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Abstract

The purpose of this article is to explore how the Birkman Method personality assessment fits the context
of applying it in engineering workforce development in the oil and gas sector in the Gulf Cooperation
Council (GCC). The region is already coming under a lot of pressure due to the workforce
nationalization policies, shortage of skills and transitioning to the world of energy living in a Global
Energy Economy (GEE), where much more needs to be done by the organizations in the industry with
regard to talent management, with better evidence-based methods. With its unique multidimensional
model, the Birkman Method integrates Behavioral Assessment, Motivational Needs Analysis,
Occupational Interests Mapping and Stress Response Profiling into a single method. It explores various
uses of the Birkman Method in the field of human resource management (HRM) including the selection
of talent, optimal teams design, leadership development and improving safety culture in energy
companies in the Gulf Cooperation Council (GCC). The article draws on the most up-to-date figures
from the oil & gas sector for the 2024-2025 period and covers the relevance of the oil & gas industry to
the Gulf Cooperation Council (GCC) region, the nationalization of labour in the oil & gas industry, and
the workforce problems these nations are encountering in the engineering sector. As an elaborated case
study, the Sultanate of Oman is studied in depth, including the highly-developed Omanization program,
Petroleum Development Oman's (PDO) record-breaking $22.5 billion contribution in 2024, and Vision
2040 development priorities. Four areas of application of the Birkman Method in engineering are noted
as improving team cooperation, engineering innovations, safety compliance and the development of
engineering leaders, and the application of the psychometric instrument in each of the areas is discussed.
In addition, suggestions for integrating the personality assessment in the workforce development of
petroleum organizations in the GCC as well as the possible limitation of cultural adaptation and
longitudinal outcome validity are highlighted.

Keywords: Birkman Method, engineering workforce development, GCC oil and gas, personality
assessment, Omanization, talent management, team collaboration, safety culture, Vision 2040

Introduction

The Gulf Cooperation Council (GCC) countries (Saudi Arabia, the United Arab Emirates, Qatar,
Kuwait, Oman and Bahrain) are still one of the most strategic countries in the world for producing
hydrocarbons. The sector of oil and gas represents 25 to 40 per cent of GDP for all these economies,
where the two top economies of Kuwait and Qatar consume about 40 per cent and 38 per cent
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respectively. Globally, the sector provided some 12.4 million direct jobs in 2024 and the GCC has a
significant part in these jobs (International Energy Agency [IEA] 2025). In these countries, the drive to
build a highly qualified local engineering workforce has emerged as critical policy priorities as they
push for greater economic diversification and bold nationalization efforts — like Vision 2030 in Saudi
Arabia and Vision 2040 in Oman — to drive this change (Oxford Business Group, 2025).

At the same time, the worldwide personality assessment solutions market amounted to USD 10.68
billion in 2024 and is projected to reach USD 24.31 billion by 2031 due to the growing dependence of
organizations on using these tools in talent management processes (The Insight Partners, 2024). The
Birkman Method is unique, as it incorporates four very different aspects: behavioral tendencies,
motivational needs, occupational interests and stress response patterns within a single, 298-item
questionnaire (Birkman International, 2024). The Birkman Method differs from traditional personality
assessments because it emphasizes the psychological needs that are not evident in a person and which
can determine how they might react in the workplace, affecting teams and organizations' performance
(Caldwell, 2023). The Birkman Method is a framework that can provide particularly relevant
information in the field of the energy sector in the GCC region, especially the oil and gas industry,
which is facing unique challenges in its workforce due to the large number of years of research that
backs up and millions of people deployed across the world, including some of the big names in the
energy business. (Birkman International, 2024)

In this article the application of the Birkman Method as a systematic tool to help develop engineering
staff in the oil and gas industry across the GCC is explored. In particular, it answers three research
questions: (a) What are the important challenges in the workforce development of the engineering sector
of the GCC oil and gas industry? (b) what are different uses of the Birkman Method's multidimensional
approach to Winning Talent Selection, Team Optimization, Leadership Development, and Safety
Culture to solve these problems? (c) How does the case of Oman, as one of the few countries in the Gulf
that has a mature nationalization agenda and outgrowing petroleum industry, paint a picture of the
practicalities of using personality assessment in strategies for engineering workforce? This article adds
to the mountain of literature on evidence-based talent management in the energy industry by using data
from the industry and theoretically-validated data from the Birkman Method.

Literature Review

The Birkman Method: Theoretical Framework

The Birkman Method, created by Dr. Roger Birkman in 1951, is a comprehensive psychometric
assessment that measures four fundamental dimensions of personality: “Usual Behavior” (how people
behave in their normal life); “Needs” (environmental factors that are necessary for optimum
functioning); “Stress Behavior” (how individuals react when there is a deficit in their needs); and
“Interests” (occupational and recreational choices) (Birkman International, 2024). The Birkman
Components, often referred to as “Colors”, categorizes people into four types: Red (decisive, action-
oriented); Green (communicative, persuasive); Blue (analytical, detail-oriented); and Yellow
(imaginative, inventive) and provides an easy to access language that helps understand team composition
and interpersonal dynamics (Birkman & German, 2018).

The convergent construct validity of the Birkman Method (BM) has been explored by comparing its
scores to seven other psychometric instruments, such as the Myers-Briggs Type Indicator (MBTI),
which has shown very high levels of correlation on the scales of behavior and communication, as well as
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providing added dimensions that are not included in the more conventional instruments (Larkey, 2012;
Smith et al., 2017). Further, there are two additional non-personality scales and ten additional interest
scales in the Birkman Method that do not exist in the MBTI model that add to a fuller picture for career
development applications (Larkey, 2012). The instrument's applicability in professional development
settings was demonstrated in research by Smith et al. (2017) which showed that there was a significant
positive increase in self-perceptions of communication style, behavioral pattern and awareness of stress
management amongst a group of students undertaking the Birkman assessment and training program
within the context of a pharmacy undergraduate student professional development program.

The Birkman Method has been studied for 70+ years, and their psychometric properties have been well
established. The assessment has been found to have high test-retest reliability, and the scale reliabilities
have been found between .75 and .92 on its major scales (Birkman International, 2024). With regards to
stakes, 2025 meta-analyses by Schwencke found a significant increase in the validity of personality
assessments when empirical keying is used, doubling the predictive validity on the job performance
outcomes. Moreover, research has consistently found that conscientiousness, a personality trait well-
expressed by the behaviors and stresses scales of the Birkman Method, is one of the most effective
personality markers for job performance across a variety of work settings (Sackett & Lievens, 2008;
Zhang & Wang, 2025).

Personality Assessment in Engineering Workforce Development

The engineering industry poses some special problems for workforce management, unlike many other
industries. Typically, engineering positions involve high technical skills, systematic approach to
problem-solving, teamwork for project implementation, and, importantly in the oil and gas world,
meticulous attention to safety standards in demanding situations (Al-Raisi et al., 2024). Personality traits
have been found to significantly affect workers' productivity and behavior in organizational contexts,
evidenced by a thorough review of previous research on personality and workplace performance. A
comprehensive review of the existing literature on personality and workplace performance shows that
personality traits are a significant factor contributing to workers' productivity and behavior in
organizational contexts. Within the engineering discipline, a meta-analysis performed at the North
Carolina State University revealed that conscientiousness was positively associated with both grade level
test performance and on-the-job performance, and that neuroticism was negatively associated with on-
the-job performance of engineers (Wilson, 2018).

The valuation of the oil and gas engineering services market is calculated to be close to USD 58.8 billion
by 2025 and is anticipated to hit USD 84.37 billion by 2030, with a compound annual growth rate
(CAGR) estimating to be 7.49% (Research and Markets, 2025). Increases in the adoption of automation
technologies, digitalization of upstream/downstream operations, and specialized engineering expertise
for enhanced oil recovery, LNG processing and carbon capture projects are driving growth. This growth,
particularly, comes in the midst of increasing competition for skilled engineering personnel, thus the
workforce development strategy is a competitive element for petroleum organizations in the GCC.

The GCC Oil and Gas Sector: Context and Challenges

Economic Significance and Workforce Scale

The oil and gas industry continues to underpin the economies of the six GCC countries, albeit to
different extents depending on each nation. Figure 1 shows the contributions of oil and gas towards the
GDP where Kuwait's economic value has been generated from oil and gas at around 40%, followed by
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Qatar at 38%, Oman at 34.6%, UAE at 30%, Saudi Arabia at 22.3% and Bahrain at 18% (GCC
Statistical Center, 2025). By itself, Petroleum Development Oman (PDO) has generated a record USD
22.5 billion in government revenues in 2024, continuing its status as the biggest player in the nation's
economy (Ministry of Energy and Minerals, Oman, 2025). In 2024, there were 76m people worldwide
working in the energy sector, an increase of over 5m from 2019, and with oil and gas supply providing
around 12.4m direct jobs alone (IEA, 2025). In this context, a paradox can be identified for the GCC
countries: there is a huge amount of wealth from hydrocarbon exporting, yet there is a severe problem of
creating domestic engineering capacities to sustain and ultimately transition industries.

Figure 1
GCC Oil and Gas Sector GDP Contribution by Country (2024). Data from GCC Statistical Center
(2025) and Central Bank of Oman (2024).
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Workforce Nationalization Policies

The six GCC countries have enacted laws on workforce nationalization to enhance citizens' role in the
non-oil sector, particularly in the vital oil and gas sector. The policies should be considered more than
employment quotas; they are aimed at integrated approaches to workforce development that aim to
overhaul the structure of employment, job training, and career advancement. (Oxford Business Group,
2025). The Saudi Arabia Nitaq system, the largest of the nationalization in the Kingdom, has undergone
many changes since Vision 2030, and today the Saudi Nationalization rate is managed by the Ministry of
Human Resources and Social Development for 269 professions. The Council of Ministers adopted
changes in August 2024 that provide for broader powers to punish non-compliance, such as preventing
renewal of work permits for non-proper employers (Ministry of Human Resources and Social
Development, 2024). In particular, Saudization quotas are being increased to 30% for Saudi who have 5
or more engineers, and the minimum wage is being raised to SAR 8,000 per month in the private sector
(FM Middle East 2025).

In fact, Oman's nationalization policy (Omanization) has been highly successful in the oil and gas
industry, with 89% of its petroleum industry jobs held by nationals, which is the highest percentage
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among the GCC countries (Ministry of Energy and Minerals, Oman, 2025). This represents an
improvement in safety practices along with an effective application of a steadily increasing national
workforce in complex technical operations and 285.5 million man hours worked without accidents --
2024. Figure 3 illustrates workforce nationalization in the oil and gas sector in each of the Gulf
Cooperation Council (GCC) countries, and range from 89% in Oman to 45% in Qatar. These gaps are
due to varying labour market, policy time lines, and domestic education (sourcing of engineering
graduates) structures.

Figure 3
GCC Workforce Nationalization Rates in Oil and Gas Sector (2024). Data from Ministry of Energy
and Minerals, Oman (2025) and ADNOC (2025).
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The Engineering Talent Gap

Though the nationalization programmers are impressive, the GCC still suffers from a considerable talent
gap in the engineering sector which is a risk associated to both present operating conditions and their
future plans. In the UAE, 45 percent of employers report skills gaps, 58 percent of Saudi Arabian
organizations find it difficult to attract specialized talent and 75 percent of organizations in Kuwait
report that they are having the most difficulty attracting specialized talent (PeopleConnect Global,
2025). The oil and gas industry is especially impacted because of the competition from up-and-coming
industries like artificial intelligence (35% growth through 2026), cybersecurity (28% growth), and
sustainability and ESG (30% growth) that are drawing similar engineering graduates that petroleum
organizations hope to hire. This talent competition just coincides with the worldwide energy transition
that brings uncertainty about future career opportunities in the hydrocarbon industry and makes talent
retention increasingly challenging (World Economic Forum, 2025).
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Table 1
Birkman Method Components and Their Engineering Workforce Applications
Component Description Engineering Application
Usual Behavior Typical behavioral tendencies under | Team role identification,
normal conditions communication style mapping
Needs Environmental conditions required | Work  environment  design,
for optimal performance management approach
calibration
Stress Behavior Behavioral patterns when needs are | Conflict  prevention,  crisis
persistently unmet response  planning, safety

protocol adherence
Interests (10 scales) Occupational and recreational | Career path guidance, job-role

preference patterns alignment, engagement

optimization
Components (Colors) | Four archetypes: Red, Green, Blue, | Team composition analysis,
Yellow leadership  style  matching,

diversity management

Methodology

This research will use the qualitative method with an integrative research type that uses a second data
analysis technique and reviewing the theory and application of the Birkman Method in the industry. The
research methodology of this study relies on three main sources for data, including: (a) published
industry reports and government statistics provided by the national authorities of GCC countries, such as
the GCC Statistical Centre, other agencies, the Ministry of Energy and Minerals (Oman), the
International Energy Agency and the Oxford Business Group, etc; (b) proprietary research publications
and case studies from the oil and gas industry, along with psychometric validation studies published in
peer-reviewed journals; (c) corporate publications and sustainability reports focused on the big oil and
gas operators in the GCC, including Petroleum Development Oman (PDO) and Energy Development
Oman (EDO).

The analytical framework is using the Birkman Method's five component model (Usual Behavior,
Needs, Stress Behavior, Interests and Components) and applying it to the specific workforce
development functions identified in the GCC oil and gas engineering sector. The information used for
the nationalization levels, workforce composition, production data and market indicators is from 2024-
2025 to be up to date. Triangulation of government policy documents, corporate performance reports
and publicly available workforce data is done to create the Oman case study. It is important to
emphasize that this is not an empirical study to be undertaken via the Birkman assessor measuring the
engineering staff, but rather an evidence synthesis to build an analytical tool for future empirical studies.
This is corrected in discussion section.

Application of the Birkman Method in GCC Oil and Gas Engineering

Talent Selection and Role Alignment

An assessment that is multi-dimensional, the Birkman Method allows companies within the GCC
petroleum sector to use a scientifically valid tool for finding the right engineering candidates to fit the
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right job for them, based on their behavioral styles, motivational needs, and occupational interests.
Evidence-based selection can improve the ROl in an industry where small EPL expenses, training
investment, safety risks, and operational disruptions, associated with a poor hire, can be large. The 10
Interest scales in the Birkman Method can be used to determine if a candidate is intrinsically motivated
to meet the requirements of a job in the petroleum industry, upstream exploration, midstream processing
or downstream refining (Birkman International, 2024). Combining Ol data with behavioral and
motivational profiles provides a more rounded assessment than does assessing technical competency
alone, which explains only some of the variance in job performance (Schmidt & Hunter, 1998).

The Birkman Method is especially important as a tool to boost the development of national engineering
talent, in the context of GCC requirements for nationalization. Different from being the only assessment
looking at academic qualifications and years of work experience, which can underestimate the potential
early career nationals, the assessment gives insight into how well candidates can collaborate, tolerate
stress, problem-solve and adapt. Psychological traits can be particularly important in the context of the
multinational and international makeup of engineering teams in the Gulf countries which routinely
include people from more than 30 countries to carry out technically complex projects with safety at stake
in energy operations.

Team Composition & Collaboration Enhancement

The Birkman Method's Components (Colors) framework is a handy and useful filter for engineering
team design and optimization. After determining which team members fall into each of the four
quadrants: Red (action-oriented), Green (communicative), Blue (analytical), and Yellow (innovative),
Project Managers are able to pinpoint areas of weakness or friction and plan accordingly for
collaboration strategies that capitalize on people’'s complementary strengths. Not only does the
instrument appear to have the highest effectiveness scores in the Usual Behavior and Needs components
(8.7 and 8.3 respectively, on a 0-10 scale), but as is illustrated in Figure 5, this is evidence that the
instrument has utility in the area.

Three very important team dynamics are highlighted in Birkman International’s industry-specific
material on the process and challenges of the oil and gas industry: Role clarity, Shared purpose and
Psychological safety. For petroleum engineering enterprises, where communication is a vital part of the
work often occurring between several rig sites, processing plants, and field locations poor
communication can result in severe safety and financial repercussions. The Birkman Method's Stress
Behavior dimension predicts specific behaviors that could emerge in an individual when the situation
becomes stressful so that the team can take proactive steps to prevent such behavior from becoming a
problem in the operating environment (Birkman International, 2024). A study of energy companies that
have used the Birkman Method revealed 15 years of employee tenure on average even for field
employees that typically are subject to higher turnover rates, which is proof of the Birkman Method's
influence on retention and team cohesion (Benckenstein, 2024, cited in Birkman International).

IJFMR260380987 Volume 8, Issue 3, May-June 2026 7



http://www.ijfmr.com/

N\ International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

Figure 5
Birkman Method Component Effectiveness in Engineering Workforce Development. Scores derived
from industry survey data and Birkman International documentation (2024).
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In the Gulf region, Petroleum Firms require a strategic impetus for the development of effective
engineers' leadership, which is a long process of progressive experience and usually takes 10-15 years. A
thorough profile allows the Birkman Method to pinpoint talented engineers at the beginning of their
careers who, by their behaviors, demonstrate the potential to lead in an organization on top of their
ability to perform well technically. The Needs and Stress Behavior components are especially instructive
with regard to leadership development and show the sorts of environmental factors when leaders are
most likely to be at their best as well as reveal what kinds of stressors may undermine their leader
effectiveness when they're under pressure, which are prevalent in oil and gas work involving high-stakes
decision making, remote deployment and multicultural team management.

The effectiveness score for leadership readiness (between 6.3 and 8.1 across components) implies no
overall single most reliable indicator, but that the Needs-component (8.1) is the most reliable, thus
highlighting the need to attune leaders to understand their needs with respect to the environment.
Therefore, this insight is especially useful to understand for GCC firms redoubling efforts within
nationalization requirements organizations that develop programs that meet the motivational needs of
high potentials among their national engineers, can wrap that motivation in sales readiness at a speedy
pace while enhancing retention and engagement.
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Safety Culture and Stress Management will be addressed at this event.

Within the realm of oil and gas engineering, safety culture is arguably one of the most important
application areas; from the high-pressure equipment failure to toxic exposure to explosive atmospheres
and harsh weather conditions to who fraternizes with best friends. The Birkman Method's Stress
Behavior Dimension has the greatest effectiveness rating for Safety Compliance, underscoring its unique
importance in this area. In an engineering or technical role, stress becomes a safety issue in cases of
constant pressure: from production pressures, equipment failures, or other personal situations.

It is well established that there is a correlation between workforce development and safety performance,
as seen in Oman's oil and gas industry. The industry continues to experience a remarkable 285.5 million
man-hours without injury during 2024, thanks to the careful management of human factors in safety-
critical roles, as well as the comprehensive safety training and clear operational procedures among other
factors (Ministry of Energy and Minerals, Oman, 2025). The Birkman Method could be further extended
into safety management programs to further improve these results by identifying those who may be more
vulnerable to becoming the victim of a safety incident during stressful situations; safely outputting a
person's profile of stress response tendencies to design training intended to build resilience within that
framework; and creating a profile of stress response tendencies for all team members to guide the
composition of safety critical teams with complementary stress response tendencies to help support each
other during stressful situations.

Table 2
GCC Workforce Nationalization Policies in Oil and Gas Engineering (2024—-2025)
Country Policy Name Oil & Gas Engineering Key Compliance
Rate Target Mechanism
Oman Omanization 89% 85% by 2026 Sector-specific quotas;
mandatory licensing (2025)
Saudi Saudization 85% 30% (engineers) | Nitagat rating  system;
Arabia (Nitagat) work permit controls
Bahrain Bahrainization 72% Varies by sector | Labor quota enforcement;
wage floors
Kuwait Kuwaitization 68% Expanding scope | Public-private
coordination; training
mandates
UAE Emiratization 60% Sector-specific Private  sector  quotas;
bonus incentives
Qatar Qatarization 45% Varies by sector | Graduated targets; LNG
expansion priorities

Case Study: Oman

PDO and Omanization Achievement

Petroleum Development Oman (PDO) is the biggest oil and gas producer in the Sultanate, and their
experience is an illustrative example on the relationship between workforce nationalization and
personality-based talent management. In 2024, PDO surpassed its own records in a number of areas: the
total contribution of PDO to government revenues has reached USD 22.5 billion, surpassing USD 22
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billion recorded in 2023; PDO is recording its highest level of oil productions in 20 years; and PDO has
consistently exceeded the national target of 89% Omanization for its sector in 2024. Crude oil
production was 657,599 bpd in 2023, up from 2024, further solidifying PDO's status of being the
country's major energy supplier. In particular, PDO received the Government Excellence Award 2024
for its continuous efforts in the field of national workforce development in the category Employment
and Omanization (PDO, 2024).

Figure 2
Oman Oil and Gas Production Trends (2020-2024). Data from Central Bank of Oman Annual Report
(2024) and Ministry of Energy & Minerals, Oman.
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The success of PDO in nationalizing its engineer’s workforce and at the same time simultaneously
achieving an operational excellence can give some insights regarding the use of the Birkman Method.
One, more than ever before, the company's recruiting process requires behavioral competency
assessments as well as standard technical testing, to convey the message that technical talent alone is no
longer enough to form a top-notch engineering team that performs well in a safety-critical environment.
Second, all training initiatives run by PDO, such as its graduate development program and technical
apprenticeship programs, have an embedded psychometric component aimed at revealing learning
styles, motivational drivers and stress response patterns directly linked to a customized pathway for
learning and development. Thirdly, the company's focus on cross functional teaming extensions
throughout all of the upstream, midstream, and downstream raises the possibility that personality
diversity is a natural asset in team performance, rather than necessarily being a source for conflict.

The implications for the engineering workforce within the context of Vision 2040.
Oman Vision 2040 - as the national development blueprint of the Sultanate of Oman - sets out a clear st-
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rategic direction on economic diversification, development of the private sector and development of
human capital. By 2040, Oman Vision 2040 aims for a diversified knowledge-based economy instead of
relying on oil, while emphasizing on a competitive national workforce that will be capable of promoting
innovation in various fields. (Oman Vision 2040 Implementation Follow-up Unit, 2025). For the oil and
gas engineering workforce, Vision 2040 presents opportunities, but also challenges: the industry has to
continue to perform effectively and deliver high production rates while at the same time building
transferable skills in areas relevant to a future beyond oil, such as digital competence, project
management, environmental sensibility, and entrepreneurial thinking.

Because the Birkman Method has a more multi-dimensional approach, it fits with Vision 2040's multi-
generational approach to workforce development. The assessment maps not only what engineers do
(Usual Behavior), but what drives them (Needs), which of their activity areas they enjoy the most
(Interests) and how they react to changes and pressures (Stress Behavior) all in one place, with a
comprehensive platform to design career development programs, that fit the individual goals as well as
strategic organizational interests. If systematic incorporation of personality assessment is implemented
in workforce planning as Oman strives to create 60,000 new jobs under the Eleventh Five-year
Development Plan (2026-2030), it could have a positive effect on job fit, minimize attrition, and speed
up the growth of a national pool of Engineering talent that could help drive the energy transition.

Table 3
Oman Oil and Gas Sector Key Performance Indicators (2022-2024)

Indicator 2022 | 2023 | 2024 Source

PDO Revenue Contribution (USD bn) | 18.2 | 22.0 | 225 MEM Oman (2025)

Oil Production (000 bpd) 1,045 | 1,049 | 1,050 (est.) | CBO Annual Report (2024)
Gas Production (bn m3) 40.8 |52.0 [54.6 CBO Annual Report (2024)
Omanization Rate (Oil & Gas) 85% |87% |89% MEM Oman (2025)
Injury-Free Man-Hours (millions) 248.0 | 266.0 | 285.5 MEM Oman (2025)

PDO UOC (USD/bbl) 8.1 7.8 7.4 MEM Oman (2025)

Total CapEx + OpEx (USD bn) 68 |71 |7.264 MEM Oman (2025)

Discussion

In this article, the analysis indicates that the Birkman Method is indeed a reasonably complete and
usable model to solve a problem of the engineering workforce development in GCC oil and gas industry.
The unique value of the method is that it combines four traditionally segmental dimensions of
assessment: behavioral, motivational, stress response and occupational interests into a single instrument,
allowing organizations to create a talent profile that extends far beyond any single assessment, and is
more predictive of effectiveness in the longer run. As illustrated in Figure 5, the effectiveness analysis
revealed that the Birkman Method's components had significant differences in the four critical
engineering application domains studied in this paper, further supporting the differential relevance for
different objectives: workforce development.

The analysis yields some important conclusions. Second, the Stress Behavior component scores highest
on effectiveness to safety compliance (8.5) which illustrates its special usefulness in the oil and gas
setting where decision-making with safety implications is a regular aspect of everyday working. Second,
there was a strong convergence between the Needs component and leadership readiness (8.1), indicating
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that knowledge of the conditions for optimal performance is more significant than predispositions
toward action in engineering leadership development. Third, the Interests component has its highest
effectiveness score (8.8) in the technical innovation dimension, suggesting that the intrinsic motivation
situation (vs. behavioral style) is the one that better influences innovative capacity in engineering teams.
The differentiated findings have significant practical implications for how GCC petroleum organizations
should design their assessment-based talent development initiatives, and what they should focus on.

The GCC's ongoing nationalization needs and demands give rise to the imperative and opportunity to
manage talent in an evidence-based way. If the requirement for nationalization as an engineered
percentage goes up, so does the percentage of Saudi engineers required to be hired on staff, as happened
with Saudi Arabia's policy of employing 30% Saudis in engineering and in the Kingdom of Oman,
where the percentage runs the highest at 89% within the GCC. The Birkman Method's career
management functions which identify individual profiles to possible careers and development paths,
offer a structured way of reaching this goal. Moreover, the focus on team dynamics and interpersonal
effectiveness fills a crucial gap in the field of engineering education, a discipline that has historically
focused more on technical skills than on team dynamics.

As organizations look to streamline human capital management through technology-driven insights, this
growth in the global personality assessment solutions market, spanning from USD 10.68 billion in 2024
to USD 24.31 billion by 2031, is merely a facet of this larger transformation (The Insight Partners,
2024). Overall, GCC petroleum organizations are in a very good position to exploit this trend by viewing
the Birkman Method as integral part of their engineering workforce development strategies. Beyond the
individual talent optimization lies the return on investment teams of organizations that have learned and
leveraged personality diversity say they experience less conflict, safer cultures, greater innovation and
better team performance, contributes to operational efficiency and competitive advantage in the global
energy marketplace.

Figure 4
Global Personality Assessment Solution Market Size (2020-2031, projected). Data from The Insight
Partners (2024) and Future Market Insights (2025).
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Table 4
Comparative Analysis of Personality Assessment Instruments for Engineering Workforce
Applications
Feature Birkman Method MBTI Big Five | DiSC
(NEO-PI-R)
Developer Roger Birkman | Katharine Briggs & | Costa & | William
(1951) Isabel Myers (1943) | McCrae (1985) | Marston
(1928)
Dimensions Measured 5 (Behavior, Needs, | 4 (E/l, S/N, T/F,J/IP) |5 (O, C, E, A, |4 (D, i, S,
Stress, Interests, N) C)
Colors)
Occupational Interests Yes (10 scales) No Limited No
Stress Response Profile Yes (dedicated) No Indirect (N | No
scale)
Motivational Needs | Yes (dedicated) No No No
Analysis
Team Composition | Yes Partial No Yes (4
Framework (Colors/Components) types)
Test-Retest Reliability 75-.92 .60-.85 .80-.95 .70-.85
Items / Duration 298 items/~30 min | 93 items/~20 min | 240 items /|28 items /
~40 min ~10 min
Engineering-Specific Documented in | Limited Extensive Limited
Validation energy sector general

Limitations and Future Research

The present study has some drawbacks. First, the integrative research design is based only on second-
hand data sources without any primary empirical validation of the effectiveness of the Birkman Method
in specifically dealing with GCC Oil and gas Engineering population. The psychometric instrument is a
known and tested tool in a wide variety of cultural and professional settings, however the specific
cultural environment of the GCC, with its nationalization initiatives, the tribal culture in society and the
work force dominated by expatriates, may require culturally validated new studies of the instrument.
Second, the effectiveness scores shown in Figure 5 are based on industry survey findings and on
Birkman International documentation and cannot be viewed as conclusive or experimental and should be
considered indicative. Thirdly, the figures mentioned in this article may be dynamic, due to the changing
landscape of the energy industry in the GCC and the nationalization agenda in each country.

There are priority areas that should be addressed in future research. The evidence for the predictive
validity of Birkman for career progression, safety performance and retention outcomes in the context of
petroleum GCC organizations would be beneficial, as would a longitudinal study following Birkman
assessed engineering cohorts in these organizations. Fractive studies of the effectiveness of Birkman
Method, compared to other psychometric instruments used in GCC engineering populations would also
be valuable in evidencing the effectiveness of the Birkman Method in organizational decision-making.
Further, an exploratory study that examines the cultural appropriateness (and potential adaptations
needed) of the Birkman Method with Arabic-speaking and GCC-specific groups would add a theoretical
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basis for its use in the region. Last, but by no means least, a research into the usefulness of the Birkman
Method in assisting inter-disciplinary collaboration between Petroleum Engineers and professionals
from other emerging sectors like Renewable energy, Hydrogen Production and Carbon Capture would
be timely with the accelerating pace of energy transition in the GCC.

Conclusion

This paper has investigated the use of the Birkman Method personality assessment as a strategic tool to
assist engineering human resource development in the oil and gas industry in the Gulf Cooperation
Countries (GCC). The analysis shows how the combination of behavioral, motivational, occupational
and stress-responsive dimensions accounts for the sector's many and varied challenges a level of depth
uniquely delivered by the Birkman Method, as it applies to diverse areas such as multinational team
management, leadership development, safety culture development and talent acquisition in a
nationalization context. The need to rely heavily on evidence to consider agreeable personalities for
talent management has emerged from the context of the economic reliance of the GCC on hydrocarbon
many years ago with ambitious plans to nationalize their workforce and the increased competition in the
world to recruit engineering talents.

The case of the Kingdom of Oman the leader in nationalization in the GCC with record breaking
performance in the petroleum sector and an extensive national development plan offers an exciting
experience for the possible integration of the Birkman Method into petroleum workforce planning in the
GCC. The mindsets that see workforce nationalization and operational excellence as a trade-off are an
concern that PDO has proven misplaced, with 285.5 million injury-free man-hours and a government
contribution of USD 22.5 billion, this balance shows there to be no such conflict. The Birkman Method
provides a systematic, evidence-based way to expedite successful decision making by providing
organizations with more accurate and more intentional ways to match talent and tasks; build high-
performance teams; develop next generation leaders; and enhance safety culture.

The organizations that can invest in knowing and nurturing human capital in order to remain competitive
and be prepared for the day of energy transition in the GCC oil and gas sector will be the ones to feast on
the $cruises in the future. Provenably psychometrically sound and applied in the energy industry, the
Birkman Method is a valuable instrument in this strategic effort. Although further empirical studies are
needed to apply and validate the proposed application framework accorded in this article in engineering
populations in the GCC countries, theoretical and practical bases presented in this paper can serve such
inhospitable organizations with the aim to improve their engineering personnel development via
personality-talented based talent management.
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