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Abstract. This study explores the psychoemotional challenges faced by 
employees engaged in hazardous work environments and identifies key 
psychological factors that influence their ability to maintain resilience under 
occupational stress. The primary aim is to examine how specific working 
conditions affect the mental resilience of workers in high-risk settings and to 
develop practical strategies for enhancing psychological support and 
stability. To achieve this objective, the study applies a mixed-methods 
approach that combines theoretical analysis, standardized psychological 
assessments, and statistical evaluation. Self-assessment instruments were used 
to gauge employees’ levels of anxiety, frustration, aggression, and rigidity. 
Additionally, a coping strategy inventory was administered to examine how 
individuals react to stress in real-life work situations. The data were analyzed 
using descriptive and variance-based statistical techniques to reveal 
behavioral tendencies and emotional patterns across the sample. The findings 
demonstrate that most employees in hazardous work environments exhibit low 
to moderate levels of psychological strain, with task-oriented coping emerging 
as the predominant stress management strategy. This suggests that workers 
tend to adopt constructive behavioral responses when faced with high-
intensity situations. Despite this general trend, the results also highlight the 
presence of moderate aggression and emotional variability in a subset of 
respondents, particularly among male participants. The data further indicate 
that while avoidance and emotion-focused coping strategies are present, they 
are less frequent and potentially maladaptive when compared to action-based 
approaches. The study concludes that psychological resilience in high-risk 
professions is not merely the absence of stress but an active process involving 
personal regulation, emotional discipline, and environmental support. The 
implementation of a comprehensive psychocorrectional program—featuring 
psychoeducation, cognitive-behavioral training, relaxation techniques, and 
group interaction modules—is proposed as a preventative and rehabilitative 
framework. This program is designed to enhance emotional stability, promote 
adaptive thinking, and sustain performance in high-stress environments. The 
results emphasize the need for organizations to proactively cultivate 
psychological safety, invest in resilience training, and integrate mental health 
strategies into routine occupational safety measures. 
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Introduction. Enterprises engaged in the safe and uninterrupted distribution of 
natural gas to consumers - including industrial facilities, the public sector, and private 
households - play a crucial role in ensuring the country’s energy security and the stable 
functioning of its economy. Amid ongoing war conditions, their role in maintaining the 
vital activity of the population and critical infrastructure has become even more 
significant. Employees of such enterprises perform complex, high-intensity, and 
technically hazardous tasks often associated with risks of explosions, fires, gas leaks, 
and other emergencies. 

In high-risk occupations, professionals are required not only to possess advanced 
technical expertise but also to demonstrate a high level of mental resilience. The ability 
to maintain emotional balance under conditions of constant pressure, responsibility, 
and danger is a determining factor in preserving not only the life and health of the 
employees themselves but also the safety of broader communities. In this context, 
mental resilience serves as a safeguard for the effective performance of professional 
duties, error prevention, and protection against occupational burnout. 

Employees in the gas distribution sector are frequently exposed to stressful 
environments due to physical strain, irregular and night shifts, the necessity for 
sustained attention and rapid decision-making, and the dynamics of teamwork. These 
factors generate significant psychological and emotional pressure, which requires 
careful psychological investigation and the implementation of effective mental health 
support strategies. 

This research becomes particularly relevant in wartime, where traditional 
occupational risks are compounded by new threats—such as physical danger from 
shelling, infrastructure damage, loss of colleagues, staff shortages, social instability, 
and the need for recovery work under extremely stressful conditions. All of these 
factors call for new approaches to safeguarding workers’ mental health and building 
long-term psychological endurance. 

Therefore, studying the impact of working conditions on the mental resilience of 
employees engaged in gas distribution is essential not only for maintaining individual 
well-being but also for ensuring the stable operation of the country’s entire energy 
system. This research provides the foundation for developing strategic, evidence-based 
recommendations aimed at supporting workers' mental health, implementing 
preventive measures, and establishing a system of psychological safety in high-risk 
professional environments. 

Literature review. The concept of safe working conditions traditionally refers to 
a production environment where hazardous or harmful factors are either eliminated or 
maintained within established regulatory limits. These factors may include physical 
dangers (such as moving machinery, high temperatures, or exposure to gas), chemical 
threats (toxic substances), biological hazards (pathogens), and psychophysiological 
stressors (overload, fatigue, and emotional strain). The foundation of occupational 
safety is built on systematic organizational practices—such as professional training, 
procedural instruction, and the integration of technical safety systems. 

In recent years, scholarly attention has increasingly shifted toward the 
psychological aspects of workplace safety, especially within the fields of occupational 
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and organizational psychology. A growing body of research explores how exposure to 
high-risk environments influences employees’ psychological resilience and emotional 
well-being. Researchers emphasize that mental resilience is a key determinant in an 
individual's capacity to remain functional under stress, adapt to rapidly changing 
conditions, and manage emotional exhaustion. 

Within Ukrainian psychological discourse, several nuanced terms describe an 
individual's adaptive capacity in high-risk or extreme environments. While overlapping 
conceptually, these terms reflect different emphases: mental 
resilience(Sikach), psychological resilience (Arshinova & Shuvalova), stress 
resistance (Akhverdova & Boiev), neuropsychic stability (Dorohiv), and professional-
psychological resilience (Vasylenko). Each of these constructs highlights a specific 
dimension of personal stability under psychological strain. 

Maksymov (2016) defines psychological resilience as an integrative trait that 
enables a person to withstand frustration and traumatic experiences without 
compromising functional capacity. Other scholars, such as Hryhoryan, Makarenko, 
Lozhkin, Kryvoruchko, Lysenko, Karamushka, and Korolchuk, have examined 
resilience in the context of extreme work environments, focusing on physiological 
stress adaptation, emotional regulation, professional suitability, and organizational 
dynamics. 

Despite these contributions, there remains a clear research gap concerning 
employees in the gas distribution sector—one of the most safety-critical and 
psychologically demanding professional domains. Workers in this field must 
continuously manage risks such as explosions, gas leaks, and life-threatening 
operational failures. These challenges are compounded by heightened responsibility 
for public safety, critical infrastructure, and, in wartime, persistent existential threats. 
This combination of factors contributes to sustained psychological strain and a high 
likelihood of burnout. 

The literature suggests that the development and maintenance of resilience in 
high-risk professions are shaped by both internal and external variables. Internally, 
traits such as emotional stability, motivation, and cognitive flexibility serve as key 
protective factors. Externally, organizational support, social cohesion, and a 
psychologically safe work environment are vital to employee well-being. Burlakova 
and colleagues (2021, 2022, 2024) have highlighted the role of emotional intelligence, 
cognitive adaptability, and corporate well-being initiatives as mediators of resilience 
in dynamic work environments. 

From a global policy perspective, the World Health Organization (2022, 2023) 
has asserted that mental health is a universal workplace right. Employers are obligated 
to establish environments that reduce psychological stress, facilitate adaptation to 
change, and actively support employee mental health. The WHO identifies ten core 
categories of psychosocial risks—such as monotony, high workload, shift work, lack 
of autonomy, and poor interpersonal relations—that significantly affect psychological 
well-being. These risks, if unmanaged, can lead to elevated anxiety, increased 
emotional exhaustion, reduced productivity, and higher rates of error. 

Such concerns are particularly acute in high-risk occupational contexts. Workers 
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in hazardous professions are not only expected to perform under pressure but must also 
manage the cumulative psychological toll of their roles. It is therefore essential that 
occupational safety policies address not only physical threats but also the psychosocial 
dimensions of the working environment. 

Within the study of mental resilience among employees performing high-risk 
tasks, it is crucial to consider the complex characteristics of the professional 
environment. According to the WHO Guidelines on mental health in the workplace, 
the following ten categories of risks are directly relevant (Figure 1).   
 

 
Figure 1. Top 10 categories of mental health risks in the workplace According to 

WHO Recommendations 
Thus, the factors defined by the WHO are universal criteria for assessing the risks 

of mental health deterioration in the workplace. In the case of employees in the gas 
distribution sector, the relevance of these factors is heightened by the high 
technological complexity, physical danger, and emotional responsibility of their work, 
necessitating targeted psychological prevention and the creation of a psychologically 
safe climate. 

Lack of variety, fragmented or meaningless tasks, underutilization of skills, high uncertainty, and constant 
social interaction can lead to emotional exhaustion. These conditions cause job disinterest, alienation, and 
reduced cognitive flexibility.

Job Content and Task Structure

Excessive or insufficient workload, time shortages, and rigid deadlines are stress-inducing factors. Chronic 
overload results in burnout, while underload leads to demotivation and low self-esteem.

Workload and Work Pace

Shift work, night shifts, or prolonged and socially inconvenient hours disrupt biorhythms, reduce sleep 
quality, and increase fatigue. These factors heighten the risk of anxiety and depression, and reduce 
concentration and adaptability.

Work Schedule

Limited participation in decision-making, and the inability to influence workload and pace, lead to feelings 
of helplessness, reduced motivation, and increased anxiety.

Control Over Work Conditions

Outdated or faulty equipment, poor lighting, cramped spaces, and excessive noise negatively impact both 
physical and mental well-being. Frustrating conditions contribute to the development of anxiety disorders.

Physical Environment and Technical Support

Poor communication between management and staff, lack of support, limited development opportunities, 
and unclear company goals cause uncertainty and instability, undermining employees' resilience.

Organizational Culture

Social or physical isolation, team conflicts, psychological aggression (bullying, harassment), and lack of 
social support significantly reduce resilience. Feedback and support from colleagues and supervisors serve 
as powerful stress buffers.

Interpersonal Relationships

Role conflicts, unclear responsibilities, and responsibility without support lead to chronic stress. 
Discrepancies between demands and resources cause burnout and reduce adaptive capacity.

Role Ambiguity

Lack of growth opportunities, low wages, job insecurity, and undervaluation of labor demotivate workers, 
lower self-esteem, increase anxiety, and contribute to demoralization.

Career Development

• Conflict between professional and personal obligations, low family support, and living away from home 
negatively affect emotional well-being, increasing the risk of burnout and depression

Work-Life Balance
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The need for a comprehensive approach to studying and supporting the mental 
resilience of such employees is therefore evident. This opens opportunities for 
developing preventive and psychocorrectional programs aimed not only at preserving 
mental health but also at enhancing overall work efficiency. 

Aims. The objective of this study is to examine the impact of working conditions 
on the mental resilience of employees engaged in high-risk jobs, with the aim of 
developing practical recommendations for improving workplace conditions and 
reducing psycho-emotional stress. 

Methodology. The research utilized a mixed-method design that integrated both 
qualitative and quantitative approaches. Specifically, the study involved: 
- A theoretical review of scholarly literature and current regulatory guidelines 

concerning occupational safety and the psychological well-being of employees in 
high-risk professions; 

- Administration of a self-assessment tool for measuring anxiety, frustration, 
aggression, and rigidity—an instrument adapted from H. Eysenck’s methodology—
to assess the participants’ psycho-emotional conditions; 

- Use of the Coping Inventory for Stressful Situations (CISS), developed by N. Endler 
and J. Parker, to identify predominant coping strategies adopted by individuals under 
stress; 

- Application of statistical techniques, including descriptive statistics and analysis of 
variance (ANOVA), to synthesize empirical findings and evaluate variability in 
psychological resilience indicators. 

This methodological framework enabled a comprehensive assessment of 
employees’ emotional states and facilitated the identification of key psychological 
factors that influence resilience in environments characterized by elevated 
occupational risk. 

The study involved 69 employees of JSC "ZAPORIZHGAZ" performing 
hazardous work from various production units aged 20 to 61. Of these, 31 were women 
(45%) and 38 were men (55%). 

Descriptive statistics are presented in Tables 1–4. 
 

Table 1. Descriptive statistics of the research results on the level of anxiety 
according to the "Self-assessment questionnaire for anxiety, frustration, 

aggression, and rigidity" 
Minimum value 0 
Maximum value 14 
Mean value 6,12 
Median 4 
Mode 5 
Variance 14,6 
Standard deviation 3,82 
Variability 0,62 

Source: estimated by the authors 
 
The range between the minimum and maximum values indicates that all anxiety 

levels within the sample fall within the low to moderate range. The mean score (6.12) 
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suggests that the overall level of anxiety in the group is closer to the lower boundary 
of the “low anxiety” category. Both the median (4) and the mode (5) align with this 
general trend, confirming the group’s placement within the low anxiety range. The 
variance (14.6) and standard deviation (3.82) reflect a moderate dispersion of scores, 
indicating some variability in anxiety levels among participants, though not to a 
significant extent. The coefficient of variation (0.62) further supports the conclusion 
that the group is relatively homogeneous in terms of anxiety. 

Among the surveyed employees, the distribution of anxiety levels was as follows: 
- Low level of anxiety (0–7 points) - 47 respondents (68.1%); 
- Moderate level of anxiety (8–14 points) - 22 respondents (31.9%); 
- High level of anxiety (15–21 points) - 0 respondents (0%). 

 
Table 2. Descriptive statistics of the results on the frustration level based on the 

"Self-assessment questionnaire for anxiety, frustration, aggression, and rigidity" 
Minimum value 0 
Maximum value 13 
Mean value 5,62 
Median 4 
Mode 5 
Variance 9,59 
Standard deviation 3,1 
Variability 0,55 

Source: estimated by the authors 
 

The range of minimum and maximum values indicates that all levels of frustration 
among respondents fall within the low to moderate categories. The variance (9.59) and 
standard deviation (3.10) suggest a moderate level of data dispersion. A coefficient of 
variation of 0.55 implies that the overall frustration level within the sample is relatively 
homogeneous. 

The distribution of frustration levels among the surveyed employees is as follows: 
- Low level of frustration (0–7 points) - 55 respondents (79.7%); 
- Moderate level of frustration (8–14 points) - 14 respondents (20.3%); 
- High level of frustration (15–21 points) - 0 respondents (0%). 

These results indicate that the vast majority of participants exhibit a low level of 
frustration. This suggests that most employees are coping effectively with stressful 
circumstances or display a low predisposition to discouragement. Approximately one-
fifth of the respondents demonstrate a moderate level of frustration, which may reflect 
occasional difficulties in managing adverse situations. No respondents were identified 
with a high level of frustration, which is a positive outcome—none of the individuals 
surveyed are currently experiencing severe emotional distress or frustration. The fact 
that 79.7% of the respondents exhibit the capacity to handle challenges effectively 
reflects overall emotional resilience. Nevertheless, attention should be directed toward 
the subset of individuals (20.3%) who exhibit some difficulties, to prevent the potential 
escalation of frustration levels. 

The distribution of frustration levels among male respondents is as follows: 
- Low level of frustration (0–7 points) - 32 respondents (84.2%); 
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- Moderate level of frustration (8–14 points) - 6 respondents (15.8%); 
- High level of frustration (15–21 points) - 0 respondents (0%). 

The frustration levels among female respondents, illustrated in Figure 2.8, are as 
follows: 
- Low level of frustration (0–7 points) -  23 respondents (74.2%); 
- Moderate level of frustration (8–14 points) - 8 respondents (25.8%); 
- High level of frustration (15–21 points) - 0 respondents (0%). 

 
Table 3. Descriptive statistics of the research results on aggression levels based 
on the "Self-assessment questionnaire for anxiety, frustration, aggression, and 

rigidity" 
Minimum value 0 
Maximum value 18 
Mean value 7,12 
Median 6 
Mode 7 
Variance 19,10 
Standard deviation 4,37 
Variability 0,61 

Source: estimated by the authors 
 
The range of aggression scores observed in the sample is fairly broad, 

encompassing all three levels—low, moderate, and high. The maximum recorded value 
(18) approaches the upper threshold of the high aggression range. The mean aggression 
score is situated at the boundary between the low and moderate levels (approximately 
7), suggesting that the average respondent tends to exhibit low aggression, although 
moderate emotional responses may arise under certain circumstances. Half of the 
participants reported aggression scores equal to or below 6, while the most frequently 
occurring score was 7. Both values fall within the low aggression range, reinforcing 
the general tendency toward calm and self-regulated behavior among the sample. 

The variance (19.10) and standard deviation (4.37) indicate a substantial 
dispersion of aggression scores, which points to notable individual differences in 
behavioral tendencies within the group. The coefficient of variation (0.61) also 
supports the conclusion that the sample is somewhat heterogeneous with respect to 
aggression levels. 

The overall distribution of aggression scores among the surveyed employees (see 
Figure 2) is as follows: 
- Low aggression level (0–7 points) - 39 respondents (56.5%); 
- Moderate aggression level (8–14 points) - 27 respondents (39.1%); 
- High aggression level (15–21 points) - 3 respondents (4.3%). 
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Figure 2. Analysis of Aggression Scale Data 

Source: estimated by the authors 
 
An analysis of aggression scale data reveals notable differences in aggression 

levels between male and female employees engaged in high-risk occupations. Overall, 
the majority of respondents (56.5%) exhibit a low level of aggression, indicating a 
prevailing calm behavioral style, emotional stability, and constructive interpersonal 
strategies within the context of professional activity. 

When examining gender differences, it becomes apparent that low aggression 
levels are more prevalent among women (58.1%) compared to men (47.4%). 
Conversely, a moderate level of aggression was observed in 44.7% of male respondents 
and in 41.9% of female respondents. The most significant disparity is observed in the 
high aggression category: it was present only among men (7.9%), while none of the 
women demonstrated high aggression scores. 

These findings suggest that men working in hazardous environments may be more 
prone to emotional responses under stress, potentially due to both biological 
predispositions and sociocultural expectations related to masculine roles in industrial 
settings. At the same time, the overall tendency toward rational behavior observed 
across the sample is a positive indicator for teams operating under elevated 
occupational risks. 

Particular attention should be paid to those employees who demonstrated 
moderate or high levels of aggression. Without appropriate psychological support, 
these individuals may contribute to increased workplace tension, heightened conflict 
potential, and reduced team cohesion. This highlights the importance of implementing 
preventive measures focused on enhancing emotional self-regulation and promoting 
constructive coping strategies in response to stress. 

Next, we examine the results of the survey assessing coping behavior in stressful 
situations, conducted using the Coping Inventory for Stressful Situations (CISS). 
Descriptive statistics of these results are summarized in Table 4. 

Descriptive statistics of the results of the study using the CISS method allow us 
to assess the peculiarities of the choice of coping strategies by employees performing 
high-risk work. Employees performing high-risk work are mostly task-oriented (mean 
value 58.79), which is a constructive coping strategy in dealing with stress. In second 
place, with almost identical results, were avoidance strategies and emotion-focused 
coping. And distraction and social distraction are practically not characteristic of this 
sample. 
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Table 4. Descriptive statistics of the results for coping strategy selection under 
stress, based on the CISS methodology (N. Endler & J. Parker), for employees 

performing high-risk work 
Coping Strategy Mean Mode Median Standard 

Deviation 
Coefficient of 

Variation 
Task-Oriented 
Coping 58.79 63 60 7.77 0.13 

Avoidance 38.03 33 36 8.64 0.23 
Emotion-Oriented 
Coping 37.99 33 38 8.00 0.21 

Distraction 16.63 14 16 5.24 0.32 
Social Diversion 14.07 12 14 3.20 0.23 

Source: estimated by the authors 
 

This indicates a predominantly rational and active model of behavior of the 
company's employees in stressful situations, which may be related to the specifics of 
their work, since solving problems in the gas distribution industry has always been and 
is a priority. 

Thus, the predominant strategy is task orientation (35.53%). Employees try to 
actively solve problems, using their personal resources to find effective solutions. This 
strategy is useful in conditions of increased danger, as it allows you to focus on actions, 
rather than emotions or avoidance. Avoidance (22.98%) means that some employees 
choose the path of distancing themselves from problems, while emotion orientation 
(22.96%) indicates a focus on experiences associated with a stressful situation. These 
are less adaptive strategies that can reduce work efficiency in stressful conditions. 

Distraction (10.05%) to other activities or seeking help from others (8.49%) are 
practically not used by workers performing high-risk work. This may be evidence of 
the specificity of the gas engineer profession, where professionalism, independence, 
and quick decision-making are critically important. 

Results. The results of the study revealed that performing high-risk work has a 
significant impact on the mental states of employees, their mental health and 
professional self-efficacy. In particular, it was found that such conditions can lead to 
both the depletion of mental resources and the formation of adaptive strategies. The 
relationship between the level of stress resistance, motivational complex and the choice 
of coping strategies was established, which opens up prospects for optimizing working 
conditions and developing personnel support programs. 

Despite the challenges, most employees demonstrate emotional stability, a high 
level of stress tolerance, professional self-efficacy, and a preference for adaptive 
coping strategies. Low levels of anxiety (68.1%), frustration (79.7%), aggressiveness 
(56.5%), and rigidity (56.5%) indicate the ability of employees to maintain emotional 
balance in difficult working conditions. 

At the same time, employees with a different level of mental states would not be 
able to effectively perform their duties, since such work requires self-control, stability 
and promptness in decision-making. 

The effectiveness of any psychocorrectional intervention is largely determined by 
the quality of the program design, which must involve the careful selection of 
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appropriate methods and techniques tailored to the individual’s age, cognitive capacity, 
and physical condition. Employees engaged in high-risk occupations are routinely 
exposed to intense stress and psychological pressure, which may contribute to 
emotional exhaustion, heightened anxiety, and depressive symptoms. Therefore, the 
development of a targeted psychocorrectional program aimed at mitigating the adverse 
psychological effects of hazardous work environments is a critical step in safeguarding 
the mental well-being of such personnel. 

An effective psychocorrectional program should be multifaceted in structure, 
addressing various dimensions of occupational functioning and incorporating both 
individual and group-based interventions. Its overarching objective is to diminish the 
psychological toll of stressful working conditions while simultaneously fostering the 
development of adaptive coping mechanisms. This may be achieved through several 
key strategies: enhancing employees’ awareness of self-regulation and stress 
management techniques; providing training in anxiety-reduction practices and 
emotional stabilization; cultivating self-control skills essential for maintaining 
productivity under extreme conditions; and building a psychological reserve that 
strengthens resilience against potential traumatic stressors. 

The proposed psychocorrectional program (Table 5) is a structured, evidence-
based intervention aimed at supporting employees performing high-risk work by 
enhancing their psychological resilience, emotional regulation, and overall mental 
well-being. The program is designed as a preventive and corrective tool to mitigate the 
cumulative effects of occupational stress, reduce emotional burnout, and prevent the 
onset of anxiety-related and depressive disorders commonly observed in high-stress 
professional environments. 

This program is multicomponent in nature and includes a combination of 
psychoeducational, cognitive-behavioral, and relaxation-based techniques, delivered 
through both individual and group formats. The program consists of several interrelated 
modules, each targeting a specific domain of psychological functioning. 

The developed program is based on a systemic approach, which includes taking 
into account the four components of stress: physiological, emotional, cognitive, and 
behavioral, as well as the use of scientifically based methods to adjust the level of 
anxiety. 

Discussion. The results of the study provide compelling evidence that employees 
engaged in hazardous work conditions—such as those in gas distribution enterprises—
face considerable psychoemotional challenges, yet many demonstrate a high degree of 
mental resilience. The empirical data indicate that despite the presence of continuous 
occupational stressors, the majority of employees maintain low levels of anxiety and 
frustration, moderate levels of aggression, and show a preference for task-oriented 
coping strategies. These findings reinforce the view that mental resilience is not a fixed 
trait but a dynamic capacity shaped by both personal and environmental factors. 

The low levels of anxiety (68.1% of respondents) and frustration (79.7%) suggest 
that employees have developed effective mechanisms for maintaining emotional 
equilibrium even in high-stress environments. The moderate spread of aggression 
levels—with a small but notable percentage (4.3%) showing high aggression—



Issue 1 (21), 2025   Public Administration and Law Review 
 

132 

indicates the need for targeted support interventions for individuals who may be more 
vulnerable to stress-induced irritability or emotional dysregulation. Gender-based 
differences in aggression responses further underscore the need for differentiated 
psychological support strategies that take into account the unique psycho-social 
pressures experienced by male and female employees. 

 
Table 5. Psychocorrectional program to reduce the negative impact of working 

conditions on the mental stability of employees performing hazardous work 
Purpose Content Duration 

1. Introductory session 
Inform participants about the program's 
purpose, working methods, and 
expected results. 

Introduction. Presentation on the impact of stress and the 
importance of mental resilience, discussion of typical 
stress factors in their work. 

60 minutes 

2. Psychoeducational session 
Raising awareness of physiological and 
psychological responses to stress. 

Interactive lecture on the mechanism of stress, the role of 
self-regulation and mental resilience, the importance of 
emotional intelligence, the importance of self-help skills 
(presentations, discussions, short videos). 

60 minutes 

3. Relaxation techniques 
Learning skills that help you quickly 
restore emotional balance. 

Practice breathing exercises, progressive muscle 
relaxation, and grounding techniques for stabilization 
during anxiety through demonstration and joint 
performance of exercises. 

60 minutes 

4. Cognitive-behavioral training 
Recognizing and correcting destructive 
thought patterns. 

Identifying negative thoughts, learning techniques for 
replacing them with more adaptive ones, keeping a journal 
of automatic thoughts. 

2 lessons of 
90 minutes 

each 

5. Developing stress management skills 
Forming effective strategies for coping 
with stress. 

Introduction to time management methods, learning to 
prioritize tasks, approaches to managing stressful 
situations. Work in small groups, role-playing, situation 
modeling 

2 lessons of 
90 minutes 

each 

6. Support team spirit and social 
interaction 
Strengthening team support and 
developing communication skills. 

Team exercises aimed at improving mutual understanding 
and support in stressful situations. Group exercises to 
develop empathy, discuss situations, and model supportive 
conversations. 

2 lessons of 
90 minutes 

each 

7. Final session and discussion of 
results 
Evaluation of the program results, 
discussion of the achieved changes and 
plans for further independent work. 

Summing up, analysis of completed exercises, 
recommendations for further skill development. 
Discussion, feedback, development of individual mental 
health support plans. 

60 minutes 

Source: developed by the authors 
 
The predominance of task-oriented coping strategies among respondents supports 

the notion that employees adopt active and solution-focused approaches when dealing 
with workplace stressors. This aligns with the functional demands of the gas 
distribution industry, which requires high levels of autonomy, responsibility, and 
precision. The relatively lower use of emotion-focused or avoidance coping strategies 
may indicate a healthy prioritization of practical problem-solving over maladaptive 
emotional processing. However, the minority who rely more heavily on these less 
adaptive strategies represent a group at risk for emotional exhaustion, interpersonal 
conflict, and decreased job performance. 

The findings corroborate earlier theoretical assertions that psychological 
resilience is not merely the absence of distress but includes the proactive use of 
personal and organizational resources to maintain functionality in adverse 
environments. Traits such as emotional stability, self-control, and cognitive flexibility 
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were implicitly reflected in the participants’ ability to perform under pressure and adopt 
constructive coping mechanisms. These outcomes are particularly significant in the 
wartime context, where traditional occupational stressors are compounded by systemic 
threats such as infrastructure damage, life-threatening situations, and intensified 
responsibility for public safety. 

Importantly, the study highlights the critical role of workplace culture and support 
systems in shaping mental resilience. Although most participants demonstrated 
sufficient coping skills, the presence of even a small number of employees with 
moderate to high levels of psychological strain should prompt organizational leaders 
to implement proactive mental health strategies. This includes not only crisis 
intervention but also sustained prevention programs that reinforce emotional self-
regulation, promote healthy team dynamics, and foster resilience as an organizational 
value. 

The development and proposed implementation of a structured 
psychocorrectional program is a key contribution of this study. Designed to address the 
cognitive, emotional, behavioral, and physiological dimensions of stress, the program 
is both preventive and corrective in scope. It recognizes that resilience can be trained 
and supported, especially through a combination of psychoeducation, relaxation 
techniques, cognitive-behavioral approaches, and team-based interventions. The 
structured format of the program—with clear objectives, timeframes, and content—
makes it both feasible and scalable across similar high-risk work environments. 

Moreover, this research fills a critical gap in the literature by focusing on a 
profession that is often overlooked in psychological resilience studies: employees in 
the gas distribution sector. The findings have practical implications not only for 
improving individual well-being but also for enhancing operational efficiency and 
reducing risks associated with human error and burnout. In the broader context of 
national infrastructure and energy security, investing in the mental health of such 
employees is a strategic imperative. 

Finally, the study provides a foundation for future research into longitudinal 
effects of resilience training, the role of organizational leadership in fostering 
psychological safety, and the interaction between individual coping styles and group 
cohesion. These directions are vital for creating sustainable mental health ecosystems 
in high-risk industries and for aligning psychological support strategies with broader 
occupational safety frameworks. 

Conclusions. The findings of this study underscore the critical role of mental 
resilience in ensuring the psychological well-being and professional performance of 
employees engaged in hazardous occupations. The results confirm that while most 
individuals demonstrate a high level of emotional stability, task orientation, and 
adaptive coping, the demands of high-risk work environments continue to exert a 
significant psychoemotional toll on employees. The presence of low anxiety and 
frustration levels among the majority of respondents suggests that a substantial portion 
of the workforce possesses internal psychological resources and coping mechanisms 
that support functional adaptation to workplace stressors. 

Nevertheless, the data also highlight the existence of individual differences in 
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aggression levels and coping strategies, which require organizational attention. 
Employees who demonstrate moderate or high levels of psychoemotional strain may 
be at increased risk for conflict, reduced efficiency, or burnout if appropriate 
interventions are not implemented. Gender-based differences in emotional responses 
further indicate the need for tailored psychological support measures. 

The development and proposed implementation of a structured 
psychocorrectional program represents a significant practical contribution of this 
research. Designed with a systemic and multicomponent approach, the program 
addresses the physiological, emotional, cognitive, and behavioral aspects of stress. Its 
preventive and corrective modules—ranging from psychoeducation to cognitive-
behavioral training—aim to strengthen self-regulation, reduce emotional reactivity, 
and build long-term psychological resilience. 

Importantly, the study emphasizes that mental resilience is not merely an 
individual trait but a dynamic process shaped by the interaction between personal 
characteristics and organizational environments. As such, it is imperative that gas 
distribution enterprises and other high-risk industries invest in institutionalized mental 
health support systems. This includes the creation of psychological services, training 
of support personnel, and the integration of resilience-building programs into 
occupational health and safety policies. 

In conclusion, supporting the mental resilience of employees in hazardous work 
environments is not only an ethical obligation but also a strategic necessity for 
maintaining public safety, operational continuity, and workforce sustainability. Future 
efforts should focus on long-term monitoring of employee well-being, ongoing 
refinement of psychocorrectional interventions, and the alignment of workplace 
practices with international standards for occupational mental health. 
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