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ABSTRACT 

 

 

Employee happiness has increasingly become a vital in oil and gas industries. When 

people are happy, they tend to work better, they stay at their jobs and also they produce 

better quality results than the unhappy employees. The United Arab Emirates (UAE) 

is seventh among the largest natural resource in the world and seventeenth-largest 

natural gas reserve. In recent years, industries including oil and gas experienced 

economic challenges brought about by changes happening in the world market. 

Consequently, the level of happiness of the employees may somehow be affected. 

Happiness is a necessity for any high-functioning workplace not only oil and gas 

industry pose a great challenge towards happiness of employees. Study on employees’ 

happiness has recently gained much attention due to its importance on organizational 

studies and the effect it has on overall performance of the employee, but in oil and gas 

industry, it is still not fully explored. This research aims to investigate and critically 

assess domain factors that affects happiness of employees in the oil and gas industry 

in Abu Dhabi, UAE. In addition, this study intends to examine the relationship between 

level of happiness and productivity in the said sector according to the demographic 

profile of the respondents. A survey used to gather data results from present employees 

of Abu Dhabi National Oil Company (ADNOC), one of the largest suppliers of oil all 

over the world. Results are calculated using IBM Statistical Package for the Social 

Sciences (SPSS) reveals that there is a significant relationship on the level happiness 

of oil and gas industry employees in relations to productivity in Abu Dhabi, UAE when 

grouped according to profile. The outcome of the study aims to help improve one’s job 

for the betterment of performance and productivity level in an oil and gas industry and 

determine what satisfy an employee due to happiness in one’s career and profession. 

  

PTTA
PERP

UST
AKA
AN 
TUN
KU T

UN 
AMI
NAH



vii 
 

ABSTRAK 

 

 

Kebahagiaan pekerja semakin penting dalam industri minyak dan gas. Apabila orang 

gembira, mereka cenderung bekerja lebih baik, mereka tetap bekerja dan mereka juga 

menghasilkan hasil yang lebih berkualiti daripada pekerja yang tidak berpuas hati. 

Emiriah Arab Bersatu (UAE) adalah ketujuh antara sumber semula jadi terbesar di 

dunia dan rizab gas asli terbesar ketujuh belas. Dalam beberapa tahun terakhir, industri 

termasuk minyak dan gas mengalami cabaran ekonomi yang disebabkan oleh 

perubahan yang berlaku di pasaran dunia. Akibatnya, tahap kebahagiaan pekerja 

mungkin terjejas. Kebahagiaan adalah keperluan bagi mana-mana tempat kerja yang 

berfungsi tinggi, bukan sahaja industri minyak dan gas menimbulkan cabaran besar 

terhadap kebahagiaan pekerja. Kajian tentang kebahagiaan pekerja baru-baru ini 

mendapat banyak perhatian kerana pentingnya kajian organisasi dan kesannya 

terhadap prestasi keseluruhan pekerja, tetapi dalam industri minyak dan gas, ia masih 

belum diterokai sepenuhnya. Penyelidikan ini bertujuan untuk menyiasat dan menilai 

secara kritikal faktor domain yang mempengaruhi kebahagiaan pekerja dalam industri 

minyak dan gas di Abu Dhabi, UAE. Di samping itu, kajian ini bertujuan untuk 

mengkaji hubungan antara tahap kebahagiaan dan produktiviti di sektor tersebut 

mengikut profil demografi responden. Kaji selidik yang digunakan untuk 

mengumpulkan hasil data dari pekerja Syarikat Minyak Nasional Abu Dhabi 

(ADNOC) sekarang, salah satu pembekal minyak terbesar di seluruh dunia. Hasil 

dikira menggunakan IBM Statistical Package for the Social Sciences (SPSS) 

menunjukkan bahawa terdapat hubungan yang signifikan terhadap tahap kebahagiaan 

pekerja industri minyak dan gas dalam hubungannya dengan produktiviti di Abu 

Dhabi, UAE ketika dikelompokkan berdasarkan profil. Hasil kajian ini bertujuan untuk 

membantu meningkatkan pekerjaan seseorang untuk peningkatan prestasi dan tahap 

produktiviti dalam industri minyak dan gas dan menentukan apa yang memuaskan 

pekerja kerana kebahagiaan dalam kerjaya dan profesion seseorang. 
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CHAPTER 1 

 

 

 

 

INTRODUCTION 

 

 

 

1.1 Research Background 

 

 

Employees are considered the most valuable asset of today’s organizations by both 

human resource practitioners and academicians. To keep the best employees in the 

organization, companies try their best to keep employees satisfied or happy with their 

jobs. Highlighted as one of the most important drivers of continuous improvement, 

employees’ level of happiness or satisfaction is commonly believed to bring about 

increased productivity and thus satisfied customers. But there have been contentious 

debates about whether happy employees are productive employees, or vice versa, as 

companies contemplate about the effects of employee level of happiness and, in turn, 

its impact on productivity. 

Weiss and Cropanzano (1996) referred to the search for a link between 

employee level of happiness and employee productivity as the “holy grail” of 

organizational behavior research, and the happy-productive worker hypothesis has 

been the subject of extensive research (Judge et al., 2001). The overarching theme 

behind these studies is that employees who are happier with their jobs are also better 

performers on their jobs. Positive attitude constitutes the total happiness disposition of 

a certain individual especially for most employees working in an organization whether 

it is an optimistic mood, good social relationship, passive mood.  
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It is also believed not only as an emotional feeling towards something but also 

a general factor towards happiness. There are countless studies that shows not only the 

relationship between job happiness and employee performance but also it plays a 

significant controller of such. It affects the psychological well-being of employees 

allowing them to be more productive and active at work and which most organizations 

take mental health of their employees of significance. What happiness can bring 

towards employees not only in their work but in their careers as a whole are higher 

level of motivation and productiveness resulting to improved and enhanced job 

performance which can help them achieve a lot towards their professions. In the long-

run, this positive attitude towards their work brings more satisfaction and tends to 

lengthen the employees’ term of service.  

 Majority of research evidence demonstrates that employees who experience 

high levels of happiness also score high on productivity. Studies conducted since the 

1980s show links among employee happiness and satisfaction, productivity and 

corporate financial success. This means that employees who are happy in their jobs 

tend to work harder and are more motivated in their work, which leads to greater 

productivity. Many previous studies have discovered that happy employees are highly 

satisfied employees and are productive ones (A. G. Miner & T. M. Glomb, 2010). The 

bottom line of all these reasons is grounded on happiness. It is a psychological factor 

that allows an individual to respond to an environment that has a positive and 

appreciative environment that recognizes their worth. Most employers consider happy 

attitudes of employees more than other attributes because it can positively affect their 

work.  

Even before, happiness and job performance are explored in many studies not 

only academically but in an actual organizational research for industries. The 

Hawthorne research is a classic example of the relationship between happiness and job 

performance which reveals that employees with positive well-being and are happy 

have higher tendency to perform well at work. It was also proven from other 

management research that happy workers are the workers with high performance, 

which is also true among workers who are less happy are not the good performers. 

Thus, it only goes to show that happy employees are interconnected with job 

productivity. Some characteristics of happy employees are always reporting on a daily 

basis with lesser leave of absents and are staying for a longer period of than compared 

to those that are not.  
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Being happy in the workplace is a strong feeling of being connected and 

participative which mean they can perform better every day they report for work. Thus, 

employers have the important role to play in keeping their people happy in order to 

ensure a productive organization that have high morale and beyond willingness to 

improve their work. It can be summarized that happiness and job performance is 

positively related (Abrahamsson, Graziotin, Fagerholmy & Wangz, 2017). 

 Notwithstanding the abstract idea of happiness, employee happiness levels do 

not cater on emotional value, but on pay scale, working conditions, nature of job, etc. 

(Quinn, 1979), which implies that this measurement structure lead to weak or 

inconsistent findings (Fisher, 2003). For example, even among meta-analyses, findings 

are somewhat inconsistent. In an early meta-analysis, Vroom (1964) reported a median 

correlation between employee happines and productivity of 0.14. Furthermore, 

Iaffaldano & Muchinsky (1985) reviewed 74 studies and reported a mean corrected 

correlation between the two variables of 0.17. In contrast, Petty et al. (1984) reported 

a mean correlation of 0.31 from their meta-analysis. Judge et al. (2001) estimated an 

underlying correlation between the two variables of about 0.30. Although all these 

analyses suggest at least some positive relationship between employee happiness and 

productivity, there remains disagreement on its magnitude. 

 One key element for companies that seek an increase in productivity is to find 

out what makes employees happy or satisfied with their jobs. In a review of research 

into the happy/productive worker thesis, Cropanzano and Wright (2001) argue that in 

such studies, employee level of happiness has been inconsistently operationalized as 

the presence of positive affect, the absence of negative affect, and lack of emotional 

exhaustion. They suggest that, although some of these constructs may be correlated 

with productivity, others factors may not hold as much.  

 Theory Y management suggests that happy or satisfied people will be more 

productive, and many empirical findings support this concept. For instance, Bolger 

and Schilling (1991) found that employees who were more prone to negative emotions 

were more likely to use contentious interpersonal tactics and thus provoke negative 

reactions from co-workers. According to Cropanzano and Wright (2001), less happy 

employees are more sensitive to threats, more defensive around co-workers, and more 

pessimistic. Conversely, happier or satisfied employees are sensitive to opportunities, 

more helpful to co-workers, and more confident. Indeed, depressed or demotivated 

employees are more likely to display little energy or motivation, which may lead to 
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mediocre output. 

 In addition, Judge et al. (2001) found that when the correlations are 

appropriately refined for sampling and measurement errors, the average correlation 

between employee happiness and employee productivity is a higher 0.30. In addition, 

the relationship between employee happiness and productivity was found to be even 

higher for complex or professional jobs than for less complex jobs. Thus, it appears 

that employee happiness is predictive of productivity, and the relationship is even 

stronger for professional jobs. 

Moreover, happiness has long been used over the decade in economic 

perspectives. It was being characterized and measured in terms of various parameters 

that is being categorized as subjective, evaluative and affective. Each have different 

means of measuring happiness depending on the need or how it is being viewed upon. 

Through these measurements, researchers, employers, evaluators, psychologists can 

identify how and why people are happy about and how it can be used as an instrument 

to uplift their lives, and as to this study, focus which is on the issue of organizational 

success itself. Thus, although there are many ways to measure happiness based on how 

it is being viewed, the final analysis rests on how organizations satisfy the employees’ 

emotions, moods and attitudes since these are the factors that cause employees to be 

happy at work. In effect, happiness is related to productivity. As many studies from 

the past shows significant relationship between the two, the reasons are still a mere 

happiness. As employees become happy, they also become more productive.  

On the contrary, unhappy employees have shown no care for the quality of their 

work. Many employers and organization should therefore consider the level of 

happiness of their employees especially in an oil and gas industry where happiness of 

employees is found to be high. Every individual or organizations aims for happiness. 

Positive feedback can only be obtained by good communication and relationship of 

employers with their employees which is being exchanged with positive and 

productive attitude (Ahmed, D., Clark, L. A., and Tellegen, A., 2010). In UAE, oil and 

gas industries are found to have happier employees more than any other industries. 

One of the factors of happiness for example is pay structure. In the said country, high 

salaries are provided to oil and gas industry employees, which was manifested to be 

the highest among other neighboring countries in the Middle East (Saudi Gazette, 

2013). Unfortunately, the report does not consider other sources of happiness among 

employees; it is only limited to the salaries paid to employees, which they believed to 
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be the only measurement of happiness.  

Therefore, this research aims to investigate and identify the factors affecting 

happiness of employees in the oil and gas industry in Abu Dhabi, UAE. Specifically, 

this study will examine the happiness of employees in the said sector and its relation 

to the level of productivity employees given on their jobs despite the challenges 

happening in the sector. Among the personal attributes that will be explored in this 

study include the age, gender, education, nationality while the organizational 

characteristics of employees that will be studied include the income, tenure of work, 

work environment and achievement.  

Given the lack of research studies that explore the topic on employee happiness 

within organizations, specifically in the context of the oil and gas sector in the UAE, 

this study will serve to benefit companies in terms of providing insights on how happy 

and presumably ‘productive’ the employees are in the oil and gas industry in the United 

Arab Emirates. Employee happiness has increasingly become an interesting concern 

to organizations not only for oil and gas industries. Having a clear understanding and 

identity of the factors that affect the happiness of employees and to be able to 

appropriately apply the knowledge to increase employee’s happiness and moreover to 

increase their productivity (Andrew, S., 2011) is the ultimate objective of this study. 

There are various sources of happiness among individuals especially in the 

workplace where it could lead to a prosperous source of success and growth for both 

employees and the company itself. It can be monetary or non-monetary in nature 

depending on the personal and social requirement of an individual. Once attained, the 

product of it can be more promising especially by means of productivity that can give 

a slipped of affluence and triumph for success (Abdul-Jabbar, A.N., Almsafir, M.K. 

and Mahdi, O.R., 2012). 

Many studies have found a significant relationship between happiness and 

productivity of an employee which result in a positive outcome, with happier 

employees and increased productivity. For this particular study, the proponent will 

focus mainly on specific factors that may affect the productivity level of employees as 

a result of their level of happiness across various aspects of rewards and recognition, 

responsibility, promotions and work environment, while being employed the oil and 

gas company in Abu Dhabi, UAE (Al-Ahmadi HA., 2002).  

To many companies, happiness of employees is basically one major factor of 

success and being able to provide happiness has a long-term impact on the 
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sustainability and development of the business in terms of growth and expansion. 

There is no losing side for many companies to invest highly on the monetary or non-

monetary needs of their employees because companies are the foremost beneficiaries 

of good performance and high level of productivity among employees. As an employee 

feels elated about his job, he prefers to report for work everyday, accomplish more, 

collaborate effectively, and produce more than what is expected compared to those 

that are not even singly happy with their jobs (Amabile, T.M., Barsade, S.G., Mueller, 

J.S. and Staw, B.M., 2005).  

With the demands of work in an oil and gas company especially in Abu Dhabi, 

UAE, many workers are susceptible to feel burnout on the job and tend to be less 

productive. Even though employees start off with feelings of happiness when they 

work in the said sector, the state of weariness and exhaustion get the better of them in 

the long run. However, motivation and determination to perform well increase their 

level of productivity because they become well engaged and appreciated in their jobs 

(Austin, 2009). 

The oil and gas industry is the backbone of the United Arab Emirates economy, 

which accounts for more than 30 percent of the country’s total gross domestic product 

(GDP) and employs thousands of local and foreign workers. Based on 2017 estimates, 

the United Arab Emirates ranks seventh globally in terms of its oil and gas reserves 

and holds approximately 97.8 billion barrels of proven oil reserves (approximately 6% 

of the world’s oil reserves). Of the country’s seven emirates, Abu Dhabi, the capital, 

dominates the production of both oil and gas, holding approximately 96% and 94% of 

the country’s reserves, respectively (Boehm, J. and Lyubomirsky, S., 2010).  

The fluctuating market position of oil and gas companies in UAE and the 

uncontrolled global movements of oil prices affects how companies deal with their 

organization especially with respect to their employees. As oil prices become weaker 

as compared to previous decades of oil prices, revenues and earnings are severely 

affected, putting downward pressure on labor and employment in oil and gas industry 

where jobs were put on hold or existing positions being declared redundant. As a result 

of falling oil prices, increase in employee salaries and benefits programs were shelved, 

leaving employees less motivated while others opt to avail of various options such as 

taking leave of absence, no work shows, or even worse, changing and leaving jobs 

(Caporale, G. M., Georgellis, Y., Tsitsianis, N., and Yin, Y. P., 2009).  
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 Given the above scenarios, knowing whether or not employee’s level of 

happiness in the workplace promotes productivity has important implications for 

management and strategies for workplace improvements. Despite considerable 

research on the subject, there remains uncertainty as to whether happy or satisfied 

employees are indeed more productive (Wright & Cropanzano, 2004). Researchers 

have suggested that inconsistent findings linking employee happiness and productivity 

may be due to inconsistent measurement (Brief & Weiss, 2002).  

 As mentioned earlier, employees are the most important resource of an 

organization. Hence, how employees feel about the work they are performing and the 

outcome of their work directly impact an organization’s performance and its stability 

(Milliman et al., 2008). It is a commonly accepted fact that if employees are highly 

motivated and proactive, they will do whatever is necessary to achieve organizational 

goals and to address any potential challenges in the interest of the organization. 

 

 

1.2 Problem Statement 

 

 

Abu Dhabi National Oil Company, also known as ADNOC was established to take 

over the responsibility of refining operations of Abu Dhabi UAE. As a state-owned 

enterprise, ADNOC is engaged in all phases of the oil industry and is one of the ten 

largest oil companies in the world It has a complex and intricate holding company 

structure involving equity links with large Western oil enterprises. Abu Dhabi is the 

largest of the seven states that formed the United Arab Emirates (UAE) in 1971, and 

it is the heart of the UAE's oil industry. ADNOC accounts for at least 90 percent of the 

100 billion barrels of oil reserves in the United Arab Emirates. The company operates 

two refineries; three oil production companies; the Abu Dhabi Marine Oil Operating 

Co. (Adma-Opco) for offshore exploration and production; Abu Dhabi Gas Industries 

Ltd. (Gasco), a natural gas production company; two maritime transport companies; 

and many other subsidiaries in the oil, gas, and petrochemical industries. ADNOC also 

provides gas and electrical power for local consumption as well as desalinized water. 

In January of 2017, a fire broke out at one of the facilities located at the 

ADNOC refinery in Ruwais (Oil and Gas Journal, 2017), causing major damage to one 

of the refining units and resulting in significant disruption to operations that affected 
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its processing capacity. Although the incident was brought under control and no 

casualties reported, this unfortunate circumstance highlights the correlation between 

employee satisfaction or happiness and employee productivity. Many issues arising 

within an organization can affect every integral part of it as a whole. Employees form 

part of the organization and as such fuel the engine of growth of the company. Since 

they facilitate major organizational functions and processes, they have to be well 

appreciated (non-monetary) and compensated (monetary) properly.  

In this specific study, the researcher aims to determine the employees’ level of 

happiness in relation to productivity in an oil and gas industry. Considering the 

employees’ major role in the organization, the company has the major responsibility 

in ensuring employees’ positive outlook towards their jobs by ensuring that the 

company is a happy place to work with in the first place. By providing happiness to 

employees, the company can secure employee’s loyalty and dedication to work. Thus, 

this study aims to arrive at determining how happiness of employees relates to their 

level of productivity, contributing to the body of research on increasing employee 

happiness as a means to improve productivity and enhance organizational 

performance. 

 

 

1.3 Research Questions 

 

 

The following research questions are formed based on the background that was 

discussed above. Specifically, this study aims to answer the following research 

questions: 

1. What is the demographic profiles of the respondents in terms of: 

1.1. Age 

1.2. Gender 

1.3. Civil status 

1.4. Education 

1.5. Nationality 

1.6. Number of years in service 

2. What are the domain factors of happiness among oil and gas employees that 

boost level of productivity? 
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3. What is the level happiness of oil and gas industry employees in relation to 

productivity in Abu Dhabi, UAE? 

4. Is there a significant relationship on the level happiness of oil and gas industry 

employees in relations to productivity in Abu Dhabi, UAE when grouped 

according to profile?  

 

 

1.4 Research Objectives 

 

 

Generally, the objectives of this study is to determine the level of happiness of oil and 

gas industry employees in relations to productivity in Abu Dhabi, UAE Specifically, 

it attempts: 

 

1. To determine the demographic profiles of the respondents in terms of age, 

gender, civil status, education and number of years in service. 

2. To determine the domain factors of happiness among oil and gas employees that 

boost level of productivity. 

3. To investigate the level happiness of oil and gas industry employees in relations 

to productivity in Abu Dhabi, UAE. 

4. To analyze the relationship on the level happiness of oil and gas industry 

employees in relation to productivity in Abu Dhabi, UAE. 

 

 

1.5 Research Scope 

 

 

The scope of the research focuses on the identifying factors that affect employee’s 

happiness in the oil and gas company in Abu Dhabi. The data gathered will include 

employees from rank and file to supervisory level of Abu Dhabi National Oil Company 

(ADNOC). The respondents from the middle-low level of the organization such as 

technicians, engineers, and other field and non-field workers greatly represent the oil 

and gas industry and are also directly affected and are susceptible to change in the 

organization. This means that any change in the company may affect the level of 

PTTA
PERP

UST
AKA
AN 
TUN
KU T

UN 
AMI
NAH



10 
 
happiness of employees, in general, in a positive or negative way. The research locale 

of the study is at the ADNOC refinery in Abu Dhabi. UAE. The researcher will use a 

descriptive research design and quantitative research method in the form of a research 

survey tool that will aid the researcher in finding the necessary information from the 

participants’ responses and observations related to the problems of the study. 

 

 

1.6 Significance of the Study 

 

 

This research is expected to contribute to the following beneficiaries of this research: 

 Employees. Results of the study will help improve employee’s job for better 

performance and productivity level in an oil and gas industry and determine what 

factors satisfy an employee arising from happiness in one’s career or profession.  

ADNOC (Abu Dhabi National Oil Company). Generally, the findings of the 

study will help improve and develop motivational recognition for employees that need 

a positive outlook in order to perform well in their jobs and produce the needed output, 

or provide more than what is required for a job. 

Companies and other organizations. To improve financial and economic 

perspectives in the industry by sustaining long-term employees and minimize the cost 

of acquiring new ones, saving funds that can be invested in the hiring, training and 

development of totally competent individuals later on. Findings from the study could 

help develop the business amidst many challenges in the global market that may affect 

the condition of the workforce at large. Furthermore, the study findings could enhance 

good relationship and communication within the organization and instill positive 

behavior in the workplace.  

Future researchers. To aid in support for future research studies pertaining to 

the level of happiness of employees in relation to their productivity that will help in 

the resolution to the problems of the organization and come up with an effective 

research recommendations and policies on employee happiness and productivity. 
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1.7 Definition of Terms 

 

 

This section provides definition of the terms used in this study, and the following are 

operationally and conceptually explained to aid the readers for the better understanding 

of the topic. The following are the definition of terms according to their utilization in 

this research study: 

 

Happiness. The state of being satisfied and productive in a job normally comes 

with a positive emotions, moods and attitudes towards a particular job.  

Oil and Gas industry. An industry that processes the exploration, extraction, 

refining, transporting (often by oil tankers and pipelines), and marketing of petroleum 

products.  

Employee. An individual who works to earn money for a living. 

Productivity. The amount of output performed by an employee with his job. 

Rewards and Recognition. Refers to the additional or extra compensation 

given to employees for performing well in an organization especially by carrying out 

greater productivity more than what their job requires.  

Responsibility. Refers to the ability of employees to own their work and seek 

immediate completion and commitment to their duties.  

Promotion. Refers to the advancement or progress in a job position or salary 

of an employee usually due to good performance in terms of productivity and 

happiness shown in one’s job.  

Work environment. Refers to the characteristic of organization that an 

employee works for, attributed to physical conditions such as office temperature, or 

equipment such as personal computers. It can also be related to factors such as work 

processes or procedures.  
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1.8 Organisation of the Thesis 

 

 

This thesis consists of five chapters, a summary of each is as follows:  

Chapter 1 covers the overview of the study. It introduces the area and 

background of study. It provides overview of the broad problems in education which 

led up to this particular paper, and provides an argument for doing this particular study. 

It describes what the study will do according to the objectives. It also describes the 

contribution of the study that will make it through the broad literature when it is 

finished. 

Chapter 2 is the related literature that covers the related literature and studies. 

It briefly introduces the major topics that are being reviewed in the chapter, the 

combination of the literature to gain deeper understanding on the topic and critical 

evaluation of the literature. It also discusses the significance of past research and how 

it relates to the study. 

Chapter 3 is research methodology. It discusses the method of study, sample 

and population, include type of sampling used, criteria for selection, process of 

selection, the sample selected, sampling issues, and the population from which the 

population was drawn, the questionnaire and data analysis. 

Chapter 4 is the results and interpretation; it includes the reflection on results 

and provides the original insights about what the results mean. This chapter also 

articulates how the results support the findings of previous studies. 

Chapter 5 includes the summary, conclusion and recommendation. It briefly 

summarizes the purpose of the study and research questions, and discusses future 

research that is needed because of the findings in the study.  

 

 

1.9 Chapter Summary 

 

 

There are many consequence (positive or negative) of happiness to employees. This 

chapter provides glimpse of these positive and negative effects of happiness to 

employees. Also, this chapter gives idea on the recent events happening in oil and gas 

industry that may affect the happiness of employees working on the said industry. 
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Moreover, this chapter explains the aims of the study which is to study the level and 

the domain factors that affect the happiness of employees in oil and gas industry 

specifically in Abu Dhabi, United Arab Emirates. 
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