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Abstract

This study aimed to design, explain, and prioritize a model of the causal drivers of internal communications
based on employee engagement and employer branding at South Pars Oil and Gas Company. This
applied-developmental study employed an exploratory mixed-methods design. During the qualitative
phase, the relevant dimensions and components were identified through a systematic review of the
literature and structured interviews with experts and were subsequently organized using open, axial, and
selective coding. In the quantitative phase, 20 managers and specialists with substantial experience in the
oil and gas industry were recruited through purposive, judgmental, and snowball sampling. Expert
judgments were collected using a pairwise comparison questionnaire and analyzed through the Fuzzy
Analytic Network Process, the Decision-Making Trial and Evaluation Laboratory technique, and the
DEMATEL-based Analytic Network Process. Consistency ratios for all three principal dimensions were
below the acceptable threshold of 0.10. Within the employee engagement dimension, organizational
culture (weight = 0.190), leadership and management (weight = 0.157), and communication and feedback
(weight = 0.140) received the highest priorities. Within employer branding, promoting a strong and positive
culture (weight = 0.154), corporate reputation and credibility (weight = 0.136), and internal communications
and external marketing (weight = 0.113) ranked highest. Regarding internal communications, interpersonal
interactions (weight = 0.173), communication culture (weight = 0.166), and digital technologies and tools
(weight = 0.147) were the most important components. The DEMATEL analysis identified digital
technologies and tools (net influence = 0.244), interpersonal interactions (0.210), and communication
leadership and management (0.185) as the strongest causal drivers. Sustainable improvement in internal
communications within oil and gas organizations requires the integration of digital infrastructure,
interpersonal relationships, communication-oriented leadership, and organizational culture. Strengthening
these drivers can activate employee engagement, enhance the employee experience, and transform
employer branding into a strategic organizational asset.

Keywords: Internal Communications; Employee Engagement; Employer Branding; Fuzzy Analytic
Network Process; DEMATEL; South Pars Oil and Gas Company.
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Extended Abstract
Introduction
In contemporary organizations, sustainable performance depends not only on financial resources,
technological capacity, and formal structures but also on the quality of internal relationships,
information flows, managerial communication, and employees’ alignment with organizational
objectives. Internal communication constitutes a strategic organizational capability through which
information is distributed, managerial decisions are interpreted, activities are coordinated, and
shared meanings are developed across organizational levels. Effective internal communication
reduces role ambiguity, strengthens organizational identification, improves coordination, and
enhances employee productivity, whereas fragmented or delayed communication can increase
misunderstanding, distrust, interdepartmental conflict, and employee disengagement (Italiana, 2021;
Nageswara & Sahu, 2017; Sulaiman & Abdullah, 2019). The contemporary understanding of internal
communication therefore extends beyond the top-down transmission of administrative messages
and emphasizes dialogue, feedback, employee voice, accessibility of information, and reciprocal
interaction between management and employees (Men, 2020; Men & Bowen, 2021).
The strategic importance of internal communication becomes more pronounced in geographically
dispersed, technologically complex, safety-sensitive, and multilayered organizations. Oil and gas
companies operate through interconnected technical, operational, administrative, and managerial
units, and their effectiveness depends on the timely and accurate exchange of information among
employees, supervisors, middle managers, and senior executives. In such environments,
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communication deficiencies can affect not only job satisfaction and organizational commitment but
also operational coordination, knowledge transfer, crisis management, and workplace safety.
Evidence from formal and mission-driven organizations indicates that accessible, responsive, and
participatory communication can strengthen employee engagement and performance (Maiwada &
Oshionebo, 2024). Research conducted in the energy sector has similarly shown that employees
become more actively involved in internal communication activities when they are provided with
accessible channels, opportunities to express their views, and visible managerial responses to their
feedback (Anggadewi et al., 2024).

Employee engagement is one of the principal outcomes and antecedents of effective internal
communication. Engaged employees invest cognitive, emotional, and behavioral energy in their
work, demonstrate initiative, participate in problem-solving, and contribute beyond formal role
requirements. Internal communication facilitates engagement by clarifying organizational goals,
explaining managerial expectations, providing feedback, and allowing employees to influence
organizational processes. In turn, engaged employees contribute to communication quality by
sharing information, seeking feedback, participating in organizational dialogue, and supporting
collective objectives. Previous studies have demonstrated that satisfaction with internal
communication is positively associated with employee engagement, perceived organizational
support, organizational commitment, and employee performance (Akbari et al., 2023; Wiwin et al.,
2020). Internal communication also creates conditions for employee creativity and innovation by
facilitating knowledge exchange, psychological safety, and feedback-seeking behaviors (Kim & Park,
2021; Rezaei et al., 2021).

Internal communication is also closely connected to employer branding. Employer branding refers
to the functional, psychological, social, and developmental values through which an organization is
perceived as a workplace by current and prospective employees. Although employer branding is
often associated with recruitment and external reputation, its credibility is fundamentally shaped by
employees’ actual experiences of organizational culture, leadership, communication, development
opportunities, fairness, and support. Internal communication connects human resource practices
with the employer value proposition and helps employees understand and internalize organizational
values (Fernandes et al., 2023). Employee engagement and perceptions of the employer brand have
also been identified as important determinants of satisfaction with internal communication (Vercic,
2021). Accordingly, employer branding cannot be sustained through external promotion alone;
consistency between external messages and employees’ internal experiences is essential.

The changing organizational environment has further increased the significance of transparent and
symmetrical communication. During periods of organizational change, transparent internal
communication reduces uncertainty, explains the rationale for managerial decisions, and facilitates
employees’ adaptation to new structures and procedures (Ashraf, 2024; Hasanzadeh, 2023).
Symmetrical communication during crisis-induced change can improve employee experience and
reinforce organizational identification by demonstrating that management listens to employee
concerns and provides credible information (Sun et al.,, 2023). Communication quality is also
associated with employee loyalty because credible, timely, inclusive, and consistent communication
strengthens trust and willingness to remain with and advocate for the organization (Sinitsyna et al.,
2024). In culturally and professionally diverse workplaces, however, communication effectiveness
depends on inclusiveness, cultural sensitivity, leadership style, equitable access to information, and
recognition of different communication preferences (Motsamai & Onyenankeya, 2025).
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Digital transformation has created new opportunities and challenges for internal communication.
Digital platforms, organizational social networks, dashboards, knowledge-management systems,
and virtual meeting tools can connect geographically dispersed employees and facilitate rapid
feedback. Digital transformational leadership and symmetrical internal communication may also
contribute to innovation capability by encouraging knowledge sharing and employee participation
(Majumdarr et al., 2025). Nevertheless, excessive communication channels, continuous accessibility,
message overload, and expectations of immediate response may generate technostress and
undermine employee wellbeing. The effectiveness of digital internal communication therefore
depends on its integration with supportive leadership, clear communication norms, and employee
wellbeing policies (Raj & Goute, 2025). Internal communication also interacts with conflict
management and employee satisfaction, particularly in environments where effective performance
requires collaboration among employees with different professional responsibilities (Ginting et al.,
2024).

From a broader managerial perspective, internal communication is related to organizational culture,
internal marketing, and employee-oriented management. Respectful and emotionally supportive
communication can generate a positive emotional culture and strengthen organizational citizenship
behaviors (Feiz & Ahmadi Alvar, 2021). Internal marketing similarly emphasizes treating employees
as internal customers and using communication, development, empowerment, and managerial
support to align their behavior with organizational goals (Karimi Zand & Tayebi, 2023; Khoshkalam
Soleymandarabi et al., 2023). Despite this body of evidence, most previous studies have examined
linear relationships between internal communication and individual outcomes such as engagement,
creativity, loyalty, satisfaction, or employer branding. Limited attention has been given to the
interdependent network of causal and dependent components underlying internal communication in
operational oil and gas organizations. Therefore, the present study aimed to identify, explain, and
prioritize the causal drivers and strategic priorities of internal communication based on employee
engagement and employer branding in South Pars Oil and Gas Company.

Materials and Methods

This research was applied-developmental in purpose and employed an exploratory mixed-methods
design. The qualitative phase was conducted to identify the dimensions and components associated
with employee engagement, employer branding, and internal communication. Relevant concepts
were initially extracted through an extensive review of the theoretical and empirical literature.
Structured interviews were then conducted with experts familiar with the managerial, communication,
human resource, and operational characteristics of the oil and gas industry. The collected qualitative
information was organized through open, axial, and selective coding. This process resulted in a
comprehensive framework consisting of one overarching theme, three organizing dimensions, and
multiple basic components.

The research population included employees, middle managers, senior managers, and specialists
of South Pars Oil and Gas Company. Participants were selected through purposive and judgmental
sampling, supplemented by a snowball procedure. Eligibility criteria included substantial professional
experience, familiarity with the operational structure of the oil and gas industry, managerial or
specialized expertise, and possession of at least a master's degree. In the quantitative phase, 20
gualified experts completed pairwise comparison questionnaires. Of these participants, 16 were men
and four were women. Three participants were between 30 and 39 years of age, nine were between
40 and 49 years, and eight were aged 50 years or older. Eleven participants held master’s degrees
and nine held doctoral degrees.
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The quantitative analysis was performed in several stages. First, the Fuzzy Analytic Network Process
was used to calculate the relative weights of the components within each main dimension. Triangular
fuzzy numbers were employed to represent uncertainty and ambiguity in expert judgments. The
fuzzy values were subsequently defuzzified to generate final priority weights. Second, the Decision-
Making Trial and Evaluation Laboratory technique was applied to determine the direct and indirect
relationships among the components. The prominence index represented the overall level of
interaction of each component within the network, whereas the net-influence index distinguished
causal components from dependent components. Positive net-influence values indicated causal or
driving factors, while negative values identified dependent or outcome-related factors. Finally, the
DEMATEL-based Analytic Network Process was used to integrate causal relationships with network-
based weighting. The consistency ratios were 0.0409 for employee engagement, 0.0481 for
employer branding, and 0.0319 for internal communication, all below the acceptable threshold of
0.10.

Findings

The qualitative analysis identified three main dimensions: employee engagement, employer
branding, and internal communication. The employee engagement dimension comprised leadership
and management, organizational culture, career development opportunities, work-life balance,
rewards and recognition, workplace conditions, communication and feedback, and purpose and
meaningful work. The employer-branding dimension included the employer value proposition,
promotion of a strong and positive culture, corporate reputation and credibility, employee experience,
work balance, career development opportunities, internal communication and external marketing,
organizational leadership and management, social responsibility and sustainability, innovation and
technology, and diversity and inclusion. The internal-communication dimension comprised
transparency, diverse communication channels, feedback and participation, communication
leadership and management, interpersonal interactions, communication culture, access to
information, alignment of communication with organizational objectives, digital technologies and
tools, and employee empowerment through communication.

Within employee engagement, organizational culture obtained the highest defuzzified weight of
0.190, followed by leadership and management at 0.157 and communication and feedback at 0.140.
Career development opportunities ranked fourth with a weight of 0.137, followed by purpose and
meaningful work at 0.121, workplace conditions at 0.120, work—life balance at 0.085, and rewards
and recognition at 0.048.

Within employer branding, promotion of a strong and positive culture ranked first with a weight of
0.154. Corporate reputation and credibility ranked second at 0.136, and internal communication and
external marketing ranked third at 0.113. Social responsibility and sustainability obtained a weight of
0.108, the employer value proposition 0.101, innovation and technology 0.089, diversity and
inclusion 0.084, work balance 0.061, employee experience 0.058, organizational leadership and
management 0.051, and career development opportunities 0.046.

Within internal communication, interpersonal interactions received the highest weight of 0.173,
followed by communication culture at 0.166 and digital technologies and tools at 0.147. Access to
information ranked fourth at 0.130, communication leadership and management fifth at 0.127, and
alignment of communication with organizational objectives sixth at 0.118. Feedback and participation
received a weight of 0.078, diverse communication channels 0.038, transparency 0.022, and
employee empowerment through communication 0.021.
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The DEMATEL results demonstrated that digital technologies and tools were the strongest causal
driver, with a net-influence value of 0.244. Interpersonal interactions ranked second at 0.210,
followed by communication leadership and management at 0.185. Other causal components
included career development opportunities at 0.149, promotion of a strong and positive culture at
0.132, diversity and inclusion at 0.131, the employer value proposition at 0.121, social responsibility
and sustainability at 0.108, and employee experience at 0.088. The most strongly dependent
component was leadership and management within employee engagement, with a net-influence
value of —0.594. Internal communication and external marketing obtained —0.303, innovation and
technology —0.286, work balance —0.167, and organizational culture —0.089.

Discussion and Conclusion

The findings indicate that internal communication in South Pars Oil and Gas Company is a
multidimensional organizational system rather than a limited process of administrative information
dissemination. The high priority assigned to organizational culture in the employee-engagement
dimension suggests that employee participation is fundamentally shaped by shared norms
concerning trust, cooperation, feedback, and employee voice. Formal participation mechanisms are
unlikely to be effective when employees do not believe that their opinions are valued or that
management will respond constructively. Leadership and management were also highly important
because supervisors and middle managers translate organizational policies into employees’
everyday experiences.

The leading position of a strong and positive culture within employer branding demonstrates that the
employer brand develops primarily from internal reality. Corporate reputation and external
communication can support employer attractiveness, but their credibility depends on consistency
with employees’ lived experiences. Employees who experience respect, fairness, developmental
support, and open communication are more likely to internalize organizational values and act as
credible advocates for the company. Employer branding should therefore be understood as an
internally generated organizational asset rather than merely an external recruitment strategy.
Interpersonal interactions and communication culture received the highest weights within internal
communication, indicating that technological infrastructure alone cannot ensure communication
effectiveness. Digital tools may accelerate message transmission, but employees interpret
information through relationships with managers and colleagues. The DEMATEL results
nevertheless identified digital technologies and tools as the strongest causal driver. This apparent
difference between local priority and causal influence is strategically important: interpersonal
relations and communication culture represent the most immediately valued aspects of
communication, while digital infrastructure possesses the greatest capacity to generate changes
throughout the wider network.

The strong causal roles of interpersonal interaction and communication leadership further indicate
that communication improvement requires simultaneous investment in technical and human
capacities. Integrated digital platforms should be accompanied by managers who can explain
decisions, listen actively, provide feedback, manage ambiguity, and facilitate dialogue. The strongly
dependent position of general leadership and management suggests that managerial quality is itself
influenced by access to information, communication architecture, feedback systems, and
organizational norms. Consequently, isolated managerial training is unlikely to produce sustainable
improvement unless the wider communication system is also restructured.
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