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Saturation divers work and live under high physiological and social demands for weeks on end. Even though physiological research has contributed insights to the work conditions of saturation divers, research on the qualities of the divers' psychosocial work environment is lacking. This study aimed to explore which job demands and resources are viewed as characteristic among saturation divers working within an isolated and confined environment. Based on data from 6 in-depth semi-structured interviews, template analysis was applied to map unique characteristics. By using the theoretical framework of the job demands-resources model, we found that the work environment in saturation diving was characterized by shifting demands and big contrasts, requiring adaptability in each individual diver. One major demand described by the informants was an unpredictable future, somewhat due to the changes in the oil and gas industry. Another important demand was the conflict between family and work/leisure when committing to work for extended periods in isolated environments. The monotony that characterizes the work environment is a challenge that must be managed. High wages, periods of leisure, and a prestigious job provide external motivation, while personal resources such as mental endurance and flexibility, a willingness to learn, and keeping up small personal routines, may benefit the divers' mental health. This is also affected by the quality of team climate—with features such as being sociable and considerate, having a dark sense of humor and having trust in one another.
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INTRODUCTION

Divers have played an important role in the development of the offshore oil and gas industry in the North Sea since its beginning. The diving activity was necessary for the implementation of the industry and has contributed to societies economic income. Accumulated research has led to an improvement in saturation diving procedures. Today, saturation diving can be performed safely and efficiently, but there are still many questions to be answered (1). A knowledge status on offshore diving (2) indicates that most research on saturation diving to this day are physiological studies investigating how the human body reacts to, or adapts to living and working in an extreme hyperbaric environment [e.g., (1–6)]. Yet, there is a shortage of studies investigating possible psychological effects of this type of diving (2). Saturation diving was introduced in the North Sea in the 1970s [(7), p. 47–50]. Because the divers don't return directly to the surface, saturation diving requires a comprehensive support system, including pressurized living chambers, diving bells, and life support systems usually installed on a Diving Support Vessel (DSV). The pressurization, or the so-called “blowdown”, takes place in the saturation chambers on the DSV, where the pressure is increased to match the pressure they experience at working depth. This system is where the divers live when they are not working on the construction site on the seabed (1), and is therefore equipped accordingly. On the vessel, many people serve to support the life and work of the divers in the pressurized chamber system, including dive managers, dive supervisors, life support technicians, and life support supervisors. These people control what the divers do in the water and the chamber at all times, what they breathe, what they eat, supply them with personal necessities, etc., to keep them alive and comfortable on very few square meters (7, 8). As explained in Kiboub [(9), p. 2] the divers are usually organized in four teams of three men, each team on a shift of 12 h overlapping the other teams, whereas, they live together in three or six-man chambers, depending on the DSV. The teams rotate to ensure continuous “in-water” work activity.

At or near to the seabed the divers perform tasks such as assembling, maintaining and disassembling offshore rigs, wells, and pipelines (10), and tasks that require more precision and maneuverability than a remotely operated vehicle (ROV) can manage, e.g., hyperbaric welding tasks (1). Though saturation diving is a very procedural and carefully planned job, divers must also get around challenges, such as lose bottom material that can reduce the visibility to near zero in extreme cases, as well as ocean currents giving the divers additional physical strain (11). The maximum duration the diver stays saturated in the North Sea is 21 days in the Norwegian sector, and 28 days in the UK sector down to depths of 180 meters of sea-water (msw) (12, 13), including the time needed for decompression back to surface pressure.



WORKING IN ISOLATED AND CONFINED ENVIRONMENTS

Abraini et al. (14) characterized the work environment of saturation divers as physically and socially extreme. Physically, because the divers are exposed to an increased pressure related to the depths of the dives. Heliox is the preferred gas in saturation diving, since hyperbaric air has higher breathing resistance and can induce nitrogen narcosis. In deeper dives, below 180 msw, the divers are at risk of developing high-pressure nervous syndrome (HPNS) a neurological syndrome characterized by headache, tremor, vertigo, nausea, and moderate changes in cognitive functioning (1, 2, 14). Socially, because saturation diving requires long-term confinement in saturation chambers for weeks on end, the environment in hyperbaric saturation can be boring due to the lack of stimulation, absence of privacy, and social interaction with a restricted number of people, as well as a reduction in the satisfaction of basic human needs such as feelings of personal significance, and need for affection (14).

The saturation divers' work environment can be described as an isolated and confined environment (ICE), wherein the divers experience prolonged isolation, and confinement. ICEs exist in different forms, e.g., deployment on nuclear submarines, long-distance sailing voyages, underwater laboratories, polar expeditions, and long-term missions in outer space (15). Psychological studies on humans living and working in such environments for extended periods of time have provided a greater understanding of how environmental, individual, and social factors influence human behavior. In such environments, the living and working conditions of the ICEs provide a natural laboratory for studying human behavior. Studies like these are important in order to promote successful adaptation and wellbeing, as well as minimizing potential negative consequences of living, and working in these “unnatural” environments (15).

ICE-related research on submarine missions have listed stressors such as lack of privacy, interpersonal tension, scheduling, assignment of duties and leadership style, as well as homesickness and feeling isolated (16). A review by the NASA Human Research Program has listed, amongst others, experience, emotional stability, motivation, job satisfaction and adaptability as personal factors needed in order to cope with stressors in ICE environments. On the team level—group identity and common cultural and personality traits are indicated as preferable (17).



PSYCHOSOCIAL WORK ENVIRONMENT AND THE JOB DEMANDS-RESOURCES MODEL

The quality of the psychosocial work environment has been shown to be important for the individual employees' wellbeing, productivity, and health (18, 19). One model that balances the negative and positive job characteristics and comprises a broad definition of psychosocial work environment is the Job Demands-Resources model (JD-R model). The JD-R model is a heuristic and flexible theoretical framework that considers how job characteristics influence individual wellbeing and work performance. This is done by integrating motivational and stress research. The model implies that physical, psychological, and contextual factors of the psychosocial work environment can be categorized into two broad categories, job demands and job resources (20). The resources and demands may be located in social and interpersonal relations, the tasks that are performed, in the individual employee, or in the organization at large. The combination of these two categories leads to two fairly independent psychological processes that influence employees' performance and wellbeing: a health impairment process and a motivational process (20). The health impairment process assumes that in poorly designed jobs, the job demands function as initiators of a process of health impairment fostering burnout or physical or psychological strain. Whereas, job resources initiate a motivational process, hence fostering growth, learning, and development (21).

In the JD-R model, the job demands are defined as psychological, physiological, social, or organizational aspects of the work situation that requires skills or effort. Examples of job demands are high risk perception, heavy lifting, and interpersonal conflict. Meanwhile, the motivational process assumes that the job resources are described as the factors that contribute to reducing physiological and psychological costs of the job demands; by helping the employee achieving work goals, and stimulates to personal development, learning, and growth (22–24), and may generate work engagement and organizational commitment (23). Examples of job resources may be the perceived job control, social support from colleagues or management, and performance feedback. The model assumes that high job demands and limited job resources can result in burnout as this form of working conditions lead to an undermining of employees' motivation and depletion of energy (25). The relationship between the job demands and resources and work engagement has been shown not to vary significantly. Hence, the JD-R model can be used irrespective of the type of occupation (23), for instance saturation diving.

The work environment in saturation diving consists not only of the job characteristics related to the procedural tasks performed on the seabed, but it also includes periods of living in a confined and isolated saturation chamber system with their colleagues. When pushing the boundaries of human experience, as it's done with the living and working conditions of saturation diving, it is reasonable to believe that there are challenges involved that are different from those encountered in “common” occupations. Psychological studies on commercial saturation diving are scarce, and the aim of this study was to use the framework of “The Job Demands-Resources Model” to map the demands and resources that is prevalent among saturation divers. This leads up to the research question: “Which unique demands and resources are viewed as characteristic among saturation divers working within an isolated and confined environment?”



METHODS

The present study follows a qualitative and exploratory design suited to obtain an in-depth account of individual's own unique experiences and perspectives (26), as well as rich descriptions of unique events, and giving voice to views that are rarely heard (27).


Informants

The informants were recruited by snowball sampling, where one of the participants functioned as a ≪gatekeeper≫(28) for access to the other informants, with a primary focus of obtaining insight into the working conditions for today's commercial saturation divers. Numbers provided through communication with the industry indicate that there are around 250 commercial divers in the North Sea during a year. Our sample consisted of six male certified commercial saturation divers with an average of 14 years (range 9–17 years) of experience of saturation diving. The sample consisted only of men due to a vast predominance of males in the saturation diving industry. The informants were all actively diving or had been saturation diving as their main source of income the last years. Due to the transparency within the very small community of saturation divers, further personal information about the informants is not disclosed.



Data Collection

Before the data collection, the study received approval from the Norwegian Centre for Research Data. In all, six in-depth interviews were completed following a semi-structured interview guide (29). The interviews lasted ~80–90 min and were conducted over a period of 2 months (November 2020 to December 2020), all recorded using a digital voice recorder. Due to the COVID-19 pandemic and the fact that the informants were in different countries the interviews were carried out digitally using Zoom Video Communications. The interviews were divided into different topics. To get a thorough contextual understanding of the working day as a saturation diver the first part of the interview revolved around the diver's experiences and background and their general everyday working conditions (e.g., their motivation for becoming a saturation diver, years of experience, type of tasks performed, etc.). Further, the questions aimed to get an understanding of the specific job demands the divers face in their daily lives, and what kind of personal and job-related resources are helpful to master challenges and demands of their working life (e.g., issues relating personal characteristics to master this line of work, different type of challenges, social cohesion, etc.). Furthermore, the interviews were recorded and transcribed. Transcriptions were done thoroughly and as “true” to the audio file as possible (30) to avoid overlooking valuable information or statements. Transcriptions were done word-for-word (verbatim), including non-verbal utterances (e.g., pauses and irony, etc.), and indications of striking words.



Analysis

The data analysis was carried out using Excel and Word (31) to structure and analyze the data systematically, as it comfortably handles large amounts of data. This was done in line with the steps of Template Analysis (32): familiarization; preliminary coding of data, clustering emerging themes, defining an initial coding template, applying the initial template to further data and modification if necessary, and finalizing the template into the full data set. The method was chosen because it allows for definition of some themes in advance of the analysis, together with a flexible coding structure that allows for an in-depth exploration of the richest aspects of the data (33). Hierarchical coding is a key feature of the template analysis, and the coding process is often done according to predefined themes. For this study, the a priori coding was done based on the two broad themes of demands and resources, using the JD-R model (20). The data was coded line-by-line (34), bearing in mind a potential adjustment or expansion of the initial template if needed, while remaining open to the data. After applying this initial template to the first three interviews it seemed befitting to proceed and finalize the analysis based on these two themes. Further, passages and paragraphs were reread and sub-themes and concepts related to the higher-order themes were revealed. When comparing the codes from the different interviews some themes and concepts were mentioned frequently, whilst others were disclosed more indirectly. Due to the different nationalities of the informants, some of the citations chosen to validate the findings of the study were translated from the spoken language into English by the researcher.




RESULTS

Compared to “regular” 9-5 jobs, saturation divers start a job assignment when stepping onto the dive support vessel (DSV) and end when they return to shore. Except for the time the divers spend working at the construction site on the seabed, the rest of the time is spent with their team either in transport and preparation and/or eating, sleeping, and living on very few square meters in the chamber for 21–28 days. A working life as a saturation diver, therefore, encompasses a lot of different factors. One of the informants highlights the breadth of the factors affecting how the divers experience their job:

It's almost like a psychological experiment having three to six men living together in 8-12 square meters for four weeks. I think all the psychosocial factors are… they should be shed light on. Not only the diving but related to the personalities… It's an equation of many factors… The personalities of the divers, the different work environments, the diver's point of view, diver welfare, the different contractual relationships you work under, if you are a full-time employee or freelance, if you can provide for your family or maintain your daily life. They all affect the way you experience your working day or your perception of the job.

In the following, the categories described to be unique to the psychosocial work environment of a saturation diver today are presented. As the categories in the following section are highly related to one another, they should be viewed as dynamic rather than exclusive entities. The categories will be presented in line with Table 1, keeping in mind the findings are related to the main template; demands and resources.


Table 1. Potential stressors and demands/protective factors and resources.

[image: Table 1]


An Unpredictable Future

Although all the informants in this study had succeeded in making saturation diving their primary occupation, it became clear that the future in saturation diving is somewhat unpredictable. They explain that this line of work is challenged with a lack of predictability concerning future assignments, as well as the uncertainty of the future of saturation diving. This unpredictable future was considered to be one of the main challenges affecting the working lives of the divers.


Job Insecurity

The global supply and demand of fossil fuels highly affect the working situation of the saturation divers. During the interviews, it became clear that low oil prices and the current trend toward less use of fossil fuels leave the divers feeling insecure about their future in the industry. Most saturation divers in the North Sea are day raters, there are few positions, and many divers are eager to do this job. Three informants emphasize the high salary as a factor that contributes to their perceived job insecurity.

Yeah, so basically, it's the current trend toward a… to not use fossil fuels. That puts tremendous pressure on our industry. And it's made people feel very insecure about their line of work. Because… and then obviously you get something like the Covid comes along where work is slowing down as it is, and this has made it.. this year for me financially has been terrible. So really it's probably to do with common… people's perceptions of what we do. I mean, you must have read about Norway's oil shame, so you know ultimately the oil has given this country so much, and a lot of us are very proud too. So…we often meet people who are very against what we do. And that is always a concern. The trend, I mean I'm flying with SAS today, and they are talking about electric planes, you know so.. you look into the future and you see this is.. you are always going to need divers. It's a different work. But saturation diving is very much orientated towards oil and gas, and the reason why it's been successful and well paid is because oil is worth a lot of money. But if people stop using it, and oil is not worth any money you know you are no longer… I wouldn't take a pay cut to do the dangerous job I do, the reason is that it's decent pay. (…) So it's a concern for all of us, is the fact that you know people are used to living on good money. We call it the Greta Thunberg experience.*laughs*

The work environment of saturation diving was also described as very competitive, especially when the crude oil prices are low and there are few assignments. Since most saturation divers are not on contracts and therefore not secured a position on the DSV there is a lot of pressure to perform, especially for the young divers.



Lack of Predictability

The saturation diving industry is project-based. Compared to other offshore businesses there is no regular crew change in saturation diving. The different national regulations, the depths of the sea, and the different clients would make a regular crew change very expensive and less efficient. Therefore, when the divers leave the DSV after an assignment and return home, they often don't know when they are expected to work again, or whether they are coming back at all. All of the divers interviewed in this study pointed to the lack of predictability in assignments to be one of the main challenges of their work situation, and that assignments often are sprung on them.

For me the biggest challenge… It must be the insecurity…, not being able to plan… The unpredictability, not insecurity. The unpredictability of the work situation. Not being able to plan ahead. (…) We've never been able to plan a holiday.




Family-Work Conflicts

Another major challenge most of the informants experienced was balancing this line of work with family life. As mentioned above, foresight in assignments seemed to be a challenging factor also affecting the work-home balance negatively in terms of not being able to plan when you have time off and preparing the family before new assignments.

So I guess… they tend to spring the work on you as well, they tell you we are going to work in a week, so at the end of the week you start getting ready and they delay it a week. Aah… and you are like Jesus Christ… you know what I mean because when they are putting your life on hold and you told your kids… I have to tell my daughter. I say to her sweetheart, I'm going back to work next week and I‘m trying to mentally prepare her. And she goes like “dad, are you going back to work?”, I say “oh no I am home for a week” and then the next call it's back on again.

Other challenges regarding the work-home balance mentioned in the interviews were difficulties adjusting to life at home after an assignment, being away for weeks at a time, and missing out on life events such as birthdays and funerals. The informants also mentioned that stress to the family/work balance has forced many divers to quit their jobs or ending marriage/relationships because doing both did not harmonize.


Family as a Resource

Although the strain of balancing family and work-life was mentioned as a major challenge, three informants also mentioned their family or life partner as a resource in balancing their work-life as a saturation diver in terms of giving the life back home some structure, as well as receiving support.

Uhm no… I think when I first started it.. how can I say. Meeting my wife was a really important step to managing my work-life experience. I have a Norwegian wife, and I think without her my life would be very different. She has been quite a rock, or a hand break even. I don't know if you spoke much about it, certainly when I started… take a 20-year-old male and lock him away for 28 days in a chamber with other men. All they are going to talk about are women, cars, and how much money they are going to make. And then take him out of that chamber with a substantial amount of money and send him home. He has got no wife, he has got no kids, it's the middle of the week and you can imagine how destructive that can be. You know you have been locked away, you are not yourself. I'm telling you. You don't do any… as a diver when you get out of that chamber, it takes you a week until you are thinking right again. You know you can be really snappy, you can be very aggressive. Some people, you know, I certainly see a lot of obsessive-compulsive behavior amongst divers and certainly… I have experienced it so as I've got older it's gotten easier. Certainly having a stable home-life is a massive help. But I would say that the thing is with diving you get a lot of free time and you've got a lot of money, and that is not always a good thing. I feel personally I manage it well now, you know my home life is incredibly busy with *number* children, and yeah my wife and I spend a lot of time together. I don't… you know… I feel like when I am away, that when I am at home I want to be with my family so… that's good but I have colleagues that are totally opposite. They come back and they spend most of their leave drinking and yeah not living a healthy lifestyle, so it's a real mixed kind of… (…) I certainly know guys that don't manage it well. Like I said, a big part of it is a stable home-life.




Monotony

Another major challenge to this occupation is the monotony of living in the chamber system. One of the informants compares the working life to Groundhog Day (a movie where a weatherman finds himself living the same day over and over again). The informant explains;

It's like Groundhog Day, every day in there is the same. There are very few highs and lows. (…) The faster the time goes mentally, the better.

Being able to handle the monotony is considered necessary in order to last in this profession. He continues;

Every day in here is a Monday. Monday morning every day. And when I am back home every day is a Saturday, sometimes a Friday. That's how I see it. You need to handle the monotony. If you can't handle that, you won't last very long, at all.

To fill the time in the chamber, the informants spend time reading, watching movies on the iPad, or sleeping. As one of the divers explains “There is an offshore saying; more sleep, less trip.” Three of the informants explained that they have been studying both bachelors' and masters' degrees during their off-time in the chamber in order to make the time pass, and to have a plan B or a way out of the industry.



External Resources

Some external resources, namely high wages, long periods of leisure, and the prestigious appraisal of the job, appeared to be important for the decision to become a commercial saturation diver and to sustain this line of work.


High Wages and Leisure

Historically, commercial saturation diving is known for its high wages. During the interviews, it became apparent that the high wages were considered an extremely important factor in the divers working life. All the informants in this study mentioned high wages as one of the main reasons for becoming a saturation diver, along with the long periods of leisure.

Hehe, the money and the leisure. That's about it. That's the reason I started diving in the first place. Working offshore where the money is good, and you have a lot of time off. As easy as that. That's my motivation.

After several years in the saturation diving industry, wages and leisure appeared to be the same two factors considered to be the best part of this occupation. Most of the informants also mentioned excitement as a factor when deciding to become a saturation diver. Yet, compared to leisure and pay, the excitement is not as present as it was in the beginning, or not even present at all. Two of the informants also mentioned money as a factor making it difficult to change course in terms of career path.



A Prestigious Job

Further, another factor described in the interviews was the inaccessibility of saturation diving. It became clear that it is challenging getting a job in saturation diving, so getting a job offshore was prestigious.

Becoming a sat diver was quite prestigious at the time. Especially in low circles, if that makes any sense to you? It was more… 50/50, the economic side was a driving force, if it was a badly paid job no one would do it, but it was the kind of yeah…, it was a hard job getting a well-paid job as a saturation diver. There were divers and there were DIVERS. If you made it in the North Sea that was quite a big deal, so yeah.




Personal Resources and Coping Mechanisms

Among personal qualities important to succeed in this profession, or to endure the high job demands they are constantly exposed to, three personal resources or coping mechanisms were considered useful; mental endurance/flexibility, the interest in learning and forming personal routines.


Mental Endurance/Flexibility

The informants described their work environment as not only physically but also mentally demanding. Five informants compare saturation diving with the military. Three informants reported that many divers obtain their certificate as saturation divers, don't come back after their first assignment. They point out that this job is not suited for everybody. When describing the personal resources important in saturation diving, five informants mentioned mental endurance or flexibility, or even being mentally detached as helpful in managing the strain of the rough work environment.

You've got to be robust, you know you can't be… it's not the place for soft people or you know… You need to be tough, it's a little bit like the military in that way, you need to be physically and mentally durable, I'm not saying you have to be super tough or super fit. But I am saying… you have to be durable, you have to be able to tolerate… you have to have endurance – mental endurance. You have to be able to put up with shit that you wouldn't put up with in normal life, and you have to not be.. yeah… I'd say that the best characteristic is being durable.

Further, two informants highlight mental detachment or the ability to shift the focus away from potential dangers in the job and being away from their families for a prolonged period as useful in managing this job.

I usually tell people who want to start sat diving to leave their brain on the outside, what I mean is you can't think about your family or worry about getting injured.



“Keen”/Interested in Learning

Being interested in how things work, willingness to learn, curiosity, or being “keen” are described as a personal characteristic often seen in the divers, as well as a characteristic the divers prefer in their colleagues.

Being curious… you know, interested in learning. Always trying to figure out how things work. I see it in many of my colleagues, as well as in myself. I remember when I was a little boy and I got something for Christmas this year I got this pinball machine… a small one. There was no time to sit down and play, the first thing I did was take the screwdriver and start to pick it apart bit by bit to see how it really looked like. And when I have talked about this to my colleagues, many of them are like “yeah I did that too”. Being curious in doing everything, because you have to sort of… There is always something you have to learn.. always something new…You have to want to know how things work and.. yeah the curiosity, I think, has to be the most important characteristic.

The informants also explain that even with the saturation diving courses you are not fully educated. To become a good diver and earn the other divers' trust you need to understand what you are doing, and if you are unsure, you always ask a more experienced diver. One informant also mentions that those who are not interested in learning everything usually don't make it in this industry.

You have to ask questions! Don't think about trying to sort things out on your own. Never be afraid to ask! Everyone… There are so many things to this job that you have to learn. If a new diver doesn't ask any questions… I'll start to worry.



Forming Personal Routines

Two of the informants pointed out that many saturation divers tend to make up their own routines in the chamber as a coping mechanism. These routines become very important for a good work situation; at times maybe too important if they don't manage to stick to it. This remark was confirmed by two of the other informants describing their own small, but very important routines in the chamber, or bringing their own equipment to work. Whether or not the informants were able to perform these routines were explained to potentially determine if the day was going to be good or not. The same routines were considered insignificant in their daily lives at home.

I think… you know one of the key things is everybody has these little sorts of routines that can be quite important when you go in sat, and things like personal space so… in our system you've got a small box in the living area, that's your space you know, and I think that can be quite important… that you sort of manage that well. And that everybody respects that, but yeah no it's all these small things, really. I like… I try to make myself less reliant on those things. Sometimes you can become a little too focused on it and if one of those things isn't there, it's like the end of the world you know. If like… if I run out of sort of cardamom tea or whatever, that can be a big one so I got to make sure I've got enough of that. So yeah that is really it's being able to do the small things I think that makes you feel that you're not missing out on huge chunks of your life.




Team Climate

As the divers live and work closely for weeks at a time it's not surprising that the team composition of the assignments was argued to be a very important factor in their work situation. The composition of the dive team was described as having the potential to be either a demand or a resource. Small things that would not annoy you in the beginning, can become quite frustrating after weeks in isolation.

When you have only been there for a week, things are still easy. The fourth week on the other hand. You have this guy biting on the spoon or eating with his mouth open. You want to kill him, you know. Ultimately, it's the small things you do, like in a relationship, that either make it or break it.

The informants explain that the teams are carefully assembled by the diving supervisor and offshore construction manager (OCM) to be as even and efficient as possible. Three informants point out the difficulty of assembling teams that everyone is pleased with.


Being Considerate/Sociable

Most informants mention the comradery and working with divers they get along with as one of the most important factors for a good work situation. The ability to be companionable, sociable, and considerate was interpersonal characteristics they considered important.

Hmm… Uhm… It's important to be sociable. To be socially competent. You have to know how to communicate with the other guys… That you understand the others [the divers], and fit in with the team. The job you do in the water, that's the part you can learn. You have to be willing and interested in the job, but that is definitely not the hardest part. When you've learned that, it is the part you know… the daily life of being in the chamber, and the decompression when you sit still maybe for a week or so, all day long. Uhm.. So that's maybe… Being a nice guy, that the other divers like you. I think that is the most important, presuming you have those abilities… you are interested in this field of work. Yeah..



Interpersonal Trust

Moreover, trust was frequently mentioned as an important factor by the informants throughout the interviews regarding social cohesion, especially in the water. In order to conduct the job efficiently, the divers need to trust one another, and the supervisor, as well as the system around.

It's the combination of the things… The job itself… Anyone could learn how to perform the different tasks, but when you are working in the water you need to trust everyone around you that they know what they are doing. You are very reliant on… and vulnerable to the mistakes of others. So you have to trust the system. Trust.. and sort out your insecurities. And focus on the job.

The importance of the trust issue becomes evident when the informants describe situations working with new, or less experienced saturation divers. In situations like this, the divers explain that they must make sure that everything is done properly to ensure their own safety as well as the safety of their fellow divers. Lack of trust between team members was described as a challenge to the perceived safety in their job performance.

Like I said, you've got to trust who you are in the water with. That is very important. Trust is built up over years of experience and sometimes… you know it can be quite tough because you want to make sure that things are done yourself if that makes sense, but.. then you need to have that trust element, uhm… to have complete cohesion as a team, really.



Dark Humor/Rough Social Tone

The work environment in saturation diving is described as male-dominated and rough by most of the informants. Some informants highlighted the humor and social tone in this industry to be characteristic of this line of work. One informant linked this “gallows humor” to coping mechanisms, using humor for levity.

It's still quite a bit of a male-orientated environment, there aren't many women that work offshore, there aren't any female sat divers that work with us. So it's a very, very male… environment. Other guys I've worked with are ex-military. There is a real macabre black.. dark humor we call it. You know the things you would joke about at work you would never ever talk about at home with your wife or society, so you can imagine living with six… five other men for twenty-eight days, the conversations can sometimes become quite coarse. Hehe. That's what men are like. So you know it's… its… I found it a challenge going into a normal work environment where I had really you know… there is a difference between having a laugh and then there is being careful not to say something that will offend someone. Offshore diving, it's a dangerous job and people use humor as levity, so you tend to joke about stuff. I mean I have got friends of mine that have been badly, badly injured to the point where they can never ever work again, and you… I've been in the chamber with them riding out for four days. They had to get to a hospital because they were crushed, and if you are super serious all the time you gotta laugh, cause if you don't then you know If you don't find… even if it's dark humor, uhm… I don't know… you can't take it too seriously you got to have a little bit of… yeah you got to be able to take the rough with the smooth sort of thing.





DISCUSSION

The purpose of this study was to gain an understanding of the psychosocial work environment of today's commercial saturation divers. This was done by mapping the unique job demands and resources that are characteristic of isolated and confined work environment in saturation diving. Among the many job demands such as physical strain, unfavorable working hours, risks and hazards, etc., the biggest challenges pointed out by the informants were job insecurity, and the lack of predictability related to changes in the oil and gas industry. Work-family conflict was another challenge as the divers spend 21–28 days away from their families and friends. The social strain due to living in an isolated and confined environment, along with monotony were mentioned as challenges of being confined to the saturation chamber system. Personal resources such as mental endurance, being interested in learning, a sense of dark humor, as well as creating personal routines were considered helpful in managing the daily life during saturation diving assignments. The interpersonal resources that were considered to be important were the reflected in the quality of the social climate, which depended on the team harmony and trust in one another. Additionally, the informants highlighted the external and organizational factors of leisure and high salaries, and a prestigious job to be the most important factors for job engagement and persistence, (see Figure 1) for an overview.


[image: Figure 1]
FIGURE 1. Overview of the personal, interpersonal and external demands and resources in saturation. The figure shows the different personal, interpersonal and external job demands and resources, and illustrates where they are located.



Personal and Interpersonal Resources and Demands

According to the informants, According to the informants, personal resources determine how the divers adjust to the challenges they experience. This way, personal resources serve as coping mechanisms in managing the high demands and the big contrasts in the working life in saturation diving. The results indicate an active process of enduring the different demands by changing their focus away from stressor, using humor as levity, and crafting their off-time to experience control and meaning.

Although danger was not explicitly expressed to be one of the main demands, some of the personal resources still seem to function as a buffer toward this aspect of the job. The results of this study indicate that mental detachment or the ability to selectively shift the focus away from the inherent dangers of the occupation, or challenges due to prolonged periods away from their families are helpful to the divers. Similarly, research on detached mindfulness—that is the ability to observe internal events without responding to them—found that trusting luck and practicing detached objectivity would reduce proneness to worry (35). A Swedish study investigating daily uplifts and effective coping strategies for the hassles in the working lives of military veterans suggested that similar coping strategies—e.g., living in a bubble where risks aren't acknowledged and distancing oneself from emotions—may limit stress reactions under constant exposure to various stressors (36). This means of limiting the perception of danger is also seen among another group experiencing ICE; Israeli submariners, as a strategy of “optimal denial” (37).

Along with the shift of focus, the use of dark humor and gallows humor was commonly used as relief in saturation diving. Gallows humor is frequently seen among individuals who face traumatic, stressful, or life-threatening situations regularly, e.g., medical personnel, police, and firefighters (38), and is described as a method for maintaining sanity in situations that are experienced as “insane” (39). The use of humor is a well-known coping mechanism that acts as a buffer against negative stress effects (40), and has been linked to coping strategies such as distancing oneself from the stressor (41). Our results of this study are in accordance with previous studies indicating that humor reinforces resilience against distress (40–43). This effect was also seen in a study investigating coping mechanisms among the Israeli submariners that found humor accompanied with cynicism to be one of the most common coping mechanisms (37).

It has been suggested that organizations characterized by great demands are more likely to foster resilience resources to manage a potentially damaging process (44). Space flight experts have defined resilience during a space mission to involve mental endurance or the ability to sustain when being exposed to stressors such as monotonous tasks or poor lighting, along with recovering from acute stressors, such as unscheduled space walks (45). Similarly, to the findings of this study, mental endurance was one of the main personal resources highlighted by the divers for coping with demands such as the monotony of the working days in saturation, and the procedural tasks on the seabed. Moreover, research on resilience has led the development of the Resilience Scale for Adult (RSA) assessing resilience factors among adults. The scale was developed based on empirical evidence that existed at the time, it is assumed to be applicable regardless of culture (46, 47). According to the RSA, resilience consists of six factors; perception of self, planned future, social competence, structural style, family cohesion, and social resources (48). People with a higher level of resilience (as per RSA) seem to tolerate stressful life events better (49), whilst individuals reporting fewer resilience resources were more prone to develop psychiatric symptoms when exposed to stressful life events. Thus, resilience resources act as protective factors. With regards to the present study, the results reflect several of the resilience factors of the RSA. As assessed in the factor of Perception of Self (assessing a fundamental confidence in own abilities in solving, managing, and coping in dire events/situations), saturation diving itself can be considered a dire event. In line with the factor of Planned Future (assessing a preference of making plans or setting clear future goals, and having a positive outlook of own future) the divers expressed plans such as early retirement or studying in the chamber to have a way out after their diving career. As to the factor Structured Style (assessing the preference for establishing routines, planning ahead, and approaching tasks in an organized manner), the divers displayed a preference to create personal routines. Further, the factor Social Competence (assessing the ability to create friendships and engage socially, feeling at ease, and being flexible in social interactions or social settings), the divers emphasize this when describing successful divers to be socially competent, showing consideration to one another, and being sociable. Based on the corresponding findings between the descriptions given by saturation divers, and the empirical evidence gained by the work on RSA, it could be recommended to go further with investigating how these resources may prospectively influence the health and career of saturation divers.

The results also indicate that the divers must be flexible to abide by the challenging demands and contrasts in their working and personal lives, e.g., adapting to life at home after being locked away in a rough male-dominated environment, or adapting to the other teammates in the chamber. The results can therefore be seen in accordance with the concept called psychological flexibility (50). Psychological flexibility refers to a human ability to adapt to and recognize shifting situational demands, as well as the ability to shift behavioral repertoire or mindset if required in order to uphold a healthy personal and social functioning. Psychological flexibility may protect a person from depression and anxiety, and be a source to psychological health (50). The divers also highlighted the value of a stable family/home life when adapting to life at home between assignments. Hence, family can be considered an interpersonal resource that supplies the diver with social support, which is considered exceptionally important for maintaining good mental health by enhancing resilience to stress (20, 25, 51, 52).

Autonomy is main factor in reducing work related strain (53), and is considered a central job resource in the JD-R literature (18, 54, 55). However, the tasks performed on the seabed can be described as highly procedural for safety reasons, seeing that small errors may have economic, environmental, and life-threatening consequences. This leaves the divers with little task-related autonomy. Further, the time spent in the chamber system is characterized by little room for privacy, spending several weeks living together in a chamber with the size of a caravan, leaving the divers with limited room for activities of daily living. Interestingly, the divers seem to create some form of autonomy in a seemingly little autonomous supporting work environment by creating unique personal routines in the chamber. Little routines, such as bringing enough of the right sort of tea or hand brewing specific types of coffee, are described as essential when living in the chamber system. The same routines were non-essential to the divers at home. Three of the divers explain that these types of routines can become so important that it may determine whether the day is good or bad. One diver described these routines as a means of establishing meaningfulness in situations that can be perceived as meaningless. This act of creating personal routines can be considered as a form of job crafting, or maybe even “leisure crafting” (56) as it is performed during the off-time in saturation. Job crafting is the act of optimizing of work environment by proactively changing the job demands or job resources, making their job more meaningful or interesting (55). Further, this meaningfulness which the divers create by shaping personal routines, is considered in Work-Related Sense of Coherence (57) to be a motivational component that reflects whether the employee experience own work situation as worthy of involvement and commitment. A work situation experienced as meaningful is shown to enhance the employees engagement (58).

With regards to another interpersonal aspect expressed to be salient, both the team harmony and team cohesion not surprisingly were pointed out to be important determinators for their working lives. A disharmonious or discordant team was considered demanding. As one of the divers explains, there occasionally have been fights in the chamber system. The team climate does not have to be disharmonious to be demanding. One informant explains that small things, such as chewing on the spoon, can become irritating over the weeks in isolation. Similarly experienced by a soviet cosmonaut; “All conditions necessary for murder are met if you shut two men in a cabin measuring 18 feet by 20 and leave them for two months.” (59). A solid group cohesion has countless benefits, e.g., lightening the social monotony of living in an ICE, or creating a safe space for venting frustrations, hence avoiding serious conflicts [(60), p. 56]. A review and analysis of astronauts' and cosmonauts' personal journals (59) show that the participants highest priority before launch was to get along with their crewmates. Their journals show that astronauts and cosmonauts actively behave in a way to maintain interpersonal harmony (by being cooperative, avoiding certain topics in conversation, and other sincere acts of comradeship). Similarly, the informants of the present study highlight that the most important group characteristics in saturation are being considerate and sociable.

Interpersonal trust was considered important by the informants in this study. As one diver points out, when working with a less experienced diver, they must ensure and control that safety precautions are followed so no lives are at risk. Thus, lack of trust can be demanding. Trust, defined as a person's willingness to rely on another individual in a risky situation (61), is developed by ones perception of the other person's qualities (62). Inexperienced divers or divers who show little interest in learning the procedures of the job are experienced as less trustworthy, which increases the demands on more experienced divers who must control the situation. Research has demonstrated that a combination of high job demands and low perceived job control is related to significant strain and negative health effects (53). Similarly, the constant responsibility for the lives of others was considered to be one of many daily hassles among Swedish military veterans, whilst the capability of the unit, and trusting each other were seen as daily uplifts to their work environment (36). A study investigating the effects of trust in high reliability organizations found that higher levels of trust were related to a lower risk perception (63). These findings may explain why danger is not explicitly considered to be one of the main challenges in the working lives of the divers.



Organizational Demands and Resources

Job insecurity is considered a psychosocial hazard at work (64), and has been increasingly studied in relation to ongoing transformation in organizations and labor markets, leading to increased job instability and flexibility, e.g., in downsizing, when experiencing strong competition in the labor markets, and the use contingent contracts (65). Studies have found job insecurity to negatively impact workers' mental health (66, 67). Further, meta-analysis relates job insecurity to the absence of trust in management, lower organizational commitment, higher turnover intention, and poorer performance (66). A study applying the JD-R model found job insecurity to have a direct and an indirect effect (via burnout) on organizational outcomes such as turnover intentions and commitment (68). As demonstrated above, job insecurity affects not only the individual employee exposed to it, the organization is also negatively affected. However, neither social support from colleagues, management, nor the unions seem to have a buffer effect on this type of stress. Job insecurity is therefore regarded as a stressor to be dealt with independently, and cannot be made less harmful by providing social support (69, 70). As one diver explains, there is little to be done to this particular challenge.

Further, the results show how the divers balance the organizational job resources, namely high wages and leisure, against the high personal demands they encounter in their occupation, such as missing out on big life events, not being able to plan a family holiday, and having a monotonous working day most of them don't experience to be satisfying anymore. In accordance with the JD-R model rewards such as pay might function as job resource, and therefore as a predictor of work engagement (20). In studies that apply the JD-R framework, non-financial rewards such as social support, positive feedback, and developmental opportunities are convincingly documented as job resources that can mitigate demanding work conditions and predict work engagement (18). As explained in Kulikowski and Sedlak (71) the role of monetary rewards in predicting work engagement is undecided. Studies investigating the connection between monetary rewards and work engagement are few, and have reported mixed conclusions. On one hand one study found that positive evaluation of current pay functions as a positive predictor on work engagement (68), and another that the prospect of being rewarded for high job performance correlated positively with work engagement (72). On the other hand, Hulkko-Nyman et al. (73) suggested that salaries was unrelated to work engagement, whilst Kulikowski and Sedlak (71) found no relationship between the commonly used Human Resource Management rewards (salary, benefits, and bonuses) controlled for different job demands and resources. In this study, the high salaries seem to serve as a buffer for the high job demands (22), rather than a direct predictor of work engagement.

Leisure was also pointed out as an important factor for informants. One diver considered leisure to be the best part of the career. Periods of leisure might function as a buffer for the high job demands after 4 or 5 weeks of working. When employees encounter high job demands repeatedly, it's likely that they experience higher levels of strain and should therefore launch into recovery activities. Recovery can be defined as a process of restoring cognitive and energetic resources expended in the work situation (74) where the employee is considered to be recovered when these resources return to baseline (75). Daily recovery during off-time was positively associated with work engagement the next day (74), and better work performance (76). Moreover, leisure may function as a buffer for negative work-family spillover, which has been associated with lower subjective wellbeing (77) and reduced mental health (78–80). It has been suggested that engaging in leisure activities might enhance the subjective wellbeing (81) either by facilitating the work and the family domain, or via leisure satisfaction (82). However, the contrasts in levels of autonomy are great when comparing the divers' lives in saturation and their off-time at home. The divers are fully autonomous when they are not at work, until they are summoned for a new assignment. This way, the leisure during off-time is indirectly controlled or on the leash of the diving companies.

Along with leisure and high wages, the results also show that employment as a commercial saturation diver is experienced as winning the lottery because there are very few jobs and the pay is high compared to inshore diving. This feeling of passing the “eye of a needle” by getting a job in saturation diving might function as a buffer resource in line with the findings of Rennesund and Saksvik (83) who studied collective or organizational efficacy on stressor-strain relationships. Their study found that the feeling of being member of a highly competent organization seems to mitigate the inimical effects of work stressors on the individual employee by providing them with a sense of being “best in class” and a sense of security.

The work environment in saturation diving might be perceived as thwarting rather than supporting need satisfaction. Working as a saturation diver therefore seems to encompass a willingness to periodically renounce personal needs in exchange for major external rewards. Still, throughout the results it is apparent that the divers themselves act in a way to fulfill their needs for relatedness, competence and autonomy (84), as a way to foster “optimal” functioning in a challenging work environment. With regards to relatedness, the divers spend weeks away from family and friends and miss out on big life events such as funerals and their children's birthdays, etc. This way the divers periodically disconnect from the outside world and the people who usually contribute to the fulfillment of the personal need of relatedness. In saturation, the comradery and the social climate within the team are highlighted as essential for a good work situation, comprising both adaptability and consideration from every team member. Being interested in learning is a personal resource that was highlighted by the informants as important for success in their profession. The studying some divers do during their off-time in the chamber may also be considered an act of fulfillment of their need for competence. Ultimately, the need for autonomy is shown by the leisure crafting during their off-time in saturation through which they control their existence by shaping personal routines. This way the divers may avoid need frustration which has been associated with job strain and higher levels of work-related stress (85).




STRENGTHS AND LIMITATIONS

To the our best of knowledge, this is the first study investigating factors that are unique to the psychosocial work environment among commercial saturation divers, and can be considered a contribution to fill in the knowledge gap of psychological effects within saturation diving (2). The informants included in the study had extensive experience within this line of work and provided rich descriptions of the working life of saturation divers. By using an already established theoretical framework, the Job-Demands Resources Model, the results add unique information to this specific occupation. However, this study has some limitations. When applying the template analysis to the data, the focus was to capture the specific factors expressed by the divers as either protecting or demanding. This focus may have forsaken other important aspects of the divers' experiences of their work environment. Moreover, the JD-R model is heuristic; it characterizes the job and personal traits that lead to the outcome, but does not explain their origins. Further, studies with an exploratory nature, like the present, are prone to debatable generalizations. Furthermore, the results were based on data from divers with several years of experience within this line of work, which may give rise to bias. The findings may primarily be relevant to people who are comfortable in ICE conditions, due to the possible selection bias of the “survival effect” or the “healthy worker effect” (86). This may also explain how some of the challenges the divers encounter are seen by them as merely daily hassles. The viral pandemic that was raging at the time of the study should also be considered as it -along with low oil prices—puts an extra pressure on the industry. Even though saturation diving for the oil and gas industry may be at risk, the results of this study may be relatable to other occupations characterized as isolated. The obvious links to occupational fields such as space flight and army missions have been discussed earlier. But also, during the pandemic, many people have been forced to work from home, experiencing the demands of decreased freedom. To that end, this current study may provide a bit of insight from the isolated environment that saturation divers embark, when they are called on duty. While this study focused on the identification of demands and resources as described by commercial saturation divers themselves, further longitudinal quantitative research is needed to investigate the potential importance and impact of these factors. To that end, our results provide insight into areas for further investigation.



CONCLUSION

The aim of this study was to contribute to fill the identified knowledge gap of the psychological effects of saturation diving (2) by exploring their psychosocial work environment. In answer to the research question: “Which unique demands and resources are viewed as characteristic among saturation divers working within an isolated and confined environment?” The informants emphasized an unpredictable future as a major demand, due to changes in the oil and gas industry. Another important demand was the conflict between family and work/leisure when committing to work for 21–28 days in an isolated environment. The monotony of this environment provides an additional challenge. High wages, long periods of leisure, and a prestigious job provide external resources in order to maintain this work, while personal resources such as an interest in learning, mental endurance and flexibility, and keeping up small personal routines, play important roles. Also emphasized are the quality of team climate—described with features such as being sociable and considerate, having a dark sense of humor, and having trust in one another. The results from this study indicate a need for further research into resilience resources and their application in ICE occupations like commercial saturation diving.



DATA AVAILABILITY STATEMENT

The datasets presented in this article are not readily available because data are based on qualitative interviews with informants from a small group of workers. We can provide additional quotes that correspond to the themes described in results. Requests to access the datasets should be directed to jonas.vaag@nord.no.



ETHICS STATEMENT

This project was registered and approved by the Norwegian Centre for Research Data (NSD). The patients/participants provided their written informed consent to participate in this study.



AUTHOR CONTRIBUTIONS

SR and JV planned the project with assistance from IE. SR and JV developed the interview guide. SR conducted the interviews. Analysis was done by SR with assistance from JV. SR drafted the outlines of the manuscript, of which all authors contributed to the final draft. All authors contributed to the article and approved the submitted version.



FUNDING

IEs contribution to the article was funded by the Norwegian Research Council and Equinor on behalf of PRSI Pool through the Large-scale Programme for Petroleum Research (PETROMAKS2), project no. 28042.



REFERENCES

 1. Brubakk AO, Ross JAS, Thom SR. Saturation diving; physiology and pathophysiology. Compr Physiol. (2014) 4:1229–72. doi: 10.1002/cphy.c130048

 2. Skogstad M, Lunde LK. Kunnskapsstatus ved dykking innaskjærs og i offshorevirksomheten. Statens Arbeidsmiljøinstitutt (STAMI) (2017). p. 1–60. Available online at: https://www.regjeringen.no/contentassets/d0164c02da7e4d72b838286b66b08657/241017_stamirapport_helseeffekter_ved_dykking.pdf (accessed March 13, 2021).

 3. Keatinge WR, Hayward MG, McIver NK. Hypothermia during saturation diving in the North Sea Immunological studies of. Br Med J. (1980) 280:291. doi: 10.1136/bmj.280.6210.291

 4. Kiboub FZ, Balestra C, Loennechen Ø, Eftedal I. Hemoglobin and erythropoietin after commercial saturation diving. Front Physiol. (2018) 9:1–5. doi: 10.3389/fphys.2018.01176

 5. Kiboub FZ, Møllerløkken A, Hjelde A, Flatberg A, Loennechen Ø, Eftedal I. Blood gene expression and vascular function biomarkers in professional saturation diving. Front Physiol. (2018) 9:1–10. doi: 10.3389/fphys.2018.00937

 6. Łuczyński D, Lautridou J, Hjelde A, Monnoyer R, Eftedal I. Hemoglobin during and following a 4-week commercial saturation dive to 200 m. Front Physiol. (2019) 10:1–6. doi: 10.3389/fphys.2019.01494

 7. Gjerde KØ, Ryggvik H. On the Edge, Under Water: Offshore Diving in Norway. 2nd ed. Stavanger: Wigestrand forlag

 8. Bandura A. Self-efficacy: toward a unifying theory of behavioral change. Psychol Rev. (1977) 84:191–215. doi: 10.1037/0033-295X.84.2.191

 9. Kiboub FZ. Commercial Saturation Divers : Blood Biochemistry and Perceptions of Acclimatization to Oxygen and Oxidative Stress; in Saturation and Back to Surface (Doctoral theses). Norwegian University of Science and Technology (2018).

 10. Banbury J. The Weird, Dangerous, Isolated Life of the Saturation Diver: One of the World's Most Hazardous Jobs Is Known for Its Intense Pressure. Atlas Obscura (2018). Available online at: https://www.atlasobscura.com/articles/what-is-a-saturation-diver (accessed April 23, 2021).

 11. NOU: 5. Pionerdykkerne i Nordsjøen. Arbeids- og sosialdepartementet (2003). Available online at: https://www.regjeringen.no/no/dokumenter/nou-2003-5/id381525/ (accessed March 15, 2021).

 12. Health and Safety Executive. Commersial Diving Projects Offshore: Diving at Work Regulations 1997. Approved Code of Practice and guidance. London: HSE Books 2 (2014).

 13. Standards Norway. NORSOK STANDARD: Manned Underwater Operations (No. 4). (2014). Available online at: https://www.standard.no/fagomrader/energi-og-klima/petroleum/norsok-standard-categories/u-underwater-op/u-1002/ (accessed March 16, 2021).

 14. Abraini JH, Ansseau M, Bisson T, Juan De Mendoza JL, Therme P. Personality patterns of anxiety during occupational deep dives with long-term confinement in hyperbaric chamber. J Clin Psychol. (1998) 54:825–30. doi: 10.1002/(SICI)1097-4679(199810)54:6<825::AID-JCLP10>3.0.CO;2-N

 15. Palinkas LA. The psychology of isolated and confined environments: understanding human behavior in Antarctica. Am Psychol. (2003) 58:353–63. doi: 10.1037/0003-066X.58.5.353

 16. Sandal GM, Endresen IM, Vaernes R, Ursin H. Personality and coping strategies during submarine missions. Hum Perform Extreme Environ. (2003) 7:29–42. doi: 10.7771/2327-2937.1025

 17. Palinkas LA, Keeton KE, Shea C, Leveton LB. Psychosocial characteristics of optimum performance in isolated and confined environments. NASA technical report no. NASA/TM-2011-216149. (2011). Available online at: http://ston.jsc.nasa.gov/collections/TRS/_techrep/TM-2011-216149.pdf

 18. Bakker AB, Demerouti E. Job demands-resources theory. In: Chen PY, Cooper CL, editors. Wellbeing: A Complete Reference Guide, Work and Wellbeing, 3. Chichester: Wiley-Blackwell. (2014). p. 37–64. doi: 10.1002/9781118539415.wbwell019

 19. Christensen M, Straim LM, Borg V, Clausen T, Hakanen J, Aronsson G. Positive Factors at Work - The First Report of the Nordic Project. (2008). Available online at: http://norden.diva-portal.org/smash/get/diva2:702340/FULLTEXT01.pdf (accessed March 24, 2021).

 20. Bakker AB, Demerouti E. The job demands-resources model: state of the art. J Manag Psychol. (2007) 22:309–28. doi: 10.1108/02683940710733115

 21. Demerouti E, Bakker AB. The job demands? Resources model: challenges for future research. J Ind Psychol. (2011) 37:1–9. doi: 10.4102/sajip.v37i2.974

 22. Bakker AB, Hakanen JJ, Demerouti E, Xanthopoulou D. Job resources boost work engagement, particularly when job demands are high. J Educ Psychol. (2007) 99:274–84. doi: 10.1037/0022-0663.99.2.274

 23. Schaufeli WB, Bakker AB. Job demands, job resources, and their relationship with burnout and engagement: a multi-sample study. J Organ Behav. (2004) 25:293–315. doi: 10.1002/job.248

 24. Schaufeli WB, Taris TW. A critical review of the job demands-resources model: Implications for improving work and health. In: Bauer GF, Hämmig O, editors. Bridging Occupational, Organizational and Public Health. New York, NY: Springer (2014). p. 43–68. doi: 10.1007/978-94-007-5640-3-4

 25. Demerouti E, Bakker AB, Nachreiner F, Schaufeli WB. The job demands-resources model of burnout. J Appl Psychol. (2001) 86:499–512. doi: 10.1037/0021-9010.86.3.499

 26. Robson C. Real World Research: A Resource for Social Scientists and Practitioner-Researchers. Oxford: Blackwell (1993).

 27. Sofaer S. Qualitative methods: what are they and why use them? Mater Res Soc Symp Proc. (1999) 34:1101–16.

 28. Homan R. The principle of assumed consent: the ethics of gatekeeping. J Philos Educ. (2001) 35:329–43. doi: 10.1111/1467-9752.00230

 29. Kvale S. InterViews: Learning the Craft of Qualitative Research Interviewing. Thousand Oaks, CA: Sage (1996).

 30. Braun V, Clarke V. Using thematic analysis in psychology. Qual Res Psychol. (2006) 3:77–101. doi: 10.1191/1478088706qp063oa

 31. Ose SO. Using excel and word to structure qualitative data. J Appl Soc Sci. (2016) 10:147–62. doi: 10.1177/1936724416664948

 32. King N. Using templates in the thematic analysis of text. In: Cassell C, Symon G, editors. Essential Guide to Qualitative Methods in Organizational Research. Thousand Oaks, CA: Sage Publications (2004), p. 256–70.

 33. Brooks J, McCluskey S, Turley E, King N. The utility of template analysis in qualitative psychology research. Qual Res Psychol. (2015) 12:202–22. doi: 10.1080/14780887.2014.955224

 34. Charmaz KC. Constructing Grounded Theory: A Practical Guide Through Qualitative Analysis. Thousand Oaks, CA: Sage Publications (2006).

 35. Sugiura Y. Detached mindfulness and worry: a meta-cognitive analysis. Pers Individ Dif. (2004) 37:169–79. doi: 10.1016/j.paid.2003.08.009

 36. Larsson G, Ohlsson A, Berglund AK, Nilsson S. Daily uplifts and coping as a buffer against everyday hassles: relationship with stress reactions over time in military personnel. Scand Psychol. (2017) 4:1–19. doi: 10.15714/scandpsychol.4.e13

 37. Kimhi S. Understanding good coping: a submarine crew coping with extreme environmental conditions. Military Operat Health Technol. (2012) 2:25–42. doi: 10.4236/psych.2011.29145

 38. Gottman JM, Coan J, Carrere S, Swanson C, Gottman JM, Coan J, et al. Predicting marital happiness and stability from newlywed interactions published by : National Council on Family Relations Predicting Marital Happiness and Stability from Newlywed Interactions. J Marriage Fam. (1998) 60:5–22. doi: 10.2307/353438

 39. Kuhlman TL. Gallows humor for a scaffold setting: managing aggressive patients on a maximum-security forensic unit. Hosp Community Psychiatry. (1988) 39:1085–90. doi: 10.1176/ps.39.10.1085

 40. Abel MH. Interaction of humor and gender in moderating relationships between stress and outcomes. J Psychol Interdiscipl Appl. (1998) 132:267–76. doi: 10.1080/00223989809599166

 41. Kuiper NA, Martin RA, Olinger LJ. Coping humour, stress, cognitive appraisals. Can J Behav Sci. (1993) 25:81–96. doi: 10.1037/h0078791

 42. Abel MH. Humor, stress, coping strategies. Humor Int J Humor Res. (2002) 4:365–81. doi: 10.1515/humr.15.4.365

 43. Kuiper NA, Martin RA. Laughter and stress in daily life: relation to positive and negative affect. Motiv Emot. (1998) 22:133–53. doi: 10.1023/A:1021392305352

 44. Ceschi A, Fraccaroli F, Costantini A, Sartori R. Turning bad into good: how resilience resources protect organizations from demanding work environments. J Workplace Behav Health. (2017) 32:267–89. doi: 10.1080/15555240.2017.1398659

 45. Vanhove H, Harms M, Luthans F. Resilience and growth in long-duration isolated, confined and extreme (ICE) missions. In: National Aeronautics and Space Administration. (2015). Available online at: http://www.sti.nasa.gov (accessed March 13, 2021).

 46. Friborg O, Hjemdal O, Rosenvinge JH, Martinussen M. A new rating scale for adult resilience: what are the central protective resources behind healthy adjustment? Int J Methods Psychiatr Res. (2003) 12:65–76. doi: 10.1002/mpr.143

 47. Hjemdal O, Friborg O, Martinussen M, Rosenvinge JH. Preliminary results from the development and validation of a Norwegian scale for measuring adult resilience. J Norwegian Psychol Assoc. (2001) 38: 310−7.

 48. Anyan F, Hjemdal O, Bizumic B, Friborg O. Measuring resilience across Australia and Norway. Eur J Psychol Assess. (2020) 36:280–8. doi: 10.1027/1015-5759/a000509

 49. Hjemdal O, Friborg O, Stiles TC, Martinussen M, Rosenvinge JH. A new scale for adolescent resilience: grasping the central protective resources behind healthy development. Meas Eval Counsel Dev. (2006) 39:84–96. doi: 10.1080/07481756.2006.11909791

 50. Kashdan TB, Rottenberg J. Psychological flexibility as a fundamental aspect of health. Clin Psychol Rev. (2010) 30:865–78. doi: 10.1016/j.cpr.2010.03.001

 51. Ozbay F, Johnson DC, Dimoulas E, Morgan CA, Charney D, Southwick S. Social support and resilience to stress: from neurobiology to clinical practice. Psychiatry. (2007) 4:35–40.

 52. Xanthopoulou D, Bakker AB, Demerouti E, Schaufeli WB. Reciprocal relationships between job resources, personal resources, work engagement. J Vocat Behav. (2009) 74:235–44. doi: 10.1016/j.jvb.2008.11.003

 53. Karasek R, Theorell T. Healthy work: Stress, Productivity, and the Reconstruction of Working Life. New York, NY: Basic Books (1990).

 54. Hakanen JJ, Bakker AB, Demerouti E. How dentists cope with their job demands and stay engaged: the moderating role of job resources. Eur J Oral Sci. (2005) 113:479–87. doi: 10.1111/j.1600-0722.2005.00250.x

 55. Tims M, Bakker AB, Derks D. The impact of job crafting on job demands, job resources, and well-being. J Occup Health Psychol. (2013) 18:230–40. doi: 10.1037/a0032141

 56. Berg JM, Dutton JE, Wrzesniewski A. What is Job Crafting Why Does It Matter? Positive Organizational Scholarship (2007). p. 1–8. Available online at: https://positiveorgs.bus.umich.edu/wp-content/uploads/Whatis-Job-Crafting-and-Why-Does-it-Matter1.pdf (accessed April 14, 2021).

 57. Vogt K, Jenny GJ, Bauer GF. Comprehensibility, manageability and meaningfulness at work: construct validity of a scale measuring work-related sense of coherence. SA J Ind Psychol. (2013) 39. doi: 10.4102/sajip.v39i1.1111

 58. Fairlie P. Meaningful work, employee engagement, and other key employee outcomes: implications for human resource development. Adv Dev Hum Resour. (2011) 13:508–25. doi: 10.1177/1523422311431679

 59. Stuster JW. Behavioral issues associated with long- duration space expeditions : review and analysis of astronaut journals. Nasa. (2010) 104:1–61. Available online at: https://ntrs.nasa.gov/citations/20100026549 (accessed April 14, 2021).

 60. Slack KJ, Schneiderman JS, Leveton LB, Whitmire AM, Picano JJ. Evidence report : risk of adverse cognitive or behavioral conditions and psychiatric disorders human research program behavioral health and performance. Nasa. (2016) 1–106. Available online at: https://ntrs.nasa.gov/citations/20160004365 (accessed April 14, 2021).

 61. Rousseau DM, Sitkin SB, Burt RS, Camerer C. Not so different after all: a cross-discipline view of trust. Acad Manag Rev. (1998) 23:393–404. doi: 10.5465/amr.1998.926617

 62. Scott CL. Interpersonal trust: a comparison of attitudinal and situational factors. Hum Relat. (1980) 33:805–12. doi: 10.1177/001872678003301103

 63. Sætren GB, Laumann K. Effects of trust in high-risk organizations during technological changes. Cognit Technol Work. (2015) 17:131–44. doi: 10.1007/s10111-014-0313-z

 64. Nielsen K, Birk Jørgensen M, Milczarek M. Healthy workers, thriving companies: a practical guide to wellbeing at work: tackling psychosocial risks and musculoskeletal disorders in small businesses. European Agency for Safety and Health at Work, Publications Office. (2019). Available online at: https://data.europa.eu/doi/10.2802/53301

 65. Sora B, Höge T, Caballer A, Peiró JM. Employment contract, job insecurity and employees' affective well-being: the role of self- and collective efficacy. Econ Ind Democr. (2019) 40:193–214. doi: 10.1177/0143831X18804659

 66. Cheng GHL, Chan DKS. Who suffers more from job insecurity? A meta-analytic review. Appl Psychol. (2008) 57:272–303. doi: 10.1111/j.1464-0597.2007.00312.x

 67. de Witte H, Pienaar J, de Cuyper N. Review of 30 years of longitudinal studies on the association between job insecurity and health and well-being: is there causal evidence? Aust Psychol. (2016) 51:18–31. doi: 10.1111/ap.12176

 68. Hu Q, Schaufeli WB. Job insecurity and remuneration in Chinese family-owned business workers. Career Dev Int. (2011) 16:6–19. doi: 10.1108/13620431111107784

 69. Dekker SWA, Schaufeli WB. The effects of job insecurity on psychological health and withdrawal: a longitudinal study. Aust Psychol. (1995) 30:57–63. doi: 10.1080/00050069508259607

 70. Schaufeli WB. Job insecurity research is still alive and kicking twenty years later: a commentary. Aust Psychol. (2016) 51:32–5. doi: 10.1111/ap.12201

 71. Kulikowski K, Sedlak P. Can you buy work engagement? The relationship between pay, fringe benefits, financial bonuses and work engagement. Curr Psychol. (2020) 39:343–53. doi: 10.1007/s12144-017-9768-4

 72. Karatepe OM. High-performance work practices and hotel employee performance: the mediation of work engagement. Int J Hosp Manag. (2013) 32:132–40. doi: 10.1016/j.ijhm.2012.05.003

 73. Hulkko-Nyman K, Sarti D, Hakonen A, Sweins C. Total rewards perceptions and work engagement in elder-care organizations. Int Stud Manag Org. (2012) 42:24–49. doi: 10.2753/IMO0020-8825420102

 74. Sonnentag S. Recovery, work engagement, and proactive behavior: a new look at the interface between nonwork and work. J Appl Psychol. (2003) 88:518–28. doi: 10.1037/0021-9010.88.3.518

 75. Sonnentag S, Natter E. Flight attendants' daily recovery from work: is there no place like home? Int J Stress Manag. (2004) 11:366–91. doi: 10.1037/1072-5245.11.4.366

 76. Binnewies C, Sonnentag S, Mojza EJ. Daily performance at work: feeling recovery in the morning as a predictor of day-level job performance. J Organ Behav. (2009) 30:243–56. doi: 10.1002/job.541

 77. Amstad FT, Meier LL, Fasel U, Elfering A, Semmer NK. A meta-analysis of work-family conflict and various outcomes with a special emphasis on cross-domain versus matching-domain relations. J Occup Health Psychol. (2011) 16:151–69. doi: 10.1037/a0022170

 78. Allen TD, Armstrong J. American behavioral scientist link between work-family the role of health-related behaviors. Am Behav Sci. (2006) 49:1204–21. doi: 10.1177/0002764206286386

 79. Grzywacz JG. Work-family spillover and health during midlife: is managing conflict everything? Am J Health Promot. (2000) 14:236–43. doi: 10.4278/0890-1171-14.4.236

 80. Kelloway EK, Gottlieb BH, Barham L. The source, nature, and direction of work and family conflict: a longitudinal investigation. J Occup Health Psychol. (1999) 4:337–46. doi: 10.1037/1076-8998.4.4.337

 81. Kuykendall L, Tay L, Ng V. Supplemental material for leisure engagement and subjective well-being: a meta-analysis. Psychol Bull. (2015) 141:364–403. doi: 10.1037/a0038508

 82. Newman DB, Tay L, Diener E. Leisure and subjective well-being: a model of psychological mechanisms as mediating factors. J Happiness Stud. (2014) 15:555–78. doi: 10.1007/s10902-013-9435-x

 83. Rennesund ÅB, Saksvik PØ. Work performance norms and organizational efficacy as cross-level effects on the relationship between individual perceptions of self-efficacy, overcommitment, work-related stress. Eur J Work Org Psychol. (2010) 19:629–53. doi: 10.1080/13594320903036751

 84. Ryan RM, Deci EL. Self-determination theory and the facilitation of intrinsic motivation, social development, and well-being. Am Psychol. (2000) 55:68–78. doi: 10.1037/0003-066X.55.1.68

 85. Gagné M, Vansteenkiste M. Self-determination theory's contribution to positive organizational psychology. In: Advances in Positive Organizational Psychology. Bingley: Emerald Group Publishing (2013). p. 61–82.

 86. Li CY, Sung FC. A review of the healthy worker effect in occupational epidemiology. Occup Med. (1999) 49:225–9. doi: 10.1093/occmed/49.4.225

Conflict of Interest: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Publisher's Note: All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.

Copyright © 2022 Romsbotn, Eftedal and Vaag. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.



OPS/xhtml/Nav.xhtml




Contents





		Cover



		A Work Environment Under Pressure: Psychosocial Job Demands and Resources Among Saturation Divers



		Introduction



		Working in Isolated and Confined Environments



		Psychosocial Work Environment and the Job Demands-Resources Model



		Methods



		Informants



		Data Collection



		Analysis







		Results



		An Unpredictable Future



		Job Insecurity



		Lack of Predictability









		Family-Work Conflicts



		Family as a Resource









		Monotony



		External Resources



		High Wages and Leisure



		A Prestigious Job









		Personal Resources and Coping Mechanisms



		Mental Endurance/Flexibility



		“Keen”/Interested in Learning



		Forming Personal Routines









		Team Climate



		Being Considerate/Sociable



		Interpersonal Trust



		Dark Humor/Rough Social Tone













		Discussion



		Personal and Interpersonal Resources and Demands



		Organizational Demands and Resources







		Strengths and Limitations



		Conclusion



		Data Availability Statement



		Ethics Statement



		Author Contributions



		Funding



		References

















OPS/images/cover.jpg
& frontiers | Frontiers in Public Health

A Work Environment Under Pressure:
Psychosocial Job Demands and
Resources Among Saturation Divers





OPS/images/fpubh-10-765197-g001.gif
‘The Outside World

‘The Inside World






OPS/images/fpubh-10-765197-t001.jpg
Categories

1. An
unpredictable
future

2. Family/work
conflict

3. Monotony

4. External
resources

5. Personal
resources

6. Team
climate

Sub-categories

a. Job Insecurity
Lack of foresight

o

a. Work/family conflict
b. Famiy as aresource

a. High wages and leisure
b. A prestigious job

a. Mental
endurance/flexiblity
b. Interested in learning
c. Forming
personal routines
a. Being
considerate/sociable
b. Interpersonal trust
c. Dark Humor/rough
social tone

Citations.

“We call it the Greta Thunberg
experience. [laughs]"

“It's no secret that many
relationships dissolve in this job.
It's common among divers. And |
getit. And | think the work
situation plays a major role in
itfs?

It's like Groundhog Day. Every
day i there s the same.”

“The time off and the money, no
doubt. The best part of this job is
not working. Yeah.”

“l usually tell people who want to
start sat diving to leave their brain
on the outside, what | mean is
you can't think about your family
or worry about getting injured”.
“The thing you have to
understand is that when you are
in that chamber, you are not in
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