, C., Angehrn, A., Nabeth, T., & Razmerita, L. (2003). Using conversational 

agents to support the adoption of knowledge sharing practices. Interacting 

with Computers, 15(1), 57–89. https://doi.org/10.1016/S0953-

5438(02)00029-2 

Rode, J. C. (2004). Job satisfaction and life satisfaction revisited: A longitudinal test 

of an integrated model. Human Relations, 57(9), 1205–1230. 

https://doi.org/10.1177/0018726704047143 

Rosow, J. M., & Zager, R. (1988). Training—the competitive edge: Introducing new 

technology into the workplace. Jossey-Bass. 

Rubin, A., & Babbie, E. R. (2015). Research Methods for Social Work Licensed. 

Cengage Learning. 



© C
OPYRIG

HT U
PM

 

 

165 

Russo, T. C. (1998). Organizational and professional identification: A case of 

newspaper journalists. Management Communication Quarterly, 12(1), 72–

111. https://doi.org/10.1177/0893318998121003 

Ryan, G. W., & Bernard, H. R. (2003). Techniques to identify themes in qualitative 

data. Field Methods, 15(1), 85–109. 

https://doi.org/10.1177/1525822X02239569 

Ryan, R. M., & Deci, E. L. (2001). On happiness and human potentials: A review of 

research on hedonic and eudaimonic well-being. Annual Review of 

Psychology, 52(1), 141–166. https:/doi.org/10.1146/annurev.psych.52.1.141 

Ryff, C. D. (1989). Happiness is everything, or is it? Explorations on the meaning of 

psychological well-being. Journal of Personality and Social Psychology, 

57(6), 1069–1081. https://doi.org/10.1037/0022-3514.57.6.1069 

Ryff, C. D., & Keyes, C. L. M. (1995). The structure of psychological well-being 

revisited. Journal of Personality and Social Psychology, 69(4), 719–727. 

https://doi.org/10.1037/0022-3514.69.4.719 

Ryff, C. D., & Singer, B. H. (2008). Know thyself and become what you are: A 

eudaimonic approach to psychological well-being. Journal of Happiness 

Studies, 9(1), 13–39. https://doi.org/10.1007/s10902-006-9019-0 

Ryu, S., Ho, S. H., & Han, I. (2003). Knowledge sharing behavior of physicians in 

hospitals. Expert Systems with Applications, 25(1), 113–122. 

https://doi.org/10.1016/S0957-4174(03)00011-3 

Saberi, M., & Hamdan, A. (2019). The moderating role of governmental support in 

the relationship between entrepreneurship and economic growth. Journal of 

Entrepreneurship in Emerging Economies, 11(2), 200-216. 

doi:10.1108/JEEE-10-2017-0072 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal 

of Managerial Psychology, 21(7), 600–619. 

https://doi.org/10.1108/02683940610690169 

Salas-Vallina, A., Pasamar, S., & Donate, M. J. (2021). Well-being in times of ill-

being: how AMO HRM practices improve organizational citizenship 

behaviour through work-related well-being and service 

leadership. Employee Relations: The International Journal. 

https://doi.org/10.1108/ER-05-2020-236 

Salma, U. & Kameswara, R. K. (2012). Shift Work and Fatigue. Journal of 

Environmental Science, Toxicology and Food, 1(3), 17-21. 

Sanderson, K., & Cocker, F. (2013). Presenteeism: Implications and health risks. 

Australian Family Physician, 42(4), 172–175. 



© C
OPYRIG

HT U
PM

 

 

166 

Sandilya, G., & Shahnawaz, G. (2018). Index of psychological well-being at work—

Validation of tool in the Indian organizational context. Vision: The Journal 

of Business Perspective, 22(2), 174–184. 

https://doi.org/10.1177/0972262918766134 

Sarstedt, M., Hair Jr, J. F., Nitzl, C., Ringle, C. M., & Howard, M. C. (2020). Beyond 

a tandem analysis of SEM and PROCESS: Use of PLS-SEM for mediation 

analyses! International Journal of Market Research, 62(3), 288-299. 

Sarstedt, M., Hair, J. F., Cheah, J.-H., Becker, J.-M., & Ringle, C. M. (2019). How to 

specify, estimate, and validate higher-order constructs in PLS-SEM. 

Australasian Marketing Journal (AMJ), 27, 197–211. 

https://doi.org/10.1016/j.ausmj.2019.05.003 

Sarstedt, M., Hair, J. F., Nitzl, C., Ringle, C. M., & Howard, M. C. (2020). Beyond a 

tandem analysis of SEM and PROCESS: Use of PLS-SEM for mediation 

analyses! International Journal of Market Research, 62(3), 288-299. 

doi:10.1177/1470785320915686 

Sarstedt, M., Ringle, C. M., Henseler, J., & Hair, J. F. (2014). On the emancipation of 

PLS-SEM: A commentary on Rigdon (2012). Long Range Planning, 47(3), 

154–160. https://doi.org/10.1016/j.lrp.2014.02.007 

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business 

students. Prentice Hall. 

Schaufeli, W. B., Taris, T. W., & van Rhenen, W. (2008). Workaholism, burnout, and 

work engagement: Three of a kind or three different kinds of employee well-

being? Applied Psychology, 57(2), 173–203. https://doi.org/10.1111/j.1464-

0597.2007.00285.x 

Schein, E. H. (1985). Defining organizational culture. Classics of Organization 

Theory, 3(1), 490–502. 

Schein, E. H. (1993). Organizational culture and leadership. Long Range Planning, 

26(5), 153. https://doi.org/10.1016/0024-6301(93)90120-5 

Schein, E. H. (2004). Organizational culture and leadership (3rd ed.). Jossey-Bass.  

Schrauf, R. W. (2006). Questionnaires in second language research: Construction, 

administration, and processing. Journal of Linguistic Anthropology, 16(2), 

294–295. https://doi.org/10.1525/jlin.2006.16.2.294 

Schreurs, B., van Emmerik, H., Notelaers, G., & De Witte, H. (2010). Job insecurity 

and employee health: The buffering potential of job control and job self-

efficacy. Work & Stress, 24(1), 56–72. 

https://do.org/10.1080/02678371003718733 



© C
OPYRIG

HT U
PM

 

 

167 

Schutte, N. S., Malouff, J. M., Simunek, M., McKenley, J., & Hollander, S. (2002). 

Characteristic emotional intelligence and emotional well-being. Cognition 

and Emotion, 16(6), 769–785. 

Schwarz, N., Groves, R. M., & Schuman, H. (1998). Survey methods. In D. T. Gilbert, 

S. T. Fiske & G. Lindzey (Eds.), The Handbook of Social Psychology (pp. 

143–179). McGraw-Hill. 

Sebastiano, A., Belvedere, B., Grando, A., Giangreco, A. (2017). The effect of 

capacity management strategies on employees’ well-being: A quantitative 

investigation into the long-term healthcare industry. European Management 

Journal, 35(4), 563–573. https://doi.org/10.1016/j.emj.2016.12.001 

Sekaran, U., & Bougie, R. (2014). Research method for business: A skill building 

approach (6th ed.). Wiley & Son Ltd. 

Seligman & Csikszentmihalyi. (2012). Pedagogies of happiness: What and how self-

help, positive psychology, and positive education teach about well-being. 

Indian Journal of Positive Psychology, 4, 145–170. 

https://doi.org/10.15614/ijpp/2013/v4i2/49873 

Semmer, N., Tschan, F., Meier, L. L., Facchin, S., & Jacobshagen, N. (2009). 

Illegitimate tasks and counterproductive work behavior. Applied Psychology, 

59(1), 70–96. https://doi.org/10.1111/j.1464-0597.2009.00416.x 

Sender, G., Nobre, G. C., Armagan, S., & Fleck, D. (2020). In search of the Holy 

Grail: a 20-year systematic review of the happy-productive worker 

thesis. International Journal of Organizational Analysis. 

https://doi.org/10.1108/IJOA-09-2020-2401 

Shamir, B., House, R. J., & Arthur, M. B. (2018). The motivational effects of 

charismatic leadership: A self-concept-based theory. Monographs in 

Leadership and Management, 9(4), 9–29. https://doi.org/10.1108/S1479-

357120180000009009 

Shanafelt, T. D., West, C., Zhao, X., Novotny, P., Kolars, J., Habermann, T., & Sloan, 

J. (2005). Relationship between increased personal well-being and enhanced 

empathy among internal medicine residents. Journal of General Internal 

Medicine, 20(7), 559–564. https://doi.org/10.1111/j.1525-1497.2005.0108.x 

Shao, Z. (2019). Interaction effect of strategic leadership behaviors and organizational 

culture on IS-Business strategic alignment and Enterprise Systems 

assimilation. International Journal of Information Management, 44, 96-108. 

Shirom, A. (2007). Positive organizational behavior. Sage Publications Ltd. 

 



© C
OPYRIG

HT U
PM

 

 

168 

Siegrist, J., Wahrendorf, M., von dem Knesebeck, O., Jurges, H., & Borsch-Supan, 

A. (2006). Quality of work, well-being, and intended early retirement of 

older employees - Baseline results from the SHARE study. European 

Journal of Public Health, 17(1), 62–68. 

https://doi.org/10.1093/eurpub/ckl084 

Sigala, M., & Chalkiti, K. (2007). Improving performance through tacit knowledge 

externalisation and utilisation: Preliminary findings from Greek 

hotels. International Journal of Productivity and Performance Management, 

56(5/6), 456-483. 

Simonton, D. K., & Baumeister, R. F. (2005). Positive psychology at the summit. 

Review of General Psychology, 9(2), 99–102. https://doi.org/10.1037/1089-

2680.9.2.99 

Singh, B., Selvarajan, T. T., & Solansky, S. T. (2019). Coworker influence on 

employee performance: a conservation of resources perspective. Journal of 

Managerial Psychology, 34(8), 587-600. doi:10.1108/JMP-09-2018-0392 

Singh, B., Selvarajan, T. T., & Solansky, S. T. (2019). Coworker influence on 

employee performance: a conservation of resources perspective. Journal of 

Managerial Psychology, 34(8), 587-600. doi:10.1108/JMP-09-2018-0392 

Singh, S. K., Gupta, S., Busso, D., & Kamboj, S. (2021). Top management knowledge 

value, knowledge sharing practices, open innovation and organizational 

performance. Journal of Business Research, 128, 788-798. doi: 

https://doi.org/10.1016/j.jbusres.2019.04.040 

Singh, S. K., Gupta, S., Busso, D., & Kamboj, S. (2021). Top management knowledge 

value, knowledge sharing practices, open innovation and organizational 

performance. Journal of Business Research, 128, 788-798. 

doi:https://doi.org/10.1016/j.jbusres.2019.04.040 

Sirgy, M. J. (2012). Effects of personality on subjective QOL. The psychology of 

quality of life: Hedonic well-being, life satisfaction, and eudaimonia. 

Springer. https://doi.org/10.1007/978-94-007-4405-9_9 

Sirgy, M. J., Efraty, D., Siegel, P., & Lee, D.-J. (2001). A new measure of quality of 

work life (QWL) based on need satisfaction and spillover theories. Social 

Indicators Research, 55(3), 241–302. 

https://doi.org/10.1023/A:1010986923468 

Sirgy, M. J., Michalos, A. C., Ferriss, A. L., Easterlin, R. A., Patrick, D., & Pavot, W. 

(2006). The quality-of-life (QOL) research movement: Past, present, and 

future. Social Indicators Research, 76(3), 343–466. 

https://doi.org/10.1007/s11205-005-2877-8 



© C
OPYRIG

HT U
PM

 

 

169 

Siu, O. L. (2002). Occupational stressors and well-being among Chinese employees: 

The role of organisational commitment. Applied Psychology, 51(4), 527–

544. https://doi.org/10.1111/1464-0597.t01-1-00106 

Skakon, J., Nielsen, K., Borg, V., & Guzman, J. (2010). Are leaders’ well-being, 

behaviours and style associated with the affective well-being of their 

employees? A systematic review of three decades of research. Work & 

Stress, 24(2), 107–139. https://doi.org/10.1080/02678373.2010.495262 

Smith, K. K., Kaminstein, D. S., & Makadok, R. J. (1999). The health of the corporate 

body: Illness and organizational dynamics. Journal of Applied Behavioral 

Science, 31(3), 328–351. https://doi.org/10.1177/0021886395313006 

Smith. (2002). Overlapping mental representations of self and group: Evidence and 

implications. The Social Self. Cognitive, Interpersonal, and Intergroup 

Perspectives, 21–35. 

Sneddon, A., Mearns, K., & Flin, R. (2013). Stress, fatigue, situation awareness and 

safety in offshore drilling crews. Safety Science, 56, 80-88. 

Somers, M. (2009). The combined influence of affective, continuance and normative 

commitment on employee withdrawal. Journal of Vocational Behavior, 

74(1), 75–81. https://doi.org/10.1016/j.jvb.2008.10.006 

Sommerville, J., & Langford, V. (1994). Multivariate influences on the people side of 

projects: Stress and conflict. International Journal of Project Management, 

12(4), 234–243. https://doi.org/10.1016/0263-7863(94)90048-5 

Sonnentag, S., Unger, D., & Nägel, I. J. (2013). Workplace conflict and employee 

well-being: The moderating role of detachment from work during off-job 

time. International Journal of Conflict Management, 24(2), 166–183. 

https://doi.org/10.1108/10444061311316780 

Sousa, M. J., & Rocha, Á. (2019). Strategic Knowledge Management in the Digital 

Age. Journal of Business Research, 94, 223–226. 

Spector, P. E., & Jex, S. M. (1998). Development of four self-report measures of job 

stressors and strain: Interpersonal conflict at work scale, organizational 

constraints scale, quantitative workload inventory, and physical symptoms 

Inventory. Journal of Occupational Health Psychology, 3(4), 356–367. 

https://doi.org/10.1037/1076-8998.3.4.356 

Spender, J. C. (1996). Making knowledge the basis of a dynamic theory of the 

firm. Strategic management journal, 17(S2), 45-62. 

 

 



© C
OPYRIG

HT U
PM

 

 

170 

Steckler, A., Mcleroy, K. R., Goodman, R., Bird, S. T., & McCormick, L. (1992). 

Toward integrating qualitative and quantitative methods: An introduction. 

Health Education Quarterly, 19(1), 1–8. 

https://doi.org/10.1177/109019819201900101 

Stenmark, D. (2000, June 1). The role of intrinsic motivation when managing creative 

work [Conference session]. IEEE International Conference on Management 

of Innovation and Technology: ICMIT 2000, Singapore. 

https://ieeexplore.ieee.org/document/917356 

Stone, M. (1976). Cross-validatory choice and assessment of statistical predictions 

(with discussion). Journal of the Royal Statistical Society: Series B 

(Methodological), 38(1), 102–102. https://doi.org/10.1111/j.2517-

6161.1976.tb01573.x 

Stordeur, S., D’hoore, W., & Vandenberghe, C. (2001). Leadership, organizational 

stress, and emotional exhaustion among hospital nursing staff. Journal of 

Advanced Nursing, 35(4), 533–542. https://doi.org/10.1046/j.1365-

2648.2001.01885.x 

Su, C.-W., Khan, K., Tao, R., & Nicoleta-Claudia, M. (2019). Does geopolitical risk 

strengthen or depress oil prices and financial liquidity? Evidence from Saudi 

Arabia. Energy, 187, 116003. 

doi:https://doi.org/10.1016/j.energy.2019.116003 

Sumbal, M. S., Tsui, E., & See-to, E. W. (2017). Interrelationship between big data 

and knowledge management: an exploratory study in the oil and gas 

sector. Journal of Knowledge Management, 20(1), 180-196. 

Suraji, A., Duff, A. R., & Peckitt, S. J. (2001). Development of causal model of 

construction accident causation. Journal of Construction Engineering and 

Management, 127(4), 337–344. 

Sustainability Studies, 8(04), 379.  

Tafvelin, S., Keisu, B. I., & Kvist, E. (2020). The prevalence and consequences of 

intragroup conflicts for employee well-being in women-dominated 

work. Human Service Organizations: Management, Leadership & 

Governance, 44(1), 47-62. 

Tahir Saeed Shazia Almas M. Anis-ul-Haq GSK Niazi, (2014),"Leadership styles: 

relationship with conflict management styles", International Journal of 

Conflict Management, Vol. 25 Iss 3 pp. 214 – 225 

Tang, D. K. H., Leiliabadi, F., & Olugu, E. U. (2017). Factors affecting safety of 

processes in the Malaysian oil and gas industry. Safety science, 92, 44-52. 



© C
OPYRIG

HT U
PM

 

 

171 

Tang, K. H. D., Md Dawal, S. Z., & Olugu, E. U. (2018). A review of the offshore oil 

and gas safety indices. Safety science, 109, 344-352. 

doi:https://doi.org/10.1016/j.ssci.2018.06.018 

Tang, K. H. D., Md Dawal, S. Z., & Olugu, E. U. (2018). A review of the offshore oil 

and gas safety indices. Safety science, 109, 344-352. 

doi:https://doi.org/10.1016/j.ssci.2018.06.018 

Tangaraja, G., Rasdi, R. M., Ismail, M., & Samah, B. A. (2015). Fostering knowledge 

sharing behaviour among public sector managers: a proposed model for the 

Malaysian public service. Journal of Knowledge Management, 19(1), 121-

140. 

Thau, S., Aquino, K., & Poortvliet, P. M. (2007). Self-defeating behaviors in 

organizations: The relationship between thwarted belonging and 

interpersonal work behaviors. Journal of Applied Psychology, 92(3), 840–

847. https://doi.org/10.1037/0021-9010.92.3.840 

Thomas, K. W. (1992). Conflict and negotiation processes in organizations. In M. D. 

Dunnette & L. M. Hough (Eds.), Handbook of Industrial, Work and 

Organizational Psychology (pp. 651–717). Consulting Psychologists Press. 

Tian, Q., & Sanchez, J. I. (2017). Does paternalistic leadership promote innovative 

behavior? The interaction between authoritarianism and benevolence. 

Journal of Applied Social Psychology, 47(5), 235–246. 

https://doi.org/10.1111/jasp.12431 

Tilchin, O., & Essawi, M. (2013). Knowledge management through organizational 

culture change. International Journal of Business Administration, 4(5), 24-

29. 

Timko Olson, E. R., Hansen, M. M., & Vermeesch, A. (2020). Mindfulness and 

Shinrin-Yoku: Potential for Physiological and Psychological Interventions 

during Uncertain Times. International Journal of Environmental Research 

and Public Health, 17(24), 9340. 

Tong, J., Chong, S., Chen, J., Johnson, R. E., & Ren, X. (2020). The Interplay of Low 

Identification, Psychological Detachment, and Cynicism for Predicting 

Counterproductive Work Behaviour. Applied Psychology, 69(1), 59-92. 

Trauth, E. M. (1997). Achieving the research goal with qualitative methods: Lessons 

learned along the way. Information Systems and Qualitative Research, 225–

245. https://doi.org/10.1007/978-0-387-35309-8_13 

Troth, A. C., & Guest, D. E. (2020). The case for psychology in human resource 

management research. Human Resource Management Journal, 30(1), 34-48. 



© C
OPYRIG

HT U
PM

 

 

172 

Tucker, S., & Turner, N. (2014). Safety voice among young workers facing dangerous 

work: A policy-capturing approach. Safety Science, 62, 530–537. 

https://doi.org/10.1016/ssci.2013.10.011 

Tulika, S., & Prakash, B. M. (2016). Application of the Maslow’s Hierarchy of Need 

theory: Impacts and implications on employee’s career stages. Training & 

Development Journal, 7(2), 43. https://doi.org/10.5958/2231-

069x.2016.00007.x 

Tushman, M. L., & A. O’Reilly III, C. A. (1997). Winning through innovation: A 

practical guide to leading organizational change and renewal. Harvard 

Business Review Press. 

Tuzovic, S., & Kabadayi, S. (2020). The influence of social distancing on employee 

well-being: A conceptual framework and research agenda. Journal of Service 

Management. 32(2), 145-160.  

Uly. (2003). Linking employee satisfaction with productivity, performance, and 

customer satisfaction. Personnel Psychology. 

Üngüren, E., & Arslan, S. (2021). The effect of role ambiguity and role conflict on 

job performance in the hotel industry: The mediating effect of job 

satisfaction. Tourism & Management Studies, 17(1), 45-58. 

Urbach, N., & Ahlemann, F. (2010). Structural equation modeling in information 

systems research using partial least squares. Journal of Information 

Technology Theory and Application JITTA, 11(2), 5–40. 

Valls, V., Tomás, I., González-Romá, V., & Rico, R. (2020). The influence of age-

based faultlines on team performance: Examining mediational 

paths. European Management Journal. 

https://doi.org/10.1016/j.emj.2020.10.008 

van De Voorde, K., Paauwe, J., & Van Veldhoven, M. (2011). Employee well-being 

and the HRM-organizational performance relationship: A review of 

quantitative studies. International Journal of Management Reviews, 14(4), 

391–407. https://doi.org/10.1111/j.1468-2370.2011.00322.x 

Van den Hooff, B., & de Ridder, J. A. (2004). Knowledge sharing in context: The 

influence of organizational commitment, communication climate and CMC 

use on knowledge sharing. Journal of Knowledge Management, 8(6), 117–

130. https://doi.org/10.1108/13673270410567675 

van den Hooff, B., & Hendriv, L. (2004). Eagerness and willingness to share: The 

relevance of different attitudes towards knowledge sharing. 1–20. 

https://warwick.ac.uk/fac/soc/wbs/conf/olkc/archive/oklc5/papers/d-

3_hooff.pdf 



© C
OPYRIG

HT U
PM

 

 

173 

Van Laar, D., Edwards, J. A., & Easton, S. (2007). The work-related quality of life 

scale for healthcare workers. Journal of Advanced Nursing, 60(3), 325–333. 

https://doi.org/10.1111/j.1365-2648.2007.04409.x 

Van Woerkom, M., & Sanders, K. (2010). The romance of learning from 

disagreement. The effect of cohesiveness and disagreement on knowledge 

sharing behavior and individual performance within teams. Journal of 

business and psychology, 25(1), 139-149. 

Virtanen, A., Van Laethem, M., de Bloom, J., & Kinnunen, U. (2021). Drammatic 

breaks: break recovery experiences as mediators between job demands and 

affect in the afternoon and evening. Stress and Health. 

https://doi.org/10.1002/smi.3041 

Von Krogh, G. (1998). Care in knowledge creation. California Management Review, 

40(3), 133–153. https://doi.org/10.2307/41165947 

Wojcik, M., Jeziorska-Biel, P., & Czapiewski, K. (2019). Between words: A 

generational discussion about farming knowledge sources. Journal of Rural 

Studies, 67, 130–141. 

Wallace, B. A., & Shapiro, S. L. (2006). Mental balance and well-being: Building 

bridges between Buddhism and Western psychology. American 

Psychologist, 61(7), 690–701. https://doi.org/10.1037/0003-066X.61.7.690 

Wallach, E. J. (1983). Individuals and organizations: The cultural match. Training & 

Development Journal, 37(2), 28–36. 

Wang, A. C., & Cheng, B. S. (2010). When does benevolent leadership lead to 

creativity? The moderating role of creative role identity and job 

autonomy. Journal of organizational behavior, 31(1), 106-121. 

Wang, A.-C., & Cheng, B.-S. (2010). When does benevolent leadership lead to 

creativity? The moderating role of creative role identity and job autonomy. 

Journal of Organizational Behavior, 31(1), 106–121. 

https://doi.org/10.1002/job.634 

Wang, J., Yang, J., & Xue, Y. (2017). Subjective well-being, knowledge sharing and 

individual innovation behavior. Leadership & Organization Development 

Journal, 38(8), 1110-1127. doi:10.1108/LODJ-10-2015-0235 

Wang, J., Yang, J., & Xue, Y. (2017). Subjective well-being, knowledge sharing and 

individual innovation behavior. Leadership & Organization Development 

Journal, 38(8), 1110-1127. doi:10.1108/LODJ-10-2015-0235 

 

 



© C
OPYRIG

HT U
PM

 

 

174 

Waring, J., Marshall, F., Bishop, S., Sahota, O., Walker, M., Currie, G., Fisher, R., & 

Avery, T. (2014). An ethnographic study of knowledge sharing across the 

boundaries between care processes, services and organisations: The 

contributions to ‘safe’ hospital discharge. Health Services and Delivery 

Research, 2(29), 1–160.  

Warr, P., Cook, J., & Wall, T. (1979). Scales for the measurement of some work 

attitudes and aspects of psychological well‐being. Journal of Occupational 

Psychology, 52(2), 129–148. https://doi.org/10.1111/j.2044-

8325.1979.tb00448.x 

Wasko, M. M., & Faraj, S. (2000). “It is what one does”: Why people participate and 

help others in electronic communities of practice. Journal of Strategic 

Information Systems, 9(2-3), 155–173. https://doi.org/10.1016/S0963-

8687(00)00045-7 

Wasti, S. A. (2005). Commitment profiles: Combinations of organizational 

commitment forms and job outcomes. Journal of Vocational Behavior, 

67(2), 290–308. https://doi.org/10.1016/j.jvb.2004.07.002 

Wegge, J., van Dick, R., Fisher, G. K., West, M. A., & Dawson, J. F. (2006). A test 

of basic assumptions of affective events theory (AET) in call centre work. 

British Journal of Management, 17(3), 237–254. 

https://doi.org/10.1111/j.1467-8551.2006.00489.x 

Weijermars, R., & Al-Shehri, D. (2022). Regulation of oil and gas reserves reporting 

in Saudi Arabia: Review and recommendations. Journal of Petroleum 

Science and Engineering, 210, 109806. 

doi:https://doi.org/10.1016/j.petrol.2021.109806 

Whitener, E. M. (2001). Do “high commitment” human resource practices affect 

employee commitment? Journal of Management, 27(5), 515–535. 

https://doi.org/10.1177/014920630102700502 

Wilson, F. M. (2004). Organisational behaviour and work: A critical introduction. 

Oxford University Press. 

Wittig-Berman, U., & Lang, D. (1990). Organizational commitment and its outcomes: 

Differing effects of value commitment and continuance commitment on 

stress reactions, alienation and organization-serving behaviours. Work & 

Stress, 4(2), 167–177. https://doi.org/10.1080/02678379008256978 

Woodman, A., & Jaoua, N. (2018). Obesity among male employees at Saudi Aramco: 

Trends, factors, and Johns Hopkins Aramco Healthcare recommendations. 

American Journal of Internal Medicine, 6(4), 73–81. 

https://doi.org/10.11648/j.ajim.20180604.15 

 



© C
OPYRIG

HT U
PM

 

 

175 

Wright, T. A. (2004). The role of “Happiness” in organizational research: Past, 

present and future directions. In P. L. Perrewe & D. C. Ganster (Eds.), 

Exploring Interpersonal Dynamics (Research in Occupational Stress and 

Well Being) (pp. 221–264). Emerald Group Publishing Limited. 

https://doi.org/10.1016/S1479-3555(04)04006-5 

Wright, T. A., & Bonett, D. G. (1997). The role of pleasantness and activation-based 

well-being in performance prediction. Journal of Occupational Health 

Psychology, 2(3), 212–219. https://doi.org/10.1037/1076-8998.2.3.212 

Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job 

satisfaction as predictors of job performance. Journal of Occupational 

Health Psychology, 5(1), 84–94. https://doi.org/10.1037/1076-8998.5.1.84 

Wright, T. A., & Staw, B. M. (1999). Affect and favorable work outcomes: Two 

longitudinal tests of the happy-productive worker thesis. Journal of 

Organizational Behavior, 20(1), 1–23. https://doi.org/10.1002/(SICI)1099-

1379(199901)20:1<1::AID-JOB885>3.0.CO;2-W 

Wright, T. A., Cropanzano, R., & Bonett, D. G. (2007). The moderating role of 

employee positive well-being on the relation between job satisfaction and 

job performance. Journal of Occupational Health Psychology, 12(2), 93–

104. https://doi.org/10.1037/1076-8998.12.2.93 

Wu, S.-Y., Wang, W.-T., & Hsieh, Y.-H. (2021). Exploring knowledge sharing 

behavior in healthcare organizations: an integrated perspective of the 

empowerment theory and self-determination theory. Kybernetes, ahead-of-

print(ahead-of-print). doi:10.1108/K-01-2021-0028 

Wu, W.-L., Yeh, R.-S., & Hung, H.-K. (2012). Knowledge sharing and work 

performance: A network perspective. Social Behavior and Personality, 

40(7), 1113–1120. https://doi.org/10.2224/sbp.2012.40.7.1113 

Yanbu, N. (2021). Excellence recognized. Saudi Aramco,  

Yeow, J. A., Ng, P. K., Tan, K. S., Chin, T. S., & Lim, W. Y. (2014). Effects of stress, 

repetition, fatigue and work environment on human error in manufacturing 

industries. Journal of Applied Sciences, 14(24), 3464-3471. 

Yiing, L. H., & Ahmad, K. Z. (2009). The moderating effects of organizational culture 

on the relationships between leadership behaviour and organizational 

commitment and between organizational commitment and job satisfaction 

and performance. Leadership & Organization Development Journal, 30(1), 

53–86. https://doi.org/10.1108/01437730910927106 

Yin, R. K. (1994). Case study research design and methods: Applied social reseach 

and methods series. Sage Publication Inc. 



© C
OPYRIG

HT U
PM

 

 

176 

Yu, C., Yu, T. F., & Yu, C. C. (2013). Knowledge sharing, organizational climate, 

and innovative behavior: A cross-level analysis of effects. Social Behavior 

and Personality: an international journal, 41(1), 143-156. 

Zelenski, J. M., Murphy, S. A., & Jenkins, D. A. (2008). The happy-productive 

worker thesis revisited. Journal of Happiness Studies, 9(4), 521–537. 

https://doi.org/10.1007/s10902-008-9087-4 

Zhang, X., Tang, J., Wei, X., Yi, M., & Ordóñez, P. (2020). How does mobile social 

media affect knowledge share under the “Guanxi” system? Journal of 

Knowledge Management. 24(6), 1343-1367. 

Zhang, Z., Wang, J., & Jia, M. (2021). Multilevel Examination of How and When 

Socially Responsible Human Resource Management Improves the Well-

Being of Employees. Journal of Business Ethics, 1-17. 

https://doi.org/10.1007/s10551-020-04700-4 

Zhao, H., & Liu, W. (2020). Managerial coaching and subordinates' workplace well‐
being: A moderated mediation study. Human Resource Management 

Journal, 30(2), 293-311. 

Zheng, X., Zhu, W., Zhao, H., & Zhang, C. (2015). Employee well-being in 

organizations: Theoretical model, scale development, and cross-cultural 

validation. Journal of Organizational Behavior, 36(5), 621–644. 

https://doi.org/10.1002/job.1990 

Zhou, C., Xia, W., Feng, T., Jiang, J., & He, Q. (2020). How environmental 

orientation influences firm performance: The missing link of green supply 

chain integration. Sustainable Development, 28(4), 685-696. 

Zhou, Z., Irizarry, J., & Zhou, J. (2021). Development of a database exclusively for 

subway construction accidents and corresponding analyses. Tunnelling and 

Underground Space Technology, 111, 

https://doi.org/10.1016/j.tust.2021.103852 

Zhu, Y. (2012). A review of social exchange relationship. Studies in Sociology of 

Science, 3(3), 57–61. https://doi.org/10.3968/j.sss.1923018420120303.1658 

Zou, W.-C., & Dahling, J. (2017). Workplace spirituality buffers the effects of 

emotional labour on employee well-being. European Journal of Work and 

Organizational Psychology, 26(5), 768-777. 

doi:10.1080/1359432X.2017.1358164 

Zou, W.-C., & Dahling, J. (2017). Workplace spirituality buffers the effects of 

emotional labour on employee well-being. European Journal of Work and 

Organizational Psychology, 26(5), 768-777. 

doi:10.1080/1359432X.2017.1358164 

 


	Blank Page



