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Abstract

The oil and gas industry has adopted many prevalent safety initiatives to ensure a safer working
environment. However, the effectiveness of these initiatives is very depending on the organization's
safety culture. Many previous studies have highlighted the importance of Work-Life Balance (WLB)
for employees in the oil and gas industry, the problem is most acute for workers in geo-survey, who
are highly susceptible to poor WLB. Therefore, the aim of this study is to investigate the influence of
WLB on safety culture and contributing factors of WLB among on-shore and offshore geo-survey
workers. A cross-sectional study was conducted across 89 offshore and on-shore geo-survey workers
in a Malaysian oil and gas company. The study employed convenience and snowball sampling
methods, with data collected via online questionnaire survey. Data analysis was done using the Mann-
Whitney test, which was selected after a normality test. All calculations were performed in SPSS and
SEM PLS. The WLB rating for the geo-survey company is 2.74; rating for home induces is 2.73, and
the job induces 2.74. Although the level is the same, but the contributory factors for offshore workers
arise from job-induced activities. Additionally, years of experience showed a statistically significant
relationship with WLB of the offshore employees. Nevertheless, there is no statistically significant
relationship between WLB and safety culture. This research identified a low rating of WLB within
the geo-survey company and revealed specific concerns based on location and years of experience.
A failure to manage this situation could significantly affect productivity and employees’ health.
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1.0 INTRODUCTION
The safety culture came into focus after the Chernobyl nuclear reactor catastrophic disaster in 1986.

This unfavorable disaster illustrates that a weak safety culture results in high complacency, poor
communication, and a failure to prioritize safety procedures, significantly increases the likelihood

|08:02 (2025) 75 -86 | https://jestutm.my/index.php/jest | eISSN 2637-1030 |



Muhammad Rohman, et al. / JEST — Journal of Enetgy and Safety Technology. Vol. 8 No. 2 (2025): December 2025

and severity of accidents. Therefore, topics related to safety culture have garnered the attention of
various parties, including industries, government agencies, and research institutions. The term safety
culture refers to the level of organizational acceptance towards safety, where safety is given top
priority in every business aspect. In other words, the term is also known as "the ability of individuals
or organizations to deal with risks and hazards to avoid damage or losses and yet still achieve their
goals" (1).

The oil and gas industry, with activities such as exploration, transportation, extraction,
storage, and refinery, is categorized as a high-risk industry, and safety has always been a significant
concern (2). According to the International Association of Oil and Gas Producers (IOGP) Report
2021, the fatalities and injuries in the oil and gas sector are both increased from 2020 levels. The
number of fatalities surged from 14 to 20 in 2021. These 20 fatalities were resulted from fifteen
separate occupational incidents. The aggregate recordable injury rate in 2021, which includes
fatalities, cases involving lost workdays, cases involving restricted workdays, and cases involving
medical care, was 0.77, 10% higher than in 2020 (0.70). The overall lost time injury rate (deaths and
cases involving lost workdays) remained constant from 2020 until 2021 at 0.22. Five hundred eighty
lost workday cases (injuries requiring at least one day off work) were reported by participating I[OGP
member companies. Four hundred fifty-three of those occurrences involved contractors, while 127
had to do with the company. However, 20% of the instances or 114 cases, were classified as ‘slips
and trips (at the same height)’. There were only ninety-nine cases (18%) reported in 2020. On the
other hand, there are one hundred six cases, or 18% of the total, that were classified as ‘struck by (not
dropped object)’ (3).

Malaysia is ranked 4th out of 7 ASEAN countries in the IOGP in total recordable injury rate
(TRIR) of 0.43 and 3rd in lost time injury rate (LTIR) of 0.1. The TRIR 2021 of Malaysia increased
sharply from the previous year, which was recorded 0.32 (3). This indicates a decline in safety
performance in Malaysia's oil and gas sector. In order to improve the safety of the oil and gas industry,
many safety initiatives were introduced to enhance the awareness of employees, to prevent unsafe
conditions and to improve the unsafe acts (4). However, the effectiveness of these initiatives are very
relying on the organization's safety culture. Therefore, an organization must cultivate a positive and
mature safety culture.

The Work-Life Balance (WLB) is determined as a driving factor of the safety culture. Studies
have shown that adequately managing Work-Life Balance (WLB) will assist organizations to
improve their performance by increasing productivity levels, reducing overheads and turnover, and
preventing health issues such as burnout and fatigue (5). Burnout is a syndrome of chronic workplace
stress that remains unresolved until now. It is a phenomenon specific to the occupational context and
does not apply to experiences in other areas of life. Furthermore, burnout is defined by three
dimensions: feelings of energy depletion or exhaustion; increased mental distance from one's job or
feelings of negativism or cynicism related to one's job; and reduced professional efficacy (6). Fatigue,
on the other hand, can be described as acute or chronic, or both. Fatigue is ‘the state of feeling very
tired, weary or sleepy resulting from insufficient sleep, prolonged mental or physical work, or
extended periods of stress or anxiety’ (7). Boring or repetitive tasks can intensify feelings of fatigue.

Geo-survey workers are one of the professions in the oil and gas industry that are highly
predicted to have poor WLB status. Geo-survey workers refer to the individuals that perform a
systematic investigation of the geology of an area (8). The responsibilities of geo-survey workers
include leading or working on a crew and completing field work related to ALTA/NSPS surveys,
boundary and topographic surveys, hydrographic surveys, and other types of surveys (9). The job
nature separates them from family and civilization for a long period. This makes them often
experience burnout and fatigue.

Several studies found a significant relationship between WLB and fatigue/burnout. However,
the existing studies mainly focused on job satisfaction and burnout/fatigue. Although an imbalance
of WLB may cause workers to suffer from burnout or fatigue, and eventually increase the incident
risk. Nonetheless, no recent study has examined the direct contribution of WLB toward safety culture.
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Thus, there is an urgent need to investigate the influence of WLB on safety culture in oil and gas geo-
survey workers in Malaysia. This research aims to validate the relationship between WLB and safety
culture. The ultimate goal of this study is to make the workplace safer.

2.0 METHODOLOGY
2.1 Research Design

A cross-sectional study was conducted in order to investigate the relationship between independent
variables (WLB, work location, position, gender, and age) and dependent variable (safety culture)
across 89 offshore and on-shore geo-survey workers in a Malaysian oil and gas company. However,
the sample size of 89 was determined by the limited time frame for data collection and the inherent
difficulty in surveying a population within a highly professional and relatively small industry sector,
though efforts were made to enhance informational convincement by including different
organizational roles. The present study adopted a convenience and snowball sampling method to
efficiently recruit participants who meet specific criteria and are easily accessible, which significantly
reduces the time and resources required for data collection. Additionally, all recipients are encourged
to share the link with a minimum of 5 individuals within the organization.

2.2 Study Tools

The online questionnaire survey was distributed via the company's Microsoft 365 account. A total of
four sections were designed in the questionnaire. The first section serves as an introduction to the
participants, comprising the research objective and allowing participants to refuse participation in the
survey, as participation in this research is completely voluntary. In addition, the participants were
informed that their responses in this study would be kept anonymous. There is no single correct
response to the questionnaire.

The second section requires participants to complete the demographic information pertaining
to age, gender, marital status (married with children, married without children, or single), work
location (on-shore or offshore), designation (executive/engineer/surveyor, manager, senior
executive/senior engineer/senior surveyor/specialist, or senior manager and above), years of working
(less than 2 years, 3-4 years, 5 to 10 years, or 11 to 20 years), and area of expertise (Human Resource,
Health, Safety and Environment (HSE), Finance, Project Management, Logistics, Crewing, Survey,
Field Engineer, and Marine.). In the third section, the participants are required to answer a set of
questions designed to assess WLB. The measurement ratings are based on the Likert scale from
completely dissatisfied ‘1’ to completely satisfied ‘5°. The initial three questions for WLB refer to
home induce (HI) reasons for WLB, and the second three questions will refer to job induce (JI)
reasons concerning WLB (10).

The final section measures the safety culture using the Safety Culture Step Ladder Model,
which consists of seven elements: commitment to HSE and care for colleagues, balance between HSE
and profitability, workforce interest in competency and training, work-site job safety techniques, the
purpose of procedures, repercussions and feedback after accidents, and audit & reviews (11). The
ratings are on a scale from one ‘1’ to five ‘5’, reflecting from completely dissatisfied to completely
satisfied, similar to the WLB rating.

Likert scale questionnaire design was adopted due to its straightforward, easily understood
format is suitable for employees with various academic backgrounds, minimizing confusion and
preventing participant impatience. Furthermore, these results of scaling method are highly supportive
for subsequent statistical analysis.
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2.3 Data Collection and Data Analysis

Respondents were given one week to respond to the questionnaire. The participants of this survey
consist of on-shore and offshore workers of an oil and gas company in Malaysia. The implication is
to further study the current state of WLB between the two categories of workers. For the offshore
workers, the data collection was done before or immediately after their return from duty. The present
study applied Mann-Whitney test to examine the relationship between variables. Importantly, a
normality test was performed prior to the aforementioned test. All calculations were performed by
the Statistics Package for Social Science (SPSS) software and Structural Equation Modelling with
Partial Least Square (SEM PLS) software. The output statistics play an important role in forming
meaningful conclusions.

3.0 RESULTS AND DISCUSSION
3.1 Demographic Characteristics
The sociodemographic characteristics of the respondents are provided in Table 1.

Table 1: Demographic Characteristics of the Respondents (n=89)

Frequency
Characteristics On-shore Offshore (Eoﬁzl)

(n, %) (n, %) ’
Gender
Male 23 (58.9) 48 (96) 71(79.7)
Female 16 (41.1) 2(4) 18 (20.3)
Total 39 (100) 50 (100) 89 (100)
Marital Status
Married with children 25 (64.2) 33 (66) 58 (65.1)
Married without children 7(17.9) 7 (14) 14 (35.8)
Single 7(17.9) 10 (20) 17 (19.1)
Total 39 (100) 50 (100) 89 (100)
Year of Working Experience
<2 years 8 (20.5) 12 (30.7) 20 (22.4)
3-4 years 9(23) 13 (33.3) 22 (24.7)
5-10 years 12 (30.8) 12 (30.7) 24 (26.9)
11-20 years 10 (25.7) 13 (33.3) 23 (26)
Total 39 (100) 50 (100) 89 (100)
Work Designation
Executive/Engineer/Surveyor 12 (30.7) 22 (44) 34 (38.2)
Manager 10 (25.6) N/A 10 (11.2)
Senior Executive /Senior Engineer / 11 (28.2) 28 (56) 39 (43.8)
Senior Surveyor / Specialist
Senior Manager and above 6 (15.5) N/A 6 (6,8)
Total 39 (100) 50 (100) 89 (100)
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This study received responses from eighty-nine oil and gas workers, while 73% of the respondents
are working at geo-survey company. Based on gender, females only represented 20.3% of
respondents. Moreover, there are only two women who represent female employees from offshore.
On the contrary, the male workers' dominance is apparent in both on-shore (58.9%) and offshore
(96%). Out of 89 respondents, 58 respondents (65.1%) were married and had children. For those who
are married, 33 of them work in the offshore section. Among the respondents, 35.8% (n=14) were
married without children, equally divided between on-shore and offshore. A total of 17 respondents
(19.1%) declared being single.

In terms of the professional working experience, the number of respondents is almost evenly
distributed. Twenty-three respondents (26%) were recorded as having work experience in the 11-20
years range. Based on designation, the respondents included 50 offshore personnel (56.2%),
composed solely of Executive/Engineer/Surveyor and Senior Executive /Senior Engineer/Senior
Surveyor/Specialist. Meanwhile, the 39(43.8%) on-shore staff respondents are varying from
executive level to senior management.

3.2 Descriptive Statistics of WLB Status

Upon reviewing the responses of the survey, 18 answered survey responses were rejected due to the
participants not completing their questionnaires. Thus, the present study only adopted seventy-one
responses to perform the statistical analysis. The Table 2 illustrates the descriptive statistics of WLB
status.

Table 2: Descriptive Statistics of WLB Status (n=71)

Descriptive WLB Status Statistics Std. Error
Home Induce

Mean 2.7324 .08836
95% Confidence Interval Lower Bound 2.5562

for Mean Upper Bound 2.9086

5% Trimmed Mean 2.7079

Median 2.6667

Variance .554

Std. Deviation 74455

Minimum 1.33

Maximum 5.00

Range 3.67

Interquartile Range 1.00

Skewness 497 285
Kurtosis .534 .563
Job Induce

Mean 2.7418 12224
95% Confidence Interval ~ Lower Bound 2.4980

for mean Upper Bound 2.9856

5% Trimmed Mean 2.6917

Median 2.3333

Variance 1.061

Std. Deviation 1.03002

Minimum 1.00

Maximum 5.00
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Range 4.00
Interquartile Range 1.33
Skewness 1.050 285
Kurtosis .089 .563

Based on the analysis results, the WLB rating for the geo-survey company is 2.74. Nonetheless, the
rating for home induces (HI) is 2.73. The low standard deviation of 0.74 in HI further illustrates the
responses were consistent among the majority of respondents. For the job induces (JI), the rating is
counted as 2.74, and based on the confidence interval, there is a 96 % chance that the rating falls from
2.29 to 2.98. However, the standard deviation of JI is 1.01, indicating the responses of this section
are more varied.

3.3 Factors Contributing to WLB
A normality test was conducted on the data collected from the survey, with the purpose of
investigating the different factors in WLB for on-shore and offshore workers. The results are provided

in Table 3 below.

Table 3: Normality Test of WLB

Normality Test (Kolmogorov Smirnov) Statistic df Sig.
Home Induce 143 71 .001
Job Induce 232 71 .000

The normality test is conducted by applying the data gathered from the survey. This is to investigate
the different factors in WLB for both on-shore and offshore workers. However, the significant
normality test result (p-value < 0.05) showed that the data was not normally distributed. This is further
supported by the large variation in responses within the sample. Hence, the Mann-Whitney test was
applied to further analyze the data. All the details are shown in Table 4.

Table 4: Mann-Whitney Test of Factors Contributing to WLB

Hypothesis Test Sig. *P
Home Induce and Job Induce WLB

The distribution of HI is the same across Work Location .555
The distribution of JI is the same across Work Location .033
The distribution of WLB is the same across Work Location 287
The distribution of HI is the same across Work Location .555
WLB in Location and Gender

The distribution of HI is the same across categories of Work Location and Gender .814
The distribution of JI is the same across categories of Work Location and Gender .164
The distribution of WLB is the same across categories of Work Location and Gender 670
WLB in Location and Designation

The distribution of HI is the same across categories of Work Location and Designation 147
The distribution of JI is the same across categories of Work Location and Designation .169
The distribution of WLB is the same across categories of Work Location and Designation .605
WLB in Location and Years of Experience

The distribution of HI is the same across categories of Work Location and Years of Experience .087
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The distribution of JI is the same across categories of Work Location and Years of Experience .045
The distribution of WLB is the same across categories of Work Location and Years of Experience .054
WLB in Location and Marital Status

The distribution of HI is the same across categories of Work Location and Marital Status 125
The distribution of JI is the same across categories of Work Location and Marital Status 449
The distribution of WLB is the same across categories of Work Location and Marital Status 210

The Mann-Whitney test revealed a statistically significant difference in JI scores across work
locations (p = 0.033). Nevertheless, the HI (sig. 0.555) and WLB average (sig. 0.287) were
statistically insignificant. In terms of the WLB analysis pertaining to location and gender, it was
concluded that none of the components is significantly correlated. The findings were similar to the
results of the WLB analysis regarding location and designation. Another analysis for WLB was
conducted based on location and years of experience. However, the analysis showed a statistically
significant relationship between job-induced WLB (sig. 0.045) and the offshore & on-shore groups,
based on the location and years of experience. Apart from that, the analysis result of HI across location
and years of experience fails to reject the null hypothesis, implying there is no significant difference
between the groups (sig. 0.054). In addition, the analysis result for location against marital status was
statistically insignificant. Since the p-value for both JI for work location against marital status (sig.
0.125) and HI for work location against marital status is (sig. 0.449) exceed 0.05, therefore the null
hypothesis is unable to be rejected.

3.4 Relationship between WLB and Safety Culture

To identify the relationship between WLB and safety culture for a geo survey company in Malaysia's
oil and gas industry, the current study analyzed the data by using the SmartPLS Software. The
Construct Reliability and Validity analysis is crucial in developing the research model for the
relationship between WLB and safety culture. In addition, the criteria for selections are Cronbach's
alpha > 0.5, composite reliability (rho-c) >0.7, and average variance extracted (AVE) 0.5. Table 5
presents a comprehensive overview of the test results.

Table 5: Construct Reliability and Validity Results

Cronb Composite Composite Average

Variable ach's  reliability reliability  variance
Alpha (rho-a) (rho-¢) extracted
Audits and reviews (AR) 0.015 -0.033 0.541 0.380
Balance between HSE and profitability (BP) 0.497 0.460 0.743* 0.492
Commitment to HSE and care for colleagues (CC) 0.208  -0.257 0.051 0.297
Home Induce (HI) 0.385 0.371 0.707* 0.447
Job Induce (JI) 0.797* 0.815* 0.880* 0.710*
Purpose of procedures (PP) 0.752* 0.871* 0.790%* 0.571*
Repercussions and feedback after accidents (RF) 0.388 0.176 0.036 0.375
Work-site job safety techniques (ST) 0.677  0.770* 0.816* 0.601*
Workforce interest in competency and training (WC)  0.398  (0.947* 0.588 0.389

A second criterion factored into the analysis was discriminant validity. For such instances, the
Fornell-Larcker criterion was reviewed during the study. The relevant results are illustrated in the
Table 6 below.
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Table 6: Result of Fornell-Larcker Criterion

AR BP CC HI JI PP RF ST WC
AR 0.617
BP 0.077 0.701
CC -0.618  -0.211  0.545
HI -0.192  0.165 0.287 0.668
JI -0.090  0.433 -0.436  0.165 0.842
PP 0.437 0.334 -0.016  0.005 -0.153  0.755
RF -0.351  0.034 0.193 0.432 0.067 -0.200  0.612
ST -0.263  0.003 0.121 0.318 0.000 -0.134  0.294 0.775
WC -0.243  0.035 0.312 -0.000  -0.326  -0.001  0.395 0.307 0.624

Path analysis of the research model revealed no statistically significant relationship between WLB
and safety culture (p = 0.614). The Figure 1 below shows the result of the Research Model Path
Analysis.

BP_2
- 0.768 _—
=" n3so 14 ",iu.un'f* -
T ——-0.089
Iz 0.965 — —* 577
WLB Safety Culture we 2

0.077 0.121 0.056

WorkLocation Gender ¥YearsofE»moricnce
1.000 1.000 1-”?“
Work __ation Gender YearsofExperience

Figure 1: SmartPLS Result for Research Model Path Analysis

3.6 Discussion of Findings
WLB Status of Geo-survey Workers

The WLB rating for the geo-survey company is 2.74. Additionally, rating for home induces (HI) is
2.73, and the job induces (JI) is 2.74. The results imply that the employees of the geo-survey company
are dissatisfied with the current state of WLB. Such a finding is consistent with the study conducted
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by Monster.com in 2019, which reported that 49% of Malaysians rate their current WLB as average,
and constantly worry about work. A US-based security specialist found that Kuala Lumpur ranked
47" out of 50 selected significant cities with qualities that can provide a WLB working environment
and was ranked 40™ from 40 cities in the same study conducted in 2019 (12). The study index was
calculated based on work intensity, society and institution, city livability, and the impact of Covid-
19. Although the study focused on the possibilities of a city to provide a suitable environment for
WLB, but the Kuala Lumpur's ranking as the fourth most overworked city is alarming. It placed just
behind Hong Kong, Singapore, and Seoul, but ahead of Tokyo, which took fifth place. An immediate
intervention is desperately needed. Moreover, there are some other elements identified under work
intensity which include hours worked and commute per week, minimum days vacations offered,
vacation days taken, latest unemployment, multiple job holders, and paid days for parental leave.
Another study reported that 73% of employees experienced an overwhelming workload, which
eventually led to poor WLB (13).

Previous study conducted by (2) discovered that poor WLB status in UAE oil and gas
companies is a crucial factor that can influence the turnover rate in a company. Other researchers also
investigated the relationship between WLB and its effects on organizations (14). It was concluded
that employees who felt their work and family lives enriched were less likely to consider leaving.
Additionally, (15) found that the association between work arrangements, turnover intentions and job
satisfaction is mediated by work-to-family enrichment.

Different Factors Contributing to WLB among On-shore and Offshore Geo-survey Workers

Although the level of WLB for offshore and on-shore workers were found to be similar, the
contributory factors were varied indeed. In terms of offshore workers, the contributing factors
stemmed from job-induced activities. However, from the perspective of offshore workers, working
offshore often leads to a poor work-life balance. This is primarily due to their inability to return home
daily, which limits the time available for personal and family commitments. Based on the survey,
59% of respondents reported facing difficulties in enjoying their leisure, due to the offshore
environment. In addition, 54% of them mentioned facing difficulties in fulfilling family
responsibilities, and 59% of respondents claimed that professional tasks negatively affect their private
life. This indicates that employees generally prefer WLB because they have more time for self-
development and family.

The findings are supported by Randstad's study that found 40% of employees define WLB as
the time spent on family, and 39% of employees perceive WLB is the flexibility and personal time
during the weekend night (13). A survey conducted by Monster.com discovered that 66% of
Malaysians perceive WLB as not working on weekends and 54% of respondents relate WLB with the
ability to leave the workplace on time every day (16). Working offshore means the employees have
to work daily, and they often face limited flexibility for personal time. In this case, although the
offshore employees have completed their shifts, they still cannot return home.

Designation

Work designation was found to be statistically insignificant to WLB for the geo-survey company,
including offshore or on-shore. This result differs from the previous study conducted by (17) which
found that higher-level positions in non-oil and gas workers led to better work-life balance because
they had higher income and work flexibility. This finding could be attributed to several factors. Even
though workers have a higher work designation, they cannot fully experience the rewards of their
hard work in their family lives. In addition, the work system of the oil and gas sector is generally not
flexible.
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Gender

Gender was proven to be statistically insignificant to WLB for the geo-survey company, including
offshore or on-shore. The high p-value indicates that there is no statistically significant difference
between the groups. However, pervious found that female employees have 72% higher expectations
for WLB (13). Several potential reasons may cause this finding, including salary inequality, family
duty and gender biases. Moreover, the limited number of respondents also can lead to this contrasting
result. In fact, there are only two female respondents who answered the survey questionnaire,
representing the offshore worker.

Years of experience

The analysis revealed years of experience were statistically significant to WLB for the geo-survey
company for offshore employees. According to the result from SPSS Pairwise Comparison for
offshore employees with 11 to 20 years versus offshore employees with less than 2 years’ experience,
no significant difference between these two groups was found. The p-value obtained was 0.22.
Furthermore, the mean value for offshore employees with working experience of 11 to 20 years is
2.40, while the offshore employees with less than two years is 3.08. The SPSS Pairwise Comparison
revealed offshore employees with more working experience were generally dissatisfied with the
current WLB status. On the contrary, offshore employees with less than two years’ experience were
the most satisfied with their WLB.

Regarding the onshore employees, it was found that employees with 5 to 10 years of
experience recorded the highest level of satisfaction in terms of WLB. The finding is in contrast to
the offshore groups in similar years of experience. For instance, offshore employees with 5 to 10
years of experience showed the highest level of dissatisfaction with their WLB. On-shore workers
with 5 to 10 years of experience recorded the highest level of WLB satisfaction overall. Hence, it is
concluded that seniority based on work location is crucial to WLB. However, this phenomenon may
be attributable to the welfare provided by the organization.

Marital Status

The marital status was found to be statistically insignificant to WLB in the geo-survey company,
including both offshore and on-shore. In fact, 72% of Malaysians are more interested in attractive
salaries and benefits rather than WLB (13). Employees within the range of 5 to 10 years of experience
are typically young growing families; thus, demanding more income and job stability is a common
aspiration.

The findings of this study are consistent with (18), which found no significant differences in
work-life balance among four worker categories (single, married without children, married with
children under 18, married with children over 18. These findings could be explained by the age of
children and the employee's marital status did not have a strong impact on these four samples' levels
of work-life balance. Additionally, the presence of a spouse, a minor or dependent child, and
employment status of the respondent group reflected a significant variation in household or childcare
responsibilities. Nevertheless, it does not result in notable differences in the work-life balance
perceived by unmarried employees.

Relationship between WLB and Safety Culture in the Geo-survey Company

Apart from that, the study discovered no significant relationship between WLB and safety culture.
The finding contrasts with prior studies that claim WLB is critical to employee health and safety.
Employers who encourage their workers to develop a good balance experience fewer injuries and
encounter an increase in safety compliance (19). Organizations that minimize interference between
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job and family life lead to a 38% reduction in injuries, while high interference has the negative effect.
Likewise, a worker's positive perception of the safety climate was associated with a 32 percent
decrease in injuries (20).

The negative results of this study could be attributed to several factors. Firstly, the existing
studies were conducted in countries where WLB accepted commonly, unlike Malaysia, which ranked
50" among 50 countries. Thus, the WLB and safety culture expectations had already been well
established in those countries. In Malaysia, WLB is still lagging behind. However, Malaysian- based
companies are still actively looking for an opportunity to create WLB currently, without realizing
that WLB can affect safety culture. From another perspective, the scope of safety culture is vast, and
the method to measure the safety culture is ambiguous. Genuinely, there is no specific method to
measure safety culture.

In contrast to prevailing studies that typically focus on multiple organizations or select a single
country, the data of present study is only collected from a single organization and considered as a
case study. It was found that the WLB rating for the selected company is low. In this circumstance,
the acceptance of WLB as part of the Safety Culture could not be identified. A poor safety climate
can induce the organization to fail to identify critical safety matters, executing unsuitable HSE plans
and HSE tools, eventually resulting in wider disparities in maturity. Moreover, the survey results are
not ideal. This implies a specific issue for the organization.

4.0 CONCLUSION

In conclusion, the present study identified a poor WLB condition within the geo-survey company.
Home and work related concerns were further examined as the driving factors. Notably, the finding
is consistent with other studies related to WLB in Malaysia (9,15). In addition, the primary results of
present study indicate that work designation, gender, and marital status were all statistically
insignificant predictors of employee WLB. A similar lack of significant relationship was found
between WLB and safety culture. However, years of experience were found to be statistically
significant to WLB, specifically among offshore staff. By referring to this study, the geo-survey
company can implement more specific programs to resolve the poor WLB situation. Creating
awareness of WLB will not be adequate to generate solid benefits. Thus, a continuous effort is
required to propel the change and integration of WLB in the organization.
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