CHAPTER II

LITERATURE REVIEW \q
2.1 Introduction A

This chapter consists of the review of previous literatures re 0 the study. It reviews
the overview of oil and gas demand in Algeria and glob.qllz discusses the production,

consumption, exportation analysis and issues pertaining ol S ir,dustries in Algeria. It also

discusses employees’ performance, risk perception, wor vir nMisfaY;on and further

deliberates on the relationship between work e nt satis |o’1 .{9( perception and

employees’ performance. The theoretical fra an tio@\e relevance of the

selected variables for the study are dISCUS e thg(irle Ip t velop the conceptualized

idea and relationship between work enV|ro nt tle&? an ployees performance.

A
S
2.2 Global Overview of Oil nd marﬂj Q—

&
Oil consumption, |':ke deixand ! eg@t is strongly tied to the global economic

cycle. Increase in energy copsu @ |cﬁ6§1hat the economy is improving, and drives

higher energy cos ddt, 2®orld Qﬁconsumptlon was 85 million barrels per day
N
(MBLA) in ZOOBQRM to'th }dna@tgﬁ)al Energy Agency (IEA), and is projected to rise to
(J

105 MBLA %a I| tion was projected to fall by 320,000 barrels per day

from 200 vels, and to continue K&]I (OPEC, 2014).

‘é_‘ n demand for energy decreases, so does the price of oil. The capacity of oil

@atlons to produce and the willingness of oil exporting nations to export determine the



global oil supply. In the past, the price of oil purchased by refiners rose by about 100 percent,

resulting in severe shortages in the United States (Osabutey et al., 2013). T

Despite 57 percent increase in prices in 2007, however, the q Wf oil sold by the
world's major exporters dropped by 2.5 percent in 2007. Oil demand in the world's six biggest
exporting countries (Saudi Arabia, Kuwait, Russia, and the ited¥Arab Emirates) is high.

Despite, drilling rigs, transportation, and refining network su%!’plpelmes, shipping facilities,

%Nigerian insurgents
. ®. .

and refineries, have been destroyed by terrorists a

launched assaults on key oil pipelines and deep-seafdrilling rigs in atlg.)q‘zih the spring of
2008 (Osabutey et al., 2013). 2 Yl\

NNt
2.30verviewofAIgeriaOiIandGasIndtﬁ)w ‘1 Q:é\

Algeria, a country in Norther Afrlc C ?a a&tkfaround 2,383 thousand square
kilometers territorially. It shares a b wth M cco, @\/estern Sahara, Mauritania, Mali,
Niger, Libya, Tunisia, and Me ne Iger as a population of about 40 million
people, with more than 3 I|V|n in the ba@- The country relies on oil and gas as the
backbone of its econo WhICh : r até 5 percent of the gross domestic products and

two-thirds of the tal unt ort. country has five oil refineries namely Algiers,
Skikda, Arze@w ﬁé\db

A r to the Oll & Ga Journal, the nation has five oil refineries with a total capacity
b/d (Table 2.1). Sklkda Algeria's biggest refinery is situated along the country's

coast and is Africa's largest refinery. The refinery can process 355,300 barrels of crude
d condensate per day, which is more than half of Algeria's entire refinery capacity. The
Saharan mix, which comes from the Hassi Messaoud oil resources, is processed by Skikda.
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Algiers and Arzew, Algeria's two other coastal refineries, can handle 58,100 and 75,000 barrels
per day, respectively. Hassi Messaoud and Adrar, the country's inland refln?re linked to
local oil sources and provide oil products to surrounding reglons rovides the

breakdown of the refining capacity of each refinery as follows:

Table 2.1 Oil Refineries in Algerian

Refinery Capacity Type Owner
Skikda 352.7 | Crude Oil/Condensate | Sonatrach/Naftec
Hassi Messaoud 163.5 | Crude Oil Sonatrach/Naftec
Algiers (El Harrach) 63.4 | Crude Oil Sonatrach/Naftec
Arzew 58.5 | Crude Oil Sonatrach/Naftec
Adrar 14.4 | Crude Oil CNPC/Sonatrach
Total 652.5 - -
2.3.1 Algeria’s Crude Oil: Production

\_
Algerlas r;’wajDOlQ 000 barrels per day in October 2019, according

=k

to figure 2 ps fr by ev@s month's figure of 1,020.000 barrels per day. Algerian
crude oj&uctlon data is update@NWeekly, with 214 observations average 1,176.000 barrels per
da@nuary 2002 to October 2019. The statistics peaked at 1,408.000 barrels per day in

J

08 and peaked at 775.000 barrels per day in February 2002.
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Figure 2.1: Algeria Crude Oil: Production 2002 - 2019 | Yearly |
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2.3.2 Declire in production
Qo s
This¢"epormous joil_fi hasé%ached its peak stage six decades after its creation.
Y-
Followi natrach's takeove@f the production because of the hydrocarbon industry's

nationﬁﬁon in 1971, the field underwent a series of changes that transformed it into a leading

@ production and processing complex with a gross output gas capacity of 100 bcm/year.


http://www.cecdata.com/%20Organization%20of%20the%20Petroleum%20Exporting%20Countries

The field produced 92 bcm per year at its peak in the 1990s, of which 60 bcm per year was re-

injected to relieve pressure and avoid retrograde condensation, as illustrated invki 2.2
Figure 2.2: Algeria Natural Gas Net Production, Shrinkage, Flared and Rt'g1 ion Components
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@’i‘using Annual Statistical Bulletins
N

Subjective evidence, amo n Ie% rian experts, revealed that the field,
which generated about t%&rters oumma\_l)capacity in the past, had declined and is
’ F &

facing abridged wellh ressurf \hown i ﬁgme 2.3. These estimations, although logically
bserEJ f concrete evidence. This is because Hassi R'Mel
2 9

coherent, are difficqw rive™y
¢
also serves as hr c{ll ing, processing, and cycling increasing gas quantities generated

Q‘ e
\
farthe& ell & ﬂbrti%é\he resulting marketable dry gas and NGLs to local and
r

kets. ‘8/

Ny
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2.3.3 Algeria’s Oil and Gas: Consumptionand Export

In December 2018, Algeria's oil consumption was estimated to bM\R8.8~4 barrels per
day, as illustrated in Figure 2.4. This increases over the previous &(ﬁs)ﬁgure of 407.549
barrels per day. Algerian oil consumption data is updated once ear, with an average of
188.012 barrels per day from December 1965 to December 201&@%; 54 observations. The

statistics peaked in 2015 at 424.976 barrels per day and pe em% at 26.716 barrels per day.

Figure 2.3: Algeria Oil Consumptio - Ol&&yﬂ
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N
Algerian cm&gil exports i Pbcqggbér 2018 were 571.029 barrels per day, as illustrated
L[vp evi

in Figure 2.3%5 frq} month's figure of 632.552 barrels per day. Algerian
s
Crude Oil S data is pd£ed\0§ﬁﬁe a year, with an average of 521.800 barrels per day from

Dece 1980 to December 20}8, based on 39 observations. The statistics peaked at 1,253.500

6 er day in 2007 and peaked at 181.600 barrels per day in 1984.
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Figure 2.4: Algeria Crude Oil: Exports 1980 - 2018 | Yearly |
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Also, Algeria’s Natural Gas E repo 1 46Q00 Cub m mn in December

2018 as shown in Figure 2.4. These cords de reV|ous number of 53,890.590
Cub m mn for December 2017. . Naﬁlral Ex (ﬂl data is updated yearly, averaging
29,420.000 Cub m mn from De%}her aﬁni \@n 59 observations. The data reached an

all-time high of 64,266.0%c mn |rlr200 arﬂd@cord low 0f0.000 Cub m mn in 1963.
f &
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Figure 2.5: Algeria Natural Gas: Exports 2007 - 2018 | Yearly | Cub m mn |
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\ P : Ca)
rcel WWAy. cda{%gom/ organization of the petroleum exporting countries
Son‘;&v aﬁzebp/gﬁioné:em to have been compromised, Except for gas terra,

m

)
whose A to Europe have dsc@ped (mainly because the Dutch government has capped the

0
bot

u@e super-giant Groningen gas field, which it has blamed for causing earth tremors),

her suppliers appear to have largely coped with slowing market conditions, as shown in

Figure 2.5.
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2.4 Algeria’s Oil and Gas Industry: Issues and Implications
2.4.1 Accident in Algeria Refining Sector v.
' N

Accident is an impairment factor in many types of industries. It has serious effect and
.« ,
constitutes a probable source of human loss, damage of equipment and environmental distortion.

w
-

As the oil refining industry is by its nature subject to the most hazardous industrial conditions

Ay
and by taking into consideration, a number of cases, it extreme effect cost millions of dollars.

a V7

Algeria, a major refining center with five refineries and total capacity of 652.5 barrels as
ad Y '
mentioned earlier, the risk of its major accidents is associated with the presence of dangerous

| I 9. X

substances at such quantities and under such conditions. Every year, industrial accident causes a
~N 2V 7] W
number of deaths, injuries and property losses due to petroleum refining operation (Chettouh and
A 3TN N
Hamzi, 2013). Industrial accident has become a menace to human safety i.e., Skikda refinery in
A NJ A
January 2004, October 2005 and accident of the Arzew 2007. These accidents are primarily

. XN\Y)~A

perceived as a major environmental problem but associated with socio-economic effect.

NN

For proper understanding of the situation in the Algerian oil refining sector and the size

- V1 ¥ <

of the problem, some past accidents were reviewed below, by considering the economic
J 'l
importance of the Skikda oil refinery and the absence of data on accidents in refineries of Arzew,
ANT I 4 &

Algiers, Adrar and Hassi Messaoud. Table 2.2 reveals the details as follows:

T3
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Table 2.2: Some of the accidents occurred in Algeria refining sector (Skikda)-2002 to 2013

Date Unit Equipment/ Ignition source | Primary Damage
Substance Accident —
18/08/02 | Unit 1050 - Open drain/ Gas | Contact with a Fire 1 injury + material damage
1060 hot point of the
boiler
10/06/03 | Unit 100 Heater/ Gas Flame Fire \3 Injuries
25/08/03 | Unit 100 Container/ Spark Fire aterlal damage
Acetylene +
Oxygen
19/01/04 | Unit 40 LNG Gas leak Exp I05|on 27 facilities, 74 injuries, 3 unit
are destroyed and 800 million
of damage
20/11/04 | Central Room Bitumen/ | Flame Fire x Destruction of the conduct of
Laboratory Bitumen gases and extractor
17/03/05 | Unit 1020, First cell cool Spark |re Destruction of engine,
section A tower/ \ chirgneys and wiring
Hydrocarbon & I ? \Y'
gas | S
24/09/05 | Naturalarea Pipe 22 inches/ Gas leak Product release | Soil contamination, cracking
Crude reduced > & v of pipe section and impact
N pollution
05/10/05 | Tanks 105, Accumulatl ol “Explosion :2 fatalities, 7 injuries and 6
106 ofgasv 2 D) é\ million $ of damages
06/06/06 Industrial area | Pipe/ Crude Flame .| Fire 4,\ Calcination of pipe
reduced \ ) ) D ,
09/08/06 | Plat form Brushwood Spark Fire An area of 100m” brush is
SH/ENG i ‘\\\\\? ) ‘(\ burn
24/10/07 | Unit 100 Pneumatic Spark q Fire™, " 1 fatality and damage of
transmitter/ @ instrument cables,
Naphta B, N i &)
11/06/08 Natural area Sludge pit/\ Hot point (fiery ~[Fire Shutdown of process pump,
Hydrocarbon debris), | é\ coolers and pollution
waste LN
03/04/09 | Topping 10 Valve flange/ Braking of ™/ | Fire 3 injuries, damage of pipes
Gas oil” ; “]flange and fuel and instrument cable
. release\\../
24/09/09 | Aircondition Hydrocarbo Hot point’ Fire Distraction of electrical
\Land gasd AN equipment
12/03/10 | Storage area\] Water output of| | Contact of the Inflammation Destruction of electrical cables
U) tanks/ Gas-oild | steam pipe MS electrical and transformers
e [ ) L failure
11/03/11 | Unit 100* rPlpe/ Fuel %”’ Leak in the pipe | Leak Deterioration of the pipeline
‘V » ! T]J: Y~ Pip way
22/10/12  ["Unit 30° - (:-)\} Pipe burst Leak Temporary shutdown of the
Anp,& unit
17/12/12%,| Unit 11 w Gas release Explosion 3 injuries and material damage
03/01/13 Unit 100 Heater 100-F-1/ | Burner flames Explosion 2 injuries, deterioration of
\ Naphta B and heater and electrical cables
H2
Landslide Landslide 1 fatality & 1 injury

£ 09/07/13
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This is 20 among the 38 accidents/incidents that have occurred between 2002 and 2013.

Findings also revealed that fire outbreak use to be the most frequent accident at Skikda refinery,

and mainly caused by equipment failures with a frequent involvement o?cr}k oil and LNG

(Chettouh et al., 2018). In 2019, Algerian energy experts said the explo;c?ga,nd fire outbreak at

GL1Z was the worst incident since 2004 accident in Skikda's LI\TG:compIex. The explosion

flattened a large part of the gas plant, which claimed the lives ;BO‘employees and injured 70

others. Sonatrach attributed the explosion to an accident‘z:lt a steam boiler. This accident cost
amd V'

Algeria $300 million in lost of export revenue in addition to about $1 billion that will be needed

| I 9. X

to rebuild the facility. The history of major accidents has demonstrated the diversity of risks that
~N 2V T v
companies face and the need to consider "safety" in the design and operation of high-risk
PO T N
refineries (Basheer et al., 2019). The Skikda LNG accident was the worst petrochemical plant
A NJ A
fire in Algeria, and the accident was caused by poor maintenance and poor general condition of

. XN\Y)~A

the site distribution of different units which caused domino effect and there is no perfect

= L {] :4 J
prevention, communication system on safeMi etﬁy 012).

b S
X |3 s
2.4.2 Collapse of Price % 2 0’

[
f &
The falling w| oil an
&
time of degenerathq\se urity i ipns(’)@\lorthern Africa (Escribano, 2016). The present

ral g ices has battered the Algerian economy at a

@
1
budgetary crisisshas provided ayjustification for a long-overdue rise in energy costs. The falling
of ail pric t began ﬁ}hzOMw@negative impact on nations that heavily relied on oil and
a; v
a source of revenu‘e(z?MF, 2014).

naturaK
%t a regional level, hydrocarbons are the backbone of the economy, accounting for a
e

r of GDP, 60 percent of budget revenues, and over 95 percent of export earnings (IMF,

2014). The weakening economy has not only raised concerns about the country’s capacity to
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maintain political stability, but also about Algeria’s internal security in an unstable neighborhood
(Joffe, 2015). An effective reform of the Algerian energy sector to attract ign_ investments

and increase production would require a drastic overhaul of the hy(@) n law and the
investment code (OPEC, 2016; Mebtoul, 2017). -\

2.4.3 Algeria’s Natural Gas Marketed Production \/z
Algeria’s Natural Gas Marketed Production was p@t 95,898.487 Cub m mn in

December 2018 as shown in Figure 2.8. This records ansificrease @ previous number of

~

mbher 1 o 2018, with 59

(]

94,778.450 Cub m mn for December 2017. Algeria’§Natural Gas M kiteﬁ {Wduction data is
0

updated yearly, averaging 48,400.000 Cub m m m I}s

\C v
observations. The data reached an all-time high 0%,95,898: ub n in 2018 and a record

low 0f0.000 Cub m mn in 1960. \C) &

Figure 2.6: Algeria Natural Gas Prod#ction: OP;EC;\.\Mav(et (}@@duction 2007 - 2018 | Yearly |
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It should be noted that CREG projected Algeria's domestic gas consumption at 34.6 bcm
in 2014, the base year for the above predictions, whereas the actual numb d out to be
8.4% higher at 37.5 bcm, as indicated in Table 2.3. Furthermore, the 201 &39.5 billion
cubic meters verifies the significant increase seen in previous years, 'sc?EG seems to have
overlooked. Unless ultimate demand for both electricity and gas armolled via a strategy of
strong price rises, the resultant level of almost 70 bcm in 20306\'%0 be too close for comfort

l

to present marketed output.

Table 2-3: Natural Gas Annual Demand and j tedh\wqwth
CREG projected annual demand | Corresponding Annual Average growth
from 2014 estimate (hem) by period (%)
Actual | CREG 2017 2020 2023 2014-2017 | 2017-2020 | 2020-2023
2014 base year
(bem) estimate
for 2014
(bem)
Power 15.7 14.5 159 183 214 3.1 4.8 54
Generation
Sonatrach's 7.9 7.3 10,2 12.9 13.1 11.8 8.1 0.5
transformative
industry
Other Industries 3.5 3.2 4.2 5.3 59 9.5 8.1 3.6
Utilities public 10.4 9.6 11.5 13.1 14.2 6.2 44 2.7
distribution
|_Total Demand Ky A 34.6 41.8 49.6 54.6 6.5 5.9 33
Source: CRE 5(Power qtion@hand in 2017 and Corresponding growth rate
¢
i
) L

2.5. Algeria’s Labor Productivity in Oil and Gas Industry

N N
A 5
MI\ger a's labor productiv}y dropped by 0.93 % y-0-y in December 2019, compared with
f1.41 % in the previous year as shown is Figure 2.7. The data reached an all-time high
f 8,01 % in December 2014 and a record low of -5.59 % in December 1997. CEIC calculates

Labor Productivity Growth from annual GDP per person employed. The World Bank provides
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annual GDP per person employed in international dollars. Purchasing power parity (PPP) GDP is
used which is GDP converted to 2011 constant international dollars using PPP

Figure 2.7: Algeria Labor Productivity Growth 1992 - 2019 | Yearlyt} % IC Data
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‘ N
In the lat repW%.y?geria'Ys‘_éBpulation reached 42.58 million people in June 2018. Its

unempln;&t rate remained t@éme at 11.70 % in September 2018. Monthly earnings of

Al@d at 363.38 USD in December 2017. The country's Labor Force Participation Rate
@ to 41.70 % in September 2018.
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2.6 Conceptual Framework
2.6.1 Employee Performance

Employee performance may be described as behaviors or activitiect’h\jx:e lated to the
organization's objectives, which is significant in variety of discipikas well as services
(BosNehles et al., 2013). Traditionally, the primary emphasis of empwaperformance construct

in the area of work and organizational psychology Was,iaNrformance, which is the

competence with which people execute the fundamental s ive ')r technical tasks essential

to their employment (Bos-Nehles et al., 2013). In additiomyto t k.}eudngar%q, the employee

N

performance domain consists of contextual perfo e’and cqun r&iu@e work behavior
4 X

(Bouckenooghe et al., 2013; Ohme & Zacher, . PeerQ ref%‘rglto the behaviors that

enable the technical core's ability to opeewhe organdzation '|,és\ocial, and psychological
a

context (Bouckenooghe et al., 2013). Wo

well-being is known as counterprodglva/vogd%)

A

ce cond% hat Qarmful to the organization's
r (O@ & Zacher, 2015).
¥

(7]
Employee performan iS\italL peci due to the ongoing globalization of
tio

economy; the increasing c inte‘g

esseftia
therefore e perﬁ;r Gé is ocqé:f the key indicators for teamand company performance,

o)
and coyg tly it contributes tbi't?ue productivity and competitive ability of companies.

%econd, in view of the present economic crisis, which is marked by decreased economic
wity, a larger supply of goods than demand, a decline in international commerce, debts,

bankruptcies, high unemployment rates, and poor consumer confidence, employee performance
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Is critical. Companies must reduce expenses to remain afloat in these difficult economic times,
for example, by reducing staff numbers and/or exporting labor to lo t countries.
Employees will also be urged to improve their performance levels in or hance business
performance and productivity, as well as to improve their perfora&g levels in order to

withstand potential reorganizations including staff cutbacks (M erriamster, 2013).

NV

Third, given the rapid expansion of the older wo kirWulation and the decrease in

numbers of the younger working population, emplo a@ritical for long-term
employability. As a result, a labor shortage seems t@,_be on the ho or IUQTZOOS) Also, a
smaller number of employees will be required to p m the,s or e\Q-n more — work, they

\e‘mg pop ‘ﬁ'on, such as retirement

. AéQresult, improving employee

will be responsible for rising expenses conn cted ith a

pensions, social security, and health- c H

performance in the workplace is criti I In add rgth we years, the retirement age for
employees will be raised in orde nd the ti hat r people remain in the workforce
(European Commission, 202 Th mpll wo st perform at a greater level despite

any constraints imposed dvanced age, shcl@ deteriorating health, keeping, enhancing,
&

and maximizing pe ’@e l %

&

In order @%’mr:zwh 'illen n the workplace, workers' performance must be

mamtamedg( d, f v}l ize \As a result, many methods and answers have been
suggested ious scientific d Ilnes The area of occupational health has mainly focused

on t;E jonship between health complaints and lost production owing to illness absenteeism,
& s ways to avoid productivity loss due to a specific disease or health impairment.
rous research has been conducted in this area with the goal of maintaining or improving an

employee's performance levels by focusing on their health.
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Table 2.4: Precautionary Measures on Employee’s Performance and Work Environment
Satisfaction

Concept Autho
1 Working Conditions Holdenetal.,, 2010 ; g
2 Ergonomics At Work Leyshonetal., 201
3 Safety At Work (Choudhary, 20134 Zohar, 2014)
4 Physical Activity or Healthy Nutrition (Rongenetal., wMaes etal., 2012)
5 Pre-Employment Examinations (Fenner, 2011
6 Health Risk Appraisals Kimetal., 201
\d
These interventions studies were carried out to avoid '\ﬁted injuries, illnesses, and
absences. In addition, to understand, predict, and enhance oyee'performance, the study of
work and organizational psychology has historically been cohcerped i tors :geh as employee
ability, motivation, and resources (Tho & Trang, . Work and ganlz'a"ﬂonal psychologists

£

have long been engaged in hiring and recru'ﬂg e M UtI|IZ® techniques such as

interviews, biographical data collectln\ﬁ?\l!wl Qé a persqga: ity tests to find the best
2

applicant for a position (Schmitt, 2012). Sﬁt hoﬁowere created to assess work
El—v? A

achievement and suggest areas for? lopment _t enh@ employee performance (Guion,

2011). Furthermore, training antMe 07 rammfé(f are intended to impart the necessary

information, skills, and |I|t|e§o help|the plQ@to perform better at work (Khan et al.,
) <</

2013). \ %
& §</
Unlike w, k d aniz lorlal hology, which focuses primarily on the person,
management n m s places ater emphasis on the whole work system, including

variables s k proce res, tecl’tﬁ'cal limitations, and organizational structure (Yunis et al.,

2013).“®he balanced scorecard (\lsnawatl et al., 2013), total quality management (Yunis et al.,

: |gh performance work systems (Fernandez & Moldogaziev, 2013), and pay for

mance are all tools and methods for improving employee job performance (Garbers &

Konradt, 2014).
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2.6.1.1 Task performance

A task performance may be described as the proficiency (i.e., corme\%e.) with which
one executes core work duties, and it is an important component of thu&%@ee performance. It
covers things like the amount of work done, the quality of the done, and job expertise
(Mahon & Curtin, 2013; Kim, 2014). The Task performance iydefined by Mahon and Curtin
(2013) as both job-specific task proficiency (core wo Re?i and non-job-specific task

proficiency (tasks not unigue to a certain job but requir I employees

e \T
The task performance, according to Al Ka 3) inclu pl'od.hfﬁvity, quality, and
work expertise. Core job duties may vary depen?'!n theq\. exam[}; Koopmans (2014)

defined the task performance as working , being ¢ erned%?out time and detail, and

planning. Traditional functions (e.g., dem ing,

concerns (e.g., work expertise, ¢ (e‘aforh%
(7]
performance for managers by HW%OB) A%
ol IEMRS

mr@d occupational acumen and

nd(%e{ballty) were separated into task

) 1 N
2.6.1.2 Adaptive Perfonm
| N \../
An individ 111ty t tlze provide necessary support to the job profile ina

l
dynamic work s(ﬂ}] is/referred {0 %jﬁliaptlve performance (Pulakos et al., 2000). Earlier
studies hav %k that onc he oyees derive a certain amount of perfection in their

asmgne%, they try to adapt@fattltude and behavior to the varied requirements of their job
g et al, 2007; Pulakos et al., 2000). An effective adaptive performance necessitates

es’ ability to efficiently deal with volatile work circumstances (Baard, Rench, &

owski, 2014), for example, technological transformations, changes in one’s core job
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assignment, restructuring of organization and so on. Evolutions of various new occupations as an
offshoot of technological innovation need employees to engage in fresh learni get oneself

adaptable with changes in an efficient manner (Griffin, Parker, & Mason, e}my

A

2.6.1.3 Contextual performance

\4
Although the task performance has been the custom%ﬁs of research, researchers
have come to believe that employee performance is more e‘ing prescribed work goals

(Campion, 2015). The contextual performance can be ine Mwu;%behaviors that

)
support the organizational, social and psychologi nvironment w’1ieht:ﬂ1e technical core
b4

must function (Campion, 2015). Mahon and Cur?ﬂom ed C(@éptual performance as

written and oral communication, showing @ﬂnai taini ersonat discipline, enabling peer
and team performance, supervision and%ship@

some of the skills required. E ) 0>y

)| S
&
The workers' conte erlj nces, a@ing to Koopmans (2014), include
collaborating and takin ditiopal rJ;‘ Us}honstrating responsibility and initiative,
&
interacting with peowe corhpa

ndd g with the public. Communication, effort, and
discipline, interp I co dl‘JC
span of cor@ perfor
4

responsib'fwsome ofithe Esser?mown aspects. Not only are the several dimensions linked
Ve

djng“’@ developing others are all included in the whole

.:PJ&EW]ing, problem-solving, administration, and taking
&

to the& element of Job}erformance, but they are also related to each other. Task

ce is distinct from the contextual performance, but they are highly positively

ssoclated (McDermott et al., 2013). Both behaviors have a significant impact on performance,

but they do so in distinct ways (Kell et al., 2014). The difference between task and contextual
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performance may grow increasingly blurry as the nature of today's job changes (Dhiman &
Maheshwari, 2013). Contextual actions are increasingly being needed as tasb?b;viors, either
implicitly or explicitly. In certain professions, some actions are conse' e ask behaviors,

whereas in others, they are considered contextual behaviors. —\

2.6.2 The Concept of Risk Perception T

Risk perception is defined by Karau & Williams Olw\ﬂé recognition of a hazard's
potential for harm and the estimate of the likelihood o in d@d ividual evaluations
of a hazard's significance and workers' acceptance ofithat risk were Iié‘k&?in their model,
because the risk perception has the ability to af&deg{ rates The{éé? perception is the

subjective assessment of the probability of,a spegified \esf aci:s,&'t happening, and how

concerned the individual is with the @conse

includes estimation of the probabilit)cnd the ¢ \eq.u%

al., 2004). % u &
The risk perceptioE asw im' al e&n the design and development of safety

training (Morillejo & Muno ZOQ{

identifying a brief Ii@liti that ifflue Isk perception at work.

N,
\ ¢ ‘ (-g'/
The notien of the :;jr ﬁ'or(ir)volves two factors: the magnitude of the potential loss
% NS
ili

ces. | er words, perceiving risk

negative outcome (Sjoberg et

and the pr of it gfrenc;s_ Sjoberg, 2000) in other words, the existence or not of
)

different™risk, factors and occup-e.ﬁanal accidents. This might explain why people perceive the

sa in very different situations or why the same individual might perceive risk differently

depending on when he or she is asked about it (Leoni, 2010). The risk perception is frequently to

be an important factor in risk policy matters companies (Sjoberg, 2000), as the exemplified in
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this study. It encompasses both personal and work environment-related ideas and constructs,
because to perceive it, you must believe in it (Sjoberg, 2000). Therefore, th of workers’
risk perception is important, as individuals are responsible for the risks&)' ed in the work
environment. The risk an individual perceives might have been caused-&‘hat individual, which

makes the possibility of changes to minimize or even eliminate risk factors related to individual

behavior or even in their own working conditions. : \/
Most individuals have a rudimentary grasp of @n @? provide an example
of what they perceive to be "risky conduct.” Scholarly study indicate$ t 'at'y?)é@ is no uniform
S

understanding of risk or how much risk is there in ent a(;;iv ie Becagse there are different
Y/

perspectives on what constitutes a high-rik*c/ ario, peo@e more likely to put

wﬁr here are occupational and

i/ﬁ\conduct in and out of the job.

themselves in dangerous situations, px.f\ ers in

non-occupational reasons why individuals enga \m\

According to the National Safety%
}« '@ce, and repercussions of an event. An

of unfavorable impacts, as wﬂ! e II
individual's risk percepti% k tolf. nce ;e‘t!a ine their capacity to correctly evaluate a risk

Y
in a scenario or becau a serie's vities.%
o
Risk tole@ the inabili 'i!) aetlfately perceive risk, which can encourage high-risk
_ _ e,
behavior a% |I|ty:o Vi
b

_gﬁrto distinguish and accept a certain amount of risk. It's
also conce

D AR . .
) is a c&sure of the likelihood and severity

A&

an

&

4
that a person hai) capacity to evaluate risk correctly based on the likelihood
N

of a happening and the potential repercussion of an occurrence yet is prepared to accept

ﬁ . As a result, public campaigns and workplace initiatives must address both risk
p

tion and risk tolerance in order to dissuade risk-taking behaviors.
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The ability to recognize risk variables serves as a preventative measure (Ferguson, 2001).
The notion that safety procedures represent an ideal kind of safety rather than reallife experience
is one reason why employees do not follow them. Kirscenbaum et al. (20 g: in a follow-
up research, based on interviews with 200 injured employees thahk‘olved in an accident
sensitizes workers: they have more severe perceptions of occupatWhazards and a weaker
feeling of control over those risks. Employees find it more Ming to establish effective
control in confusing work environments. Many injuries oc kTesPIt of employees failing to
follow safety measures (Bennett, 2003). This propensity is] espeeially, noticeable among

| | S
employees who do hazardous jobs. 5
£ X

The employees' perceived control over sw tes con@;ction between a safety

environment and self-reported occupatlona@ accordi pr ﬁsxa\us research (Huang et al.,

2007). To put it in another way, a good sa \Q Ieais@ better risk management and

more accurate self-reporting of E? cenn% A /ﬁtlve safety culture encourages

for thew.own sai{tﬁa performance. This research focused
on operational hazards tht ma%ose a n#atast p |@ger to oil and gas company profitability,
emphasizing the need t k ma.[@ t‘.@zprocess safety. Three major variables affect

@IOI‘Z first, the existence of the risk perception;

employees to take more responsi

the likelihood ofw

second, the perc S at;T \ﬁrlt(im the consequences; and third, perceived control over

the danger @ 19‘9

circums s, occupatlonal \ y training programmed organizational culture, and

e re@*ch(Mearns etal., 2001; Rundmo, 1996) linked working

orga%\ﬂbnal attitudes toward safety to the likelihood of injuries happening. The categories of

@

nt hazards in the oil and gas sector are summarized in Table 2.5.
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Table 2.5: Major risks to Oil and Gas Industry

Category Risk Description

Economic Commodity Price Volatility and decreases in oil or natural gas
prices leading to worsened operating results
and prospects.

Environmental Natural Disaster Natural catastrophegleading to interrupted or
reduced produgtion or industrial accident

Operational Industrial Accident Major accident or oil spill resulting in loss of
life, environmental damage, regulatory fines,
civil liability, loss of license to operate and
reputational damage.

Political Political Instability Disruption of supply due “@" war, civil war,
guecrilla attack, terrorism_ “or other political
iastability.

Resource Resource Availability  Material changes in estimates regarding oil and

gas reserves or development potential.

Source:dnstitute and Faculty of Actuaries (2016)

Despite various accidentsthat happened in gil and,gas industries, risk perceptions had not
been looked at in details espéeially in relation to employee work satisfactions and employee’s

performance especially in"Algegia. Thissis oné of the Teasons for conducting this study.

2.6.2.1 Nature of Environme ntal Risk Factors

2.6.2.1.1 Perceived Probability of Environme ntal Contamination

Marguit (2008) focused~Qm the risk perception and perceived impact on personal and
community life using 289 returned surveys; the data were examined to determine the possible
linkSbetween threat perception and the decision to engage in specific pro-environmental and

avoidance behaviors. However, the result revealed that threat perception predicted some pro-
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environmental and avoidance behaviors. Janmaimool and Watanabe (2014) carried out a study

on the nature of environmental risk factors and the findings revealed that thewkisk is based on

collective factors. \

Research on risk perception has been aimed, generally, at identifylh'g and explaining the
employees concerns associated with risk, explaining the context%gituations, identifying the
cultural meanings and associations linked to specific iskw; helping articulate policy

objectives in risk beyond risk minimization, such as i ngequity and gnstitutional trust and

reducing inequality and vulnerability, designing @B for participa ioﬁcgﬁ'joint decision

making and designing programs for the evaluati f risl:, an eme%.and organizational
Y/

structures to identify, monitor and control risks, (Olt \Sala,@iﬂ). Risk perception is

prejudiced by potential catastrophic co@es an oodgsan occurrence (Yang et al.,
2016). N A
A
> =)
Q-

: Y 4
2.6.2.1.2 Perceived Probability of Receiving Impacts

; ,
. ( 3Qe . . .
Janmaimool and e (2014) e((/ at the potential predictor variables were
perceived probabili&@viror]me\l\

conta{é‘(ation and perceived benefits from industrial

_ N | |

development. Ja 00 0‘1 qucaﬂ;)esearch of 193 employees using one-way analysis
’

of variance ( VA) which Wa: per@ed to justify the effect of individual threat appraisal

'3

and copin wsal ont enﬁagewaent in sustainable work environment behavior. The results

; NV
a

demorsK
nti ainable environment and however, the perceived severity of adverse consequences
@ by pollutants highly influenced reuse and recycle behaviors. It could be suggested that

PMT is well suited for investigating low-cost and simple sustainable environment.

that the perceivea\?obability of being impacted from pollutants influenced the
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Also, risk judgments involve judgments of probability, severity of catastrophic
consequences, and perceived control (Slovic, 1987). This result is supported Wimool and
Watanabe (2014) that the significance of employees’ variables in pret'ct risk perception

scores revealed risk perception is significant statistically. A

A’

2.6.2.2 Psychological & Cognitive Risk Factors

2.6.2.2.1 Perceived Ability to Control the Risk

~ | YV

e
Perceived ability to control the risk is done ugh the/cont If)f_\ﬂg‘gresulting from

major work accident hazards, which have the possibility of affecting’a m{j,&"part of the offshore

“risk Lé;;{{ing from the industries

in@‘the operational environment

(Thapa, 2016). (,) >\Y?
&
%

Sjoberg, (2004) argued ﬂ\ ty sys should™be designed to reduce the amount of

\
risk in different areas. E>tess and evalua qt@rable amount of risk is very difficult. It
ploy

will also vary among e ofv‘;@&/Why should risk be so important? In related
work, we found tha(ﬁ@le a

\ o I @,
been found to be% mflfnce ﬁe%&\k expectations than by positive ones.

z%' :J \R”

2.6.2.2.2 Concerns about Family Member

— Q)

asily@itized to risk than to safety. Mood states have

—— '\v
\environment, broadly defined, plays a significant role in shaping human health.

@xianding how environmental health risks are perceived by different people, in different
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places, and at different times is critical to their management (Sjoberg, et al., 2004). Therefore,

family concern matters. Y.
N

2.6.2.2.3 Previous Experiences in Facing Polluted Air

v

Nriagu et al. (2016) conducted a study with 600 participRs where oil pollution is

rampant. The findings revealed that most of the participants d direct exposure to oil in

their environment. The result further revealed that ris ptiqn in the study area was

mediated, to a large extent, by dreaded hazards (catastrophieyfears of pipehine e§o,losions and oil

N
spill fire), visual cues (gas flares and smokest@d che sgry&%aes (off-flavor in

drinking water). The exposure metrics were fo 0 b Icant ,@B’dlctors of the health

__JZ

effects and influencing factors (emotlonal f c

Chakraborty et al. (2017) us ultlvarl q'n del to extend environmental
risk perception research by expl w P entl 2@ k from exposure to industrial and
vehicular air pollutants, as th onte tual socio-demographic factors, influence

racial/ethnic dlfferences% poll w‘a It isk perception. The findings revealed

significantly hlgher rcep n tho posed to greater cancer risk from industrial
pollutants. It also Mted hat r'lnL) es the relationship between race/ethnicity and air
’

pollution ris rc “O;ps fmc&ngs highlight the need to incorporate measures of

environ Ith risk re e future analysis of social disparities in risk perception in

whlchbb\ y is taken cognlzz?f;% of.
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2.6.2.2.4 Perceived Berefits from Industrial Development

Perceived benefits from industrial development comprise one oftheQ{ ological factors
that have been widely investigated whether it is associated with percei hs (Janmaimool &
Watanabe, 2014). Perceived benefits from industrial developm %ﬂ lead to economic
incentives such as more employment opportunities and tax begeik,gl to the localization of
such oil and gas industries in such area (Dawson & John n,w. However, the urbanization
of such installation could increase CO2 emissions and e co{&” which may increase
the likelihood of climate change, species extinction, biodiversity si. i@g 2.8 represents

the Risk Management Process in Oiland Gas. 2 X

Figure 2-8: Risk Management Process

O

Identify all hazarsds with the |
\ potential to cause a major

asccident |
! identify measures in place 3 Scenarico
l to manage the hazards by | | Oeveiopment |
preventing or mimimisng
= the consequences j : .
: | Conseguence
\ Assessment | -—=
Freguency
= l Analbysis
| | | Impairment |
Identify Safety Critical Assessment
\ Elerments [(SCEs) ] including
ETREERA and
£ssA) }
Define standard of | ; | Screening
l Risk Evaluation 1 [ Crit

each SCE

performance reguired of i

i Risk

Assessment |
Review performance of SCEs : -
1o ensure continuing ! ALARD
adeguacy ] l Demonstration |

NJ

Source: Adapted from Thapa, 2016
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2.6.3 Work Environment Satisfaction

Work environment is “a work setting in which policies, procedur systems are
designed so that the employees are able to meet the organizational &and achieve
personal satisfaction in their work” (Kieft et al., 2014). In another Wor&%p lace environment
is workplace surroundings including inside, outside and in a cubicleWul, 2014). However, it
has been argued that the quality of workplace enV|ron huge effect on the job
performance and motivation (Chandrasekar, 2011). Empl i I'feel satisfied if workplace

setting is in line with their obligations (Farh, 2012). dra eM}) revealed that the

organizational settings will influence the emplo rformanc Ilus.siﬂork environment
L4 ‘Z‘ o
involves both positive and negative factors that 1nﬂue.1Q loy performance in their

workplace. 0\ ’é\

One of the key factors that co mfluen%qpl '«;{&performance is job satisfaction

N,

(Arman, et al., 2008). Fisher (20 eved'that py x@@rs are those who are productive
&
b

and satisfied with their jobs, th arll e b@( performers in the organizations. This

is because performance % to r‘e ar nd urn the rewards will create satisfaction.

Those who are co |ng n |sco and dissatisfaction are those whose job
<o
performance is a ed yt Iace &'Nlronment (Leaman, 1995). The components are
’
common feat 0 atls ct y orI&(anwronments regardless of whether an organizational
classificati hl|g8 icl ap@ach is employed to define them (Blake & colleagues,
\,
2013) ees are treated wi spect and fairness in a satisfied working environment.

0 begln with, there is obvious care and worth for everyone. Second, a satisfactory work
onment is characterized by a high level of trust between management and workers.

Employees are involved and empowered in decision-making, risk-taking, and personal and
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professional development at their companies. Third, satisfactory work environments include an
organizational culture that encourages communication and cooperation, see le as assets,
and limits decision-making to not only financial concerns, but also the i @f choices on
the organization's purpose and members. Fourth, a satisfactory work o%nment has a "feeling
tone" that encourages people to feel physically and emotionally secure. Workplaces are often

described as having a feeling of family, and there is a lot mter among coworkers and

across the company.

A prevalent feature that defines the feeling atisfactory w n Vi Tment, according
to Hoffman et al., (2014), is the sense of team or co nlty t‘ha pare Q}cross disciplines in

order to get the organization's job done. Communigation, X’worth%g nections, and collegial

e w«ééand partnerships in order to

;@satlsfactory work environments

N
3), overall better results (Kutney-

support (Paquet et al., 2013) are all im r spects

establish satisfactory work environ nts Orgami %

have more favorable work enV|r |e (Ch al.

‘C’%“

Lee et al, 2013; Van Boga 3), Ja er de@ble work environment characteristics

(Blake et al., 2013). On% r han

companies and emp{gN‘(BlalTe
work enwronmentha ere
‘ g @

I unhealthy work environments endanger

N
‘-

, 201 (-kfut the circumstances that exist in unhealthy

e]sa{%gé'nd performance.

4
rd@*to Opperman (2002), is a composite of three main sub-

Wo% wog;n nt, c

environme chnological envq‘:%&.ent human environment, and organizational environment.
Too Nment technological mfrastructure and other physical or technical components make

Q‘%hnical environment. Employees can execute their duties and actions because of the

ological environment. Peers, those with whom workers engage, team and work groups,

interactional problems, leadership and management are all part of the human environment. This
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atmosphere is created in such a manner that it promotes informal workplace contact, thus
increasing the chance to share information and ideas. This is the founda r achieving
optimum productivity. Systems, processes, practices, beliefs, and phlloso Se all part of the
organizational environment. The organizational environment is witli nagements control.
Employees will have little motivation in assisting those workers W?attempting to enhance
quality under a measurement system where individuals are paid d on quantity. As a result,
problems with the workplace environment satisfaction ha Y

pac' on employee productivity

(Bushiri, 2014).

\Y“
e,
Since late 90’s, the factors that determine ofawork env ironment he@-changed due to the

changes in several factors such as the so{e’clrogﬂ \mforg.@n technology and the
flexible ways of organizing work pro@lasun hbub%OS) When employees are

physically and emotionally fit, they e the d v?rk @thelr performance will increase.

N
Moreover, a proper Workplace nt elps red the number of absenteeism and
thus can increase the emplo erf %%nc%@éads to increased productivity at the

workplace (Boles et aI% One ﬁ‘r‘dn ol for motivating employees is praise

e

(‘D

(Kuranchie-Mensah o all| , 201 ffective project managers must learn how to
<o

cultivate this po I th rke “motivation. While oftentimes largely ignored by

managers i nt I ace pr ise has, J@;,ountless examples shown productivity.

An <hg'lssumptlon [ t Yﬁe management has the ability and the responsibility to

prov ~hg,sfactory work enwronments and conditions that give workers the best opportunity to
0‘%% well and consequently these factors will result in satisfaction and the motivation to
en higher-quality work. These assumptions have been influenced by supervisory techniques

for hundreds of years and have been supported by scientific findings over the years (Reed et al.,
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2013). Satisfactory settings are ones that welcome others in via an admissions procedure,
promising emotional, psychological, and physical safety. These three layer otection are
outlined in anti-abuse legislation, which prohibits physical, emotional, a j?:'I:)gical abuse
(Djukic et al., 2013). Many organizations do a good job of delivering level of service to the

people they serve, but not so much to the people who serve them. Swrvisory and management

staff must understand this process and assist their employees ‘IIEWIO provide them with safe

Members of staff must have a high level of physical, psycholo@i a’I, cn’c)ﬁ?motional safety
in order to work effectively. Employees are not uatel rotected Qg}not offer adequate
services. Creation of safety will aid the crea%ga sati y wo ?wronment where low-

level violence may be monitored via me@alogueu‘ S &&&Iecha 2011).

The main goal of any o Z lonﬁytiecﬁe lead in providing physically,

]
(7]
emotionally, and mentally secur: placeS\Vhe ind@ls feel secure, they can concentrate

on their relationships, which aw'fkn thi bas or sue\éss Maslow (1954) proposed that human
hey ’a uﬁ
|

surroundings in which they may give safety to others.

beings need safety after t zéjpental needs for subsistence. Human beings'
physical, psycholo \d otlo sa Is required for healthy brain development in
children (Glddln 18) II e contlnued development of social structures that

link ustogete mzip Ci |e

envwonment [ aﬂ@é term that refers to how workers view their workplace's
op% (Giddings et al.,, 2013), and it includes perceptions of leadership and management
@ues as well as organizational structures and procedures. Leaders that recognize and use

the power of participation via feedback mechanisms like as employee surveys may alleviate a lot
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of the stress that comes with working in any setting. The most important element in shifting

away from coercion and toward building welcoming and engaged workp leadership

(Bowenetal., 2011). (\

In the industrialized world, the promotion of safety in the workplace strives to improve
the quality of work life and prevent occupational injuries. Desgpite ;nstant improvements in

working conditions over recent decades, the number of acc'derWork continues to be a major

problem (Robertson & Berling, 2013). .'\d
]
k ’ ? [ I\T

2.6.4 Risk Perception, Work Environment Satisfactionand Employee’s Performance
. . ",

nce é’sgberception. The macro

ere@‘he meso level is concerned

There is macro, meso, and micro-lev% rs

level is concerned with structural or i 'ﬁ@al issu

with communal issues, and the micro@sl i5 COo \nd?v

@ividual psychological issues. At
N,

the macro- level, an organization' murq‘ltys ety re and degree of safety leadership
may have a significant impactea.individualrisk erc@ and tolerance.
S

The study of Arezes )d M.igf\e Ogtiuhich was carried out using 516 oil and gas

a@k i

and, consequent@j\?r Ipd‘su
stressed the %ﬁshi& e

studies @i clude quantitati@ariables related to the risk perception and the occupational

risk. %Exrs’ opinion about the company’s safety climate also seems to play an important role
€

6' tor.

workers argued th in places can the influence employees’ behavior

N
! . : .
grsoﬁ'@ occupational risks. However, only few literatures

th@k perception and the occupational risk. The existing
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Literature indicates an impact of work environment satisfaction on risk perception for
example, the ‘optimism bias’s (DeJoy, 2012) predicts that people who find t Ives capable
of handling and managing the risk, will underestimate the risk. The ne ﬁequences of
the risk altered employee’s performance. Also, changing organizatiom&gtting may lead to loss
of income, loss of job or decreased career opportunities (Jex & Beem%. For example, in the

health, the perception of cancer risk was identified as the perceptiomof the risk of having cancer

in the future; these negative consequences as a result 01@ a v’ork environment will alter
employees’ performance. When individuals perceive morc¥eb i seMlgey‘tze_nd to re-assess
their existing relationship with the employer a@\ thein w e’(tinid}s and behaviors
accordingly (Wong et al., 2005). As more and?'!' pquke el L%‘gexgjre about the future

employment due to organizational restructcw

utsmﬁg, bankruptcy, mergers,
X
and acquisitions (Sverke et al., 2010), this defi itel& eir_{Qormance.

N
According to Hashiguchi %Ozofrisk @ept{'(l%ﬁad a negative effect on the feeling

of safety and the proactive q*c%eha I ng §( workers but showed no significant
relationship among youn% s. Ho ;J régaa'ess of workers’ age, it was clear that the

4
feeling of safety aff'e{g@ WOI’(p

proactive work beﬂwr aff(ic
discussions, tl@ing lyp
&) 7 n)h
Hi: e

$ &y
nvir(@vént satisfaction, and that the work skills and
S

erce@ns regarding team performance. Based on these

4
significant diﬁsgegze in employees’ risk perception and their performance

S
\@ong staff of Skikda oil refineries in Algeria.

0: There is significant difference in the effect of work environment satisfaction and

employees’ performance among staff of Skikda oil refineries in Algeria.
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Hs: There is significant difference in employee’s risk perception level and work environment

satisfaction among staff of Skikda oil refineries in Algeria; and

Hi: Employees’ risk perception mediates the relationship betw&,_aén' Wbrk environment

satisfaction and employees” performance among staff of Skikda oifrefineries in Algeria,

2.7 Islamic View on Risk Pe rception, Work Environment S_at-is"'factién and Employees’
Performance

According to Quran Chapter 2 verse 195; Allahhsays:_____

“Spend in the Way of Allah and do not cast yourselves into destruction with your own
hands; do good, for Allah loves those who do good ” (AI Baqarah 2 195)

From this verse, All-Mighty explamed that He does not allow us to throw ourselves into
destruction. The meaning of destruction is an exposure to damage (Mohd Noor et al. 2018).
However, the concept of risk perception itself has been recorded in the Quran through God’s
command which means negative outcomes. In a specific context of risk, if a product or service
was exposed to damage and not being managed properly, it will face destruction. Exposing
workers to danger at work will result in unfavorable results especially in oil and gas industries.

Based on this verse, risk perception is a negative action with unfavorable outcome.

Kabuye (2017) explained that humankinds are not satisfied with what they have; they are
ungrateful. According to the Qur’an, “...For Allah is full of bounty to mankind, but Most of
them are ungrateful.” (Qur’an 2: 243). Therefore, workplace environment satisfaction has beena
major challenge in my many organizations because Quran has confirmed that environment

Nsatisfactions are inexhaustible. Howewver, firms need to engage in best practices that can
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minimize the negative influence of workplace satisfaction on productivity especially in oil and

gas industries that are prone various accidents and production processes.

N

Similarly, the impact of accidents, problem framing on workplace environment in
relation to oil and gas industries in Algeria will be mediated by risk perception. However, risk
perception is used as mediator because it affects the strength and clarity of employees’ positive

or negative perceptions of aspects of work environment satlsfhctlon and workers’ productivity.

N _ (‘ k o
2.8 Empirical Studies
2.8.1 Studies on Skikda Oil and Gas Refinery : P 4 \j(‘

In a study carried out by Dweck & Baytill : 2Q%4\\'ng mgg& review methodology,

the results showed that evacuation planﬁK 'aE} Skikda in@s ignored, and there was no
pre-determined shelter on the site %treat m\xﬂg/e ,o'\%ﬁn accident. This finding was
N

supported that petroleum industr lon 9and ort- cqenvironmental risks (Lidia, 2013).
N\
The principal envwonmental?\.;soc d_with t@etroleum industry is the risk of fluid
spill/lemission to the env t. Alt ug |5ar2;g decades the risk analysis methodologies
@

have matured, to dat h is stlll n nlversagy accepted methodology for environmental risk

assessment in um mplu lThE%averwew of pollution sources with associated
’
g

environmenta glve alo igé analysis of the causes and consequences of incidents

\,

in the petrj ndustry raham, ét-al. (2014) revealed that perceived risk is likely to increase
as the h nology use more Wlde\f? in oil and gas industry, but any public outrage is likely to be

because of perceived benefits and related forms of risk compensation for employees

d communities.
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Chettouh and Hamzi (2015) used Numerical Dispersion Model to analyze the accidents
rate in Skilda oil and gas, however, the study presented a statistical analysi all reported
accidents in Skikda refinery from 2003 to 2013 and concluded that t em of lack of
information on industrial accidents may give erroneous conclusions-&e study revealed that
regulators should review possible outcomes, determine acceptable ?Tor operations, and then
let industry carry on operations consistent with those ac ged risks. On the other,

%;

regulators should presume that risks are unacceptable, and rld that industry prove them

wrong before permitting oil and gas operations. One risk in | that public outrage
’ N
and distrust will so influence the discussion of ri tboth t c an&fhe regulators will
P 4
demand that industry prove that its operation ar e lt con busmess (London et

al.,, 2015). Chettouh et al., (2016) used hlsEMwewO\an cov& ewdence that employees

lacked safety awareness around fire prom, and\thei

i@ve the general knowledge to
effectively lead themselves to safet ﬁ ev‘e ir aqg)/d}nt at Skikda refinery. This view

was supported by previous studles that the els aﬁm all cases very paramount and range

from more than 250 mg/, m%me sp(’; of ith S@’a Bay (Benmecheta & Belkhir, 2016;
hana

Chettouh et al., 2018) Z talQ e‘.d(gmalytlcal Hierarchical Process and concluded

that there is need rove term sustalnable safety development in oil and gas
1 (O

industries. Huma e the ca(tfgammdents leading to oil accidents. The oil industry is

becommg onge re a@must make effort to improve safety performance.

b t al. (2020) carr@gvout a recent study using Bowtie Methods and Simulation

(AL odellng), however the result showed that the scenario had global effect on refineries

Q pipe was located in the red zone which means that the fire was extended to reach other
units i

in time of explosion. Dettori et al. (2020) however presented work using a cross-sectional
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study and concluded that it is imperative to articulate interventions aimed at oaring the
population objective tools to enable them to interpret the risks themselves is regard, a
fundamental role is played by adequate communication between the corr@jg odies, political
decision-makers, and the population. —\

These previous studies, focused on accident and lack of eﬁm safety awareness and
provision which call for improvement of sustainable safety de Wnt in oil and gas industries,
for human factors are the root of accidents leading to cméccifent. However, the novelty

v
of this study is crystal by the fact that, this structural analysis of oil and gas risk perception and
k l v a r\v
employee’s performance is realized for the first time in Algeria. This is due to the difficulty of
~N 2V 7] W
obtaining data on employees’ accidents in the Algerian refining sector. For this reason, the study
has limited our study to the Skikda reflnery 0\ é
=)
_\

2.8.2 Studies on Employees’ Performam

Many empirical studies Weéoaucﬁd%:m relationship between employee

performance and its predictors instanc ng ié/most widely reported predictors of

employee performance t Rwork 'nwr 83\ study demonstrated that workplace
€ 31g ﬁ.

environment factors hav éljé/respondents job performance (Naharuddin,

& Sadegi, 2013; C tudy\ ducted among 254 workers in Bristol, England,
the results sho gwee(ﬁ)work environment variables and job performance,
emphasizingst k ng,@wronment should be emphasized since it assists workers

in dom their tasks (Jayaweera, 2@%5‘;

%or research also suggested that employee’s job performance level depends on the

@of workplace environment (Naharuddin & Sadegi, 2013). Thus, when the workplace

environment is inappropriate, employee productivity and performance will also decrease. Hamid
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and Hassan, (2015) reported a weak association between work environment and job performance
in their study of 150 respondents selected from 10 government offices in M?;p investigate
the effect of workplace environment’s factors towards employees’ per: mp e. In a related
study by Naharuddin & Sadegi (2013) on 139 employees from three rﬁNorkplace of Miyazu-

Malaysia, the finding showed that workplace environment had a sig Wﬂt relationship towards

Yv

Mathews & Khann (2016) reported that wor, ir 1' has 4great impact on the

the employees’ performance.

performance level of 100 employees of a textile m facturln sec r Tndiﬁ~ In a study by
-\

Jabbour et al.,, (2013) on The Influence of onmeL;ta M nageIQent on Operational

Y/
Performance (OP) in 75 Brazilian automot Ve pan flnd revealed an adequate

1

goodness of fit, showing a positive reI o Acco et aI (2010), the physical

office environment influences emplo e functl(g te rp{%es the well-being of companies.

N
The physical work environmen omprises in t and exterior workplace layout,

temperature, comfort zone, a WO

set nge%m@, according to them.
r N
Literatures in huma edsttessed the relationship between safety and

employee performa \tu nber@ al., (2013) in a construction company on 32
building constru yee Qd!:atéd)a significant relationship. Morrow (2014) studied
2,876 empl 3&7 a‘p Iant the findings from the study showed significant

relatlonshlhbe een safety cultu&osg d nuclear power plant performance. Similarly, studies by

Hon NZOM) in a private property management performance company on 396 respondents,
a%

S

a significant relationship between safety climate and employee performance.



Longitudinal studies have reached mixed conclusions about the relationship between

safety culture and safety performance. Mearns et al. (2003) found some suppo relationship
la

between safety climate and safety performance in offshore oil and gas ins . However, the
study suffered from a lack of statistical power when the data were am&@l at the organization
level because only 13 installations were included in the studyWrelations between the
organizations’ safety climate survey results and measures of %{ and incident rates were in

the expected directions, but were not statistically significa he 1ffects were much stronger

in time one as compared to time two. Neal & Griffin (20 ngr unp level safety

climate as a predictor of safety motivation, WhICh q ently infl e!i sﬁ@y behaviors. The
4

study tested these relationships over a five- ye od, cu on t‘he/causal chain linking

safety climate to safety performance.

Study by Dar et al, (2011) n 143 e rent multinational companies

revealed a negative relatio nshlp b Job Stress ees JOb performance and showed

%wj

that job stress significantly reduce th] ployee’s é@p erformance. Job stress although has
belittling impact on a 1zat10 11[1d ual’s performance but can shape dire

:
consequences When d to ‘we are ggedtermann et al.,, 2014). The stress in work

environment redu he |nte ,em @ees to perform better in jobs with the increasing
level of stress n ing @orallze and his tendency to work well also decreases
(Dar et a 1) In aﬁ'o rflate udies, job stress has been shown as a major factor which

leads ﬁAlng job performarm%femployees (Gilboa, et al., 2008; Lepine et al., 2005). High

xhaustlon leads to decline in employees’ capability to learn new things, more

QSIVE symptoms, withdrawal, and hostility (Lepine et al., 2004). It was discovered in

research that there was negative correlation between quality of services delivered to customers
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and work-related stress, that is, highly stressed employees have failed to provide high quality
services as compared to less stressed ones (Varca, 2009). Moreover, e s, who are

responsible for customer services, report chronic stress and they perfor, y in their jobs

(Beehr et al., 2000). -\

The study by Mukama and Omondi (2010) noted that v@;e'ssive pressures, the job

demands cannot be met; relaxation turned to exhaustion a a?g!of satisfaction replaces with

the feelings of stress. However, motivation sheds aw the wi r’<ers rt losing interest in
the work and hence performance chart shows a neg ive trend. The rmans’E of individuals
also decreased when stress is caused by |nab|I|ty 0 |V|du t ntalr% reasonable balance

between family life and work life as he/she ust end \fbf t|m |s/her working (Abdi,

y

2001). Riketta (2002) did a study | abo e &b%.f job stress on employee
performance and identified that rk over :?d constralnts were significant
contributors to work stress amo oye&s S an Ies (2000) studied an association
between job stress and jo e r ee%\Q/nagers and blue-collar employees.
Therefore, the current st idges the iter re gabbfthe previous research by examining the
mediating effect of e ee rifk ptloné-Meen the work environment satisfaction and

&

employees’ perforlkce mon g foﬂ@nerles in Algeria.

G) 2.9
&
2.9 Theoreti me K é\
'4
In 5 , theoretical fraigegv.ork is the structure that holds and maintains the theories

S
that s the basis behind the study (Khan, 2010). In this study, theoretical framework was
& examine the theoretical relationship between the research variables and to the study
hesis; to justify the findings based on the concepts and approaches related to the suggested

theories for the study. Experts suggest that a logical conclusion in research reflect on the
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theories, models and concepts that are applicable to the understanding of the phenomenon that

directs the study (Johnson & Christensen, 2000).

Many theories have discussed the risk perception in the past andl:l focds- on how human
confusion and the processing of human information can cause human error (Hale & Glendon,
1987), Risk Compensation Theory (RCT) (Wilde, 1988) and Risk Behavior Theory (RBT)
(Naatanen & Summala, 1974) are examples of theories that focus on behavioral adaption and
address responses. The fundamental motivation to study the defect in subjective judgment is the
assumption that "correct” perception of risk will prevent accidents from happening because of
"managing the risks in emergency situations need a realistic assessment of the situation "(Marek
etal.,, 1985). Accidents occur when potential subjective assessments of risk sources do not match
the actual situation. When risk perception is in line with the "real” situation of human action will
be taken to avoid accident if necessary. This is the reasons Wagenaar, and Causes (2011) showed
that elimination of risk factors associated with the working conditions often has a greater impact
on the level of risk than measures aimed at reducing unsafe action. In the 60s, the study of the
risk perception arose out of the surveillance that individuals often disagreed about how unsafe
various technologies and environmental hazards were. Paek and Hove (2017) identified two
dimensions of risk perception: the cognitive dimension, which relates to how much people know
about and understand risks, and the emotional dimension, which relates to how they feel about
them. These dimensions are core to the existence of the Protection Motivation Theory as

discussed in the latter subheading.
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2.9.1 Protection Motivation Theory (PMT)

Out of the number of theories related to risk perceptions and risk%gnce, Protection

Motivation Theory (PMT) is one of the most cited (Inouye, 2014). ProSc(@motivation theory

arises from the cognitive appraisal ofa depicted event as noxious a
the belief that a recommended coping response can effectivel
aversive event (Rogers, 1975).

Figure 2-9: The Protection Motivati

T
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Employe like td d?j%nd themselves, according to this idea, when they
foresee unfav eper P%}s av0|d them, and believe they have the power to avert
them, a s d in Figlre 9 §6'me may see parallels between PMT and the health belief
mode n, et al.,, 2013), Whlch\alms that individuals evaluate variables including the severity

anger, their own susceptibility, and the potential advantages of preventive measures

deciding whether to accept a risk.
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Ovwverall, PMT assumes that there is a link between risk perception and injuries and
accidents, and that individuals will take preventive action if they are moti nd have the
authority to do so. Sheeran et al. (2013) discovered that improving ris pvﬁcomponents
(such risk perception and perceived severity) had a combined bemA@ Impact on altering
intentions and behavior toward safety. It takes time to make theWe to adopt preventive

measures in the job (Lindell & Perry, 2012). As a result, w rmalance the expenses spent

against their response effectiveness and self-efficacy (i.e., fape ncy). Personal protection

equipment (PPE) and other protective measures are fteh us en these behavior s

4

become more accepted and habitual, and as emp nderstand tlhﬂ‘[?nay take steps to

ensure their own safety. v

\/ Ilyﬁ result of a prior event, the

When employees have causes t &yerne

risk perception and usage of perso rotectl W'ne 5{?593 based on protection motive

theory (Inouye, 2014). Offshore yee@, for mpl@ho had encountered an incident in

the previous two years felt le afe d her @ng work task risks than those who had
Ilad reK/

not (Mearns et al., 2008 rs wh wbly suffered an occupational accident were

more likely to expres y ab(]ut . dousqéed ucts and workplace air quality as viewed by
Kiefer et al. (201 or ers imd Q}ntlves to protect them were heightened in each of
these instanc esu of+fir hanégncounters with accidents or injuries. The protection
motive h has 'Be uged t rget safety campaigns and has been found to be more

successfu n other approaché%c:?n reducing young adults' intentions to speed while driving
G%& Walker, 2013). In general, according to PMT, being motivated to protect one

equirés not just a good sense of danger, but also the tools and abilities to take preventative



action. Those who take greater risks are less risk conscious and lack the self-efficacy or agency

to protect themselves (Inouye, 2014).

The theory has been applied to matters within a wide range of sp ugno & Depedri,
2010). The idea was that the quality or type of motivation of a pers.o% the most important
compared to the overall amount for predicting significant outcorw as psychological health
and well-being, effective performance, creative problem so vin?ﬂdeep or conceptual learning.
With regards to performance, employees who are ivated thro thepprovision of a good
working condition both physical and non-physical have an imp s ion olﬁ'fun safety and
peace which can spur the feelings of satisfaction oopmans et 2@ This can give a

\De of %nal capablllt to learn
0 Q

positive influence on employee performanc%xelo
new skKills or to pursue their goals clearl@ etal, O
AN

With regard to this researc; mpl r'eci)@d a kind of motivation whereby

]
they become self- integrated th a\
an appealing safety policy.an nfnt C

high performance resulting taaoo ing mﬁ@ge s morale which is often interrelated with

productivity in the v@lro rLent oop etal., 2014).
N
O 10§

2.9.2 Social Exchange Theory (STE)

’ ~,
A most ipors B
m he most mporta@l)\l eoretical frameworks for analyzing employee workplace

beha%\somalexchange theory (SET) (Markos, 2010). It is the most generally recognized and

ive unct g Inorder words, it is expected that

it W i in the working environment will foster

—

ory in contemporary employee performance research (Dajani, 2015). Its ancient origins

% traced back to the 1920s, spanning fields such as social psychology and sociology (Cook

et al., 2013; Burke, 2006). Even though various perspectives on social trade have developed,
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scholars agree that social exchange entails a sequence of encounters that result in responsibilities
(Cropanzano & Mitchell, 2005). These interactions are often seen as interde t and reliant

on the activities of another person in SET (Markos, 2010). (\

The concept of workplace connections has gotten much more stu&y attention in recent
management studies than any other element of SET (Shore %;04). Certain workplace

antecedents lead to interpersonal interactions, referred to Wial exchange relationships,

according to this SET model (Cropanzano et al., 2 loyers that "take care of their
workers" develop social exchange connections, whichihave a positive pixcf. \‘T
%)
AN
In other words, the social exchange conmeetien is U'e icial and,‘gquitable transaction
between strong relationships that results i cessfql beh@for and good employee

3

performance. This line of reasoning has g lot of att most of it is based on Blau's

(1964) framework for describing sogi hang%cm sﬁb‘larkos, 2010).
) 4 43‘-:)
Meta-analytic evidence sp fol Mla is\ship between cognitive ability and job

performance. Individuals%% h cog

cognitive abilities a(:m'gj'Qbroadl
Most authors aSSL{ un i

itiv ablili&@- perform better than individuals with low

:
diﬁ@obs (Hung et al., 2017; Jackson et al., 2016)

lmechajq‘?ém of cognitive ability helping to acquire job
tﬁrr(_ryve a positive impact on job performance (Schaufeli,
>

Y-

S

*Re?archers also addressh the question whether personality accounts for performance

ces across individuals. Meta-analyses showed that the general relationships between

nality factors and job performance are relatively insignificant, but a strong relationship
emerged for neuroticism/emotional stability and conscientiousness (Kappagoda, 2013).
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However, the relevance of specific personality factors for performance varies between d ifferent

jobs (Cubel et al., 2016; Kramer et al., 2014). Y.
2.10 Research Framework :(f)

In this study, research framework is the organization of_concepts derived from the

reviewed theories. Social Exchange Theory as adopted in this,study explained the notion of

OOWCErtain workplace antecedents

re Ilons ips, according to this

workplace relationships (Hom et al., 2009; Shore et al.,

lead to interpersonal interactions, referred to as social

gl

happiness lead to better performance. Given the significance 91‘ sk perception in the oil and gas

SET model (Cropanzano et al., 2001). It backsu& idea [that Fb’y s{motivation and

\0 v
industry, and the protection motive theory % bein e fthgﬁ?st recognized (Inouye,

2014) risk perception theories, this res@d it to~create i ceptual model. People are
more inclined to protect themselves i@g fores %t @s try to avoid them, and believe
they have the power to avert them%ding‘fo thi Epot@. However, this study adopted the
framework of Janmaimool a Vhbnab M@%& the protection motivation theory in
assessing the determinan%”mrce‘gw ol aa'gas sectors. Based on this, the researcher

'y &
attempts to show th(@onnel:tl etwe%(eb
&
employees’ perfonﬁq,&e ase rev(@s literature in order to offer a clear understanding

ncepts of work environment satisfaction and
2.9

@
of the relatior@ae Fiﬁur -10 il@ates the relationship between the dependent variable
(employe %/ hé i

rformance 'né\endent variable (work environment satisfaction) and

N
mediati iables for the stud?ﬁ&?sk perception).

Ny
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Figure 2-10: Research Framework

Risk Perception i
e  Nature of Environmental \
Risk Factors
e  Psychological & Cognitive :

Factors

-

Work Environment Satisfaction

Employee Performance

o Working hours

o Job Safety & Security

o Relationship with Co-workers
o Esteem Needs

e Top Management E

2.11 Chapter Summary

In summary, this chapteNvidIM ut the global overview of the oil and
gas demand and Algeriali ;

Y
cular. Algefia’s gﬂ)and gas industry, challenges, issues, and

Task Performance
Context Performance
Adaptive Performance

d g%thustry were discussed. In all sectors of

hydrocarbon deveIQQ{Ie , SO 'and Q’l’_;%fficials should pave the way for new win-win

¢

5
scenarios andqimrati ns. h:st@_yegy may have a greater chance of correcting the

worrisome %y

NS
ies dfs (rand‘ﬁerating more diverse wealth for Algeria's future.
> o
\ spects such as thm%@rk environment satisfaction, employees’ performance as well

S %mept of risk perception were discussed. Empirical literatures were provided, the

a
@ical and research framework were also presented.
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