
RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI

Khalida Rauf1 and Nusrat Jabeen2

Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.
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Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.

References

Adjekum, D. K. (2014). Safety culture perceptions in a collegiate aviation program: A systematic  
 assessment. Journal of Aviation Technology and Engineering, 3(2), 44-56.
Aronowitz, S. (1973). The Shaping of American Working Class Consciousness.
Ayim Gyekye, S. (2005). Workers’ perceptions of workplace safety and job satisfaction. International  
 Journal of Occupational Safety and Ergonomics, 11(3), 291-302.
Blanchard, M. (1993). Managing for Wellness: There is no substitute for healthy boss-subordinate  
 relationships. Executive Excellence, 10, 8-8.
Blau, P.M. (1960). A theory of social integration. American Journal of  Sociology. 65, 545-55.
Champ, B. (1997). The safety culture revolution: making it happen. Canadian Chemical News, 49, 12-12.
Clarke, S. (2010). An integrative model of safety climate: Linking psychological climate and work  
 attitudes to individual safety outcomes using meta‐analysis. Journal of Occupational and  
 Organizational psychology, 83(3), 553-578.
Cohen, A. (1977). Factors in successful occupational safety programs. Journal of safety research,  
 9(4), 168-178.
Conrad, P. (1988). Worksite health promotion: The social context. Social Science & Medicine, 26(5), 485-489.
Cooper, C. L., & Cartwright, S. (1994). Healthy mind; healthy organization—A proactive approach to  
 occupational stress. Human relations, 47(4), 455-471.
Cooper, C. L., & Marshall, J. (1978). Understanding executive stress. Springer.
Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review and synthesis  
 of the literature. Journal of management, 25(3), 357-384.
DeJoy, D. M., Schaffer, B. S., Wilson, M. G., Vandenberg, R. J., & Butts, M. M. (2004). Creating safer  
 workplaces: assessing the determinants and role of safety climate. Journal of safety research,  
 35(1), 81-90.
Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational support and em-  
 ployee diligence, commitment, and innovation. Journal of applied psychology, 75(1), 51.
Esters, S. D. (1997). Risk management beats lawsuits on RSI threat. National Underwriter, 101, 9-12.
Freeman, R. B. (1978). Job Satisfaction as an Economic Variable, no. w0225 edn.
Ganguli, H. C. (1994). Job satisfaction scales for effective management: Manual for managers and  
 social scientists. Concept Publishing Company.
Gould, R., Ilmarinen, J., Järvisalo, J., & Koskinen, S. (2000). Dimensions of work ability-summary  
 and conclusions. Dimensions of work ability: Results of the Health, 165-175.
Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American sociological  
 review, 161-178.
Hofmann, D. A., Morgeson, F. P., & Gerras, S. J. (2003). Climate as a moderator of the relationship  
 between leader-member exchange and content specific citizenship: safety climate as an  
 exemplar. Journal of Applied Psychology, 88(1), 170-177
Hoke, G. E. J. (1997). Ergonomics: One size does not fit all. TTelemarketing and call center solutions, 16, 28-31.
Huang, Y. H., Chen, P. Y., Krauss, A. D., & Rogers, D. A. (2004). Quality of the execution of corporate  

 safety policies and employee safety outcomes: assessing the moderating role of supervisor  
 safety support and the mediating role of employee safety control. Journal of Business and  
 Psychology, 18(4), 483-506.
Huang, Y. H., Lee, J., McFadden, A. C., Murphy, L. A., Robertson, M. M., Cheung, J. H., & Zohar, 
 D. (2016). Beyond safety outcomes: An investigation of the impact of safety climate on job  
 satisfaction, employee engagement and turnover using social exchange theory as the theo-  
 retical framework. Applied ergonomics, 55, 248-257.
Ilmarinen, J., & Rantanen, J. (1999). Promotion of work ability during ageing. American journal of  
 industrial medicine, 36(1), 21-23.
Judge, T. A., & Kammeyer-Mueller, J. D. (2012). Job attitudes. Annual review of psychology, 63, 341-367.
Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job performance  
 relationship: A qualitative and quantitative review. Psychological bulletin, 127(3), 376.
LaBar, G. (1997). OSHA has a strategic plan; do you?. Occupational Hazards, 59(11), 10-10.
Larson, M. (1998). Worklife quality: Ergonomic workstations boost productivity. Quality, 37(3), 44.
Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and organ- 
 izational psychology.
Manuele, F. A. (1997). A causation model for hazardous incidents. Occupational Hazards, 59(10), 160-164.
Maslow, A. H. (1954). Motivation and Personality, Harper & Row Publishers, Inc. New York, 80-101.
McElveen, J. C. (1992). Recent trends in workers compensation. Employee Relations Law Journal,  
 18(2), 255-271.
Mearns, K., Hope, L., Ford, M. T., & Tetrick, L. E. (2010). Investment in workforce health: Exploring  
 the implications for workforce safety climate and commitment. Accident Analysis & Prev- 
 ention, 42(5), 1445-1454.
Neville, H. (1998). Workplace accidents: they cost more than you might think. Industrial management
 -chicago then atlanta-, 7-9.
O'Leary-Kelly, A. M., Griffin, R. W., & Glew, D. J. (1996). Organization-motivated aggression: A  
 research framework. Academy of management review, 21(1), 225-253
Patterson, J. M. (1997). VPP Companies' Best Practices. Occupational Health and Safety, 66(1), 60-61.
Perca, J. A. (2011). Economic Problems of European Union Caused by the Demographic Ageing.  
 Romanian J. Eur. Aff., 11, 87.
Piers, M., Montijn, C., & Balk, A. (2009). Safety culture framework for the ECAST SMS-WG. Eur-  
 opean Commercial Aviation Safety Team (ECAST).
Qureshi, F., & Sarki, M. (2014). Impact of demographic towards job satisfaction in Banks. World  
 Journal of Social sciences. 2, 2-10
Riketta, M. (2008). The causal relation between job attitudes and performance: A meta-analysis of  
 panel studies. Journal of Applied Psychology, 93(2), 472-479
Shen, Y., Ju, C., Koh, T., Rowlinson, S., & Bridge, A. (2017). The impact of transformational lead-  
 ership on safety climate and individual safety behavior on construction sites. International  
 journal of environmental research and public health, 14(1), 45-52
Simon, S. I., & Cistaro, P. A. (2009). Transforming Safety Culture rassroots-led/Management-supported  

 Change At a Major Utility. Professional safety, 54(4), 17-25.
Skov, T., Borg, V., & Orhede, E. (1996). Psychosocial and physical risk factors for musculoskeletal  
 disorders of the neck, shoulders, and lower back in salespeople. Occupational and enviro- 
 nmental medicine, 53(5), 351-356.
Stoilkovska, B. B., Žileska Pančovska, V., & Mijoski, G. (2015). Relationship of safety climate perceptions  
 and job satisfaction among employees in the construction industry: the moderating role of  
 age. International journal of occupational safety and ergonomics, 21(4), 440-447.
Sumarnin,M. &Seoprihanto,J. (2000). Pengontor Bismis. Edisikelima, Yigykarta. Liberty.
Tait, R., & Walker, D. (2000). Motivating the workforce: the value of external health and safety awards.  
 Journal of Safety Research, 31(4), 243-251.
Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover intention, and  
 turnover: path analyses based on meta‐analytic findings. Personnel psychology, 46(2), 259-293.
Thun, J. H., Größler, A., & Miczka, S. (2007). The impact of the demographic transition on manuf-  
 acturing: Effects of an ageing workforce in German industrial firms. Journal of Manufacturing  
 Technology Management, 18(8), 985-999.
Wachter, J. K., & Yorio, P. L. (2014). A system of safety management practices and worker engagement  
 for reducing and preventing accidents: An empirical and theoretical investigation. Accident  
 Analysis & Prevention, 68, 117-130.
Wachter, J. K., & Yorio, P. L. (2014). The Mediating Role of Workers’ Climate and Behavioral Per- 
 ceptions on Safety Management System Performance. Open Journal of Safety Science and   
 Technology, 4(02), 84-96           
Yusuf, R. M., Eliyana, A., & Sari, O. N. (2012). The influence of occupational safety and health on  
 performance with job satisfaction as intervening variables (Study on the production employees  
 in PT. Mahakarya Rotanindo, Gresik). American Journal of Economics, 6, 136-140.
Zohar, D. (1980). Safety climate in industrial organizations: theoretical and applied implications.  
 Journal of applied psychology, 65(1), 96-103.
Zohar, D. (2010). Thirty years of safety climate research: Reflections and future directions. Accident  
 Analysis & Prevention, 42(5), 1517-1522.
Zwetsloot, G., & Pot, F. (2004). The business value of health management. Journal of Business Ethics,  
 55(2), 115-124.

 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI

Khalida Rauf1 and Nusrat Jabeen2

Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI

Khalida Rauf1 and Nusrat Jabeen2

Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI
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Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.
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Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.

Variables N Minimum Maximum Mean St Deviation 

Job 
satisfaction 

375 3.00 22.00 14.276 5.5401 

Safety 375 7.00 38.00 23.0404 7.248 

 

       Job Satisfiction Safety 
    

Job Satisfaction 

 

 

 

 

Safety 

Pearson Correlation 

Sig. 1-Tailed 

N 

 

Pearson Correlation 

Sig. 1-Tailed 

N 

 

 1 

 

322 

 

.608** 

.000 

322 

.608** 

.000 

322 

 

1 

 

322 

     

 

PAKISTAN BUSINESS REVIEW 215

Volume 21 Issue 1, April, 2019Research

 Model Unstandardize
d Coefficients 

 Standardized 
Coefficients 

t Sig        R 2 

 B Std.Error       Beta   

(Constant) 3.561 .819  4.348 .000 

Safety .465 .034 .608 13.716 .000     .370 
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safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.
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Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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20-35 168 19.24 7.36    Upper limit Lower limit 

    2 7.934 0.000 8.42 14.00 

36-50 207 35.73 9.92      
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI

Khalida Rauf1 and Nusrat Jabeen2

Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.

References

Adjekum, D. K. (2014). Safety culture perceptions in a collegiate aviation program: A systematic  
 assessment. Journal of Aviation Technology and Engineering, 3(2), 44-56.
Aronowitz, S. (1973). The Shaping of American Working Class Consciousness.
Ayim Gyekye, S. (2005). Workers’ perceptions of workplace safety and job satisfaction. International  
 Journal of Occupational Safety and Ergonomics, 11(3), 291-302.
Blanchard, M. (1993). Managing for Wellness: There is no substitute for healthy boss-subordinate  
 relationships. Executive Excellence, 10, 8-8.
Blau, P.M. (1960). A theory of social integration. American Journal of  Sociology. 65, 545-55.
Champ, B. (1997). The safety culture revolution: making it happen. Canadian Chemical News, 49, 12-12.
Clarke, S. (2010). An integrative model of safety climate: Linking psychological climate and work  
 attitudes to individual safety outcomes using meta‐analysis. Journal of Occupational and  
 Organizational psychology, 83(3), 553-578.
Cohen, A. (1977). Factors in successful occupational safety programs. Journal of safety research,  
 9(4), 168-178.
Conrad, P. (1988). Worksite health promotion: The social context. Social Science & Medicine, 26(5), 485-489.
Cooper, C. L., & Cartwright, S. (1994). Healthy mind; healthy organization—A proactive approach to  
 occupational stress. Human relations, 47(4), 455-471.
Cooper, C. L., & Marshall, J. (1978). Understanding executive stress. Springer.
Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review and synthesis  
 of the literature. Journal of management, 25(3), 357-384.
DeJoy, D. M., Schaffer, B. S., Wilson, M. G., Vandenberg, R. J., & Butts, M. M. (2004). Creating safer  
 workplaces: assessing the determinants and role of safety climate. Journal of safety research,  
 35(1), 81-90.
Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational support and em-  
 ployee diligence, commitment, and innovation. Journal of applied psychology, 75(1), 51.
Esters, S. D. (1997). Risk management beats lawsuits on RSI threat. National Underwriter, 101, 9-12.
Freeman, R. B. (1978). Job Satisfaction as an Economic Variable, no. w0225 edn.
Ganguli, H. C. (1994). Job satisfaction scales for effective management: Manual for managers and  
 social scientists. Concept Publishing Company.
Gould, R., Ilmarinen, J., Järvisalo, J., & Koskinen, S. (2000). Dimensions of work ability-summary  
 and conclusions. Dimensions of work ability: Results of the Health, 165-175.
Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American sociological  
 review, 161-178.
Hofmann, D. A., Morgeson, F. P., & Gerras, S. J. (2003). Climate as a moderator of the relationship  
 between leader-member exchange and content specific citizenship: safety climate as an  
 exemplar. Journal of Applied Psychology, 88(1), 170-177
Hoke, G. E. J. (1997). Ergonomics: One size does not fit all. TTelemarketing and call center solutions, 16, 28-31.
Huang, Y. H., Chen, P. Y., Krauss, A. D., & Rogers, D. A. (2004). Quality of the execution of corporate  

 safety policies and employee safety outcomes: assessing the moderating role of supervisor  
 safety support and the mediating role of employee safety control. Journal of Business and  
 Psychology, 18(4), 483-506.
Huang, Y. H., Lee, J., McFadden, A. C., Murphy, L. A., Robertson, M. M., Cheung, J. H., & Zohar, 
 D. (2016). Beyond safety outcomes: An investigation of the impact of safety climate on job  
 satisfaction, employee engagement and turnover using social exchange theory as the theo-  
 retical framework. Applied ergonomics, 55, 248-257.
Ilmarinen, J., & Rantanen, J. (1999). Promotion of work ability during ageing. American journal of  
 industrial medicine, 36(1), 21-23.
Judge, T. A., & Kammeyer-Mueller, J. D. (2012). Job attitudes. Annual review of psychology, 63, 341-367.
Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job performance  
 relationship: A qualitative and quantitative review. Psychological bulletin, 127(3), 376.
LaBar, G. (1997). OSHA has a strategic plan; do you?. Occupational Hazards, 59(11), 10-10.
Larson, M. (1998). Worklife quality: Ergonomic workstations boost productivity. Quality, 37(3), 44.
Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and organ- 
 izational psychology.
Manuele, F. A. (1997). A causation model for hazardous incidents. Occupational Hazards, 59(10), 160-164.
Maslow, A. H. (1954). Motivation and Personality, Harper & Row Publishers, Inc. New York, 80-101.
McElveen, J. C. (1992). Recent trends in workers compensation. Employee Relations Law Journal,  
 18(2), 255-271.
Mearns, K., Hope, L., Ford, M. T., & Tetrick, L. E. (2010). Investment in workforce health: Exploring  
 the implications for workforce safety climate and commitment. Accident Analysis & Prev- 
 ention, 42(5), 1445-1454.
Neville, H. (1998). Workplace accidents: they cost more than you might think. Industrial management
 -chicago then atlanta-, 7-9.
O'Leary-Kelly, A. M., Griffin, R. W., & Glew, D. J. (1996). Organization-motivated aggression: A  
 research framework. Academy of management review, 21(1), 225-253
Patterson, J. M. (1997). VPP Companies' Best Practices. Occupational Health and Safety, 66(1), 60-61.
Perca, J. A. (2011). Economic Problems of European Union Caused by the Demographic Ageing.  
 Romanian J. Eur. Aff., 11, 87.
Piers, M., Montijn, C., & Balk, A. (2009). Safety culture framework for the ECAST SMS-WG. Eur-  
 opean Commercial Aviation Safety Team (ECAST).
Qureshi, F., & Sarki, M. (2014). Impact of demographic towards job satisfaction in Banks. World  
 Journal of Social sciences. 2, 2-10
Riketta, M. (2008). The causal relation between job attitudes and performance: A meta-analysis of  
 panel studies. Journal of Applied Psychology, 93(2), 472-479
Shen, Y., Ju, C., Koh, T., Rowlinson, S., & Bridge, A. (2017). The impact of transformational lead-  
 ership on safety climate and individual safety behavior on construction sites. International  
 journal of environmental research and public health, 14(1), 45-52
Simon, S. I., & Cistaro, P. A. (2009). Transforming Safety Culture rassroots-led/Management-supported  

 Change At a Major Utility. Professional safety, 54(4), 17-25.
Skov, T., Borg, V., & Orhede, E. (1996). Psychosocial and physical risk factors for musculoskeletal  
 disorders of the neck, shoulders, and lower back in salespeople. Occupational and enviro- 
 nmental medicine, 53(5), 351-356.
Stoilkovska, B. B., Žileska Pančovska, V., & Mijoski, G. (2015). Relationship of safety climate perceptions  
 and job satisfaction among employees in the construction industry: the moderating role of  
 age. International journal of occupational safety and ergonomics, 21(4), 440-447.
Sumarnin,M. &Seoprihanto,J. (2000). Pengontor Bismis. Edisikelima, Yigykarta. Liberty.
Tait, R., & Walker, D. (2000). Motivating the workforce: the value of external health and safety awards.  
 Journal of Safety Research, 31(4), 243-251.
Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover intention, and  
 turnover: path analyses based on meta‐analytic findings. Personnel psychology, 46(2), 259-293.
Thun, J. H., Größler, A., & Miczka, S. (2007). The impact of the demographic transition on manuf-  
 acturing: Effects of an ageing workforce in German industrial firms. Journal of Manufacturing  
 Technology Management, 18(8), 985-999.
Wachter, J. K., & Yorio, P. L. (2014). A system of safety management practices and worker engagement  
 for reducing and preventing accidents: An empirical and theoretical investigation. Accident  
 Analysis & Prevention, 68, 117-130.
Wachter, J. K., & Yorio, P. L. (2014). The Mediating Role of Workers’ Climate and Behavioral Per- 
 ceptions on Safety Management System Performance. Open Journal of Safety Science and   
 Technology, 4(02), 84-96           
Yusuf, R. M., Eliyana, A., & Sari, O. N. (2012). The influence of occupational safety and health on  
 performance with job satisfaction as intervening variables (Study on the production employees  
 in PT. Mahakarya Rotanindo, Gresik). American Journal of Economics, 6, 136-140.
Zohar, D. (1980). Safety climate in industrial organizations: theoretical and applied implications.  
 Journal of applied psychology, 65(1), 96-103.
Zohar, D. (2010). Thirty years of safety climate research: Reflections and future directions. Accident  
 Analysis & Prevention, 42(5), 1517-1522.
Zwetsloot, G., & Pot, F. (2004). The business value of health management. Journal of Business Ethics,  
 55(2), 115-124.

 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI

Khalida Rauf1 and Nusrat Jabeen2

Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.

PAKISTAN BUSINESS REVIEW 219

Volume 21 Issue 1, April, 2019Research



RELATION OF PERCEPTION OF SAFETY
CLIMATE AND JOB SATISFACTION IN
INDUSTRIAL SECTOR OF KARACHI
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Abstract

The present study attempts to investigate the relationship between worker’s perception of workplace 
safety and job satisfaction. 375 participants were approached through convenient sampling from 
different enterprises. The study design was correlational. Worker’s perception of workplace safety 
was measured through Safety Culture Perception Survey (2009) and job satisfaction was measured 
through  job satisfaction scale (1954).Posited within the framework of reciprocity theory, it was 
hypothesized that there would be a positive correlation between perception of workplace safety and 
job satisfaction. The relationship between the variables was calculated through Pearson product 
moment correlation. Results showed significant correlation between the two variables, furthermore, 
age difference was also explored through t test, which was also found significant between the two 
groups.

Keywords: Perception, Job Satisfaction, Industrial Sector, Work Place.

JEL Classification: E120

Introduction

 Safety related concepts have been considered important in the workplace as it leads to injury 
reducing behavior (Zohar, 2010). The inculcation of safety climate in the workplace is an effort of 
management commitment to workers’ safety. The role of perception of safety plays an important role 
if seen within the framework of social exchange theory founded by Blau (1960), which states that in 
any interdependent relationship contract between two parties is based on the concept of reciprocity. If 
any party is treated favorably, feels obligated to behave similarly and vice versa that is in a reciprocal 
manner (Gouldender,1960). The concept of social exchange theory has been widely studied in the 
workplace by Eiseberger, Fasolo and Davis-LaMastro, (1990), Dejoy, Schaffer, Wilson, Vandenbert 
and  Butts (2004) and Mearns, Hope, Ford and Tetrick (2010).
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 Management’s effort to promote safety in the workplace can be seen as reciprocity dynamic, 
ie when employees perceive organization behaving positively towards their safety they in turn 
respond similarly (Hoffman, 2003).Shen, Ju, Koh, Rowlinson and Bridge (2017) stated that 
transformational leadership has direct impact on safety behavior resulting in safety compliance and 
leader participation, participative leaders have been perceived as supportive.

 Workplace safety has been studied with regard to safety outcomes like reduced injury rate 
and following of safety tactics. But it has not been studied widely with regard to employee outcomes 
like turnover and work engagements. Little attention has been focused on psychosocial factor like job 
satisfaction. Job satisfaction as an attitudinal variable affects various facets of the job (Judge  & 
Kammeyer-Mueller, 2012).  It seems to affect variables like work performance, work engagement and 
turnover which has many human resource implications (Judge, Thorosen, Bono & Patton,2001; 
Rekitta, 2008;  Tett & Mayer,1993).As the perception of workplace safety has been upraised by many 
researchers as affecting job satisfaction which in turn affects many human resource variables in a 
latent manner  (Huang, Lee,  McFadden,  Murphy, Robertson, Cheung  & Zohar, 2016). 

 The present study attempts to fill the gap between safety climate and work attitude like job 
satisfaction as most of the literature is focused on studying safety outcomes.

Literature Review

 Long before the emergence of positive psychology in the workplace, Maslow (1970) 
identified safety as one of the basic needs of humans and animals in his hierarchy of needs. No doubt, 
humans earn bread and butter as a result of their employment which satisfies their basic need of 
hunger and thirst and then move onto the next stage to secure resources for himself and his young 
ones. In other words, he looks for safer ways to secure resources for his survival.
 
 Concerns for employees, be it health and safety, financial, physical and psychological have 
been the focus of attention even before the early 20th century. First, it was discussed under the 
heading of workers’ comfort, later during the mid of 20th century job satisfaction was identified as a 
precursor of good performance. With the passage of time the same concept was considered as an 
important economic variable (Freeman, 1978).However concern for employees went through another 
development during the last part of the 20th century, this time it was discussed as an integrated ability 
to work, which means there should be a balance between worker’s capacity and work demand (Gould, 
Iimarinen, Jarvisalo  & Koskinen, 2008). Implication of such ideas may result in job satisfaction, 
which is an affective variable resulting from perceived working condition (Locke,1969).

 Well being in the workplace has gone through long historical development. Not only the 
human friendly tools, machines and buildings are designed to enhance performance, rather improving 
atmosphere, machines and ergonomics provide a way to capitalize on the skill of aging work force. 

On a broader perspective, well being seems to have strategic implications (Zwetanen & Pat, 2004; 
Thun, Grobler & Miczka,2007; Perca,2011; Ilmarinen & Rantanen,1999).

 Numerous researchers identified several workplace characteristics like health and safety 
practices, work designs, ergonomics, workplace violence, workplace harassment, addiction and even 
relationship with colleagues have well being implications (Patterson,1957; Hoke, 1997; Neuman  & 
Baron, 1997; O’Leary-Kelly, Griffin  & Glev, 1996;Blanchard,1993; Cooper  & Cartwright, 1994). 
By removing all these perils from the dangerous work situations, organizations can have positive 
impact on   health and well being (Cooper  & Marshal,1998).

 Danna and Griffin (1999) identified work related, personality and occupational stress related 
variables leading to workplace health, be it physical or psychological which results in individual 
consequences (in terms of physical and psychological health) and organizational consequence in 
terms of  health insurance cost, absenteeism, productivity and lawsuits. Cooper and Cartwright (1994) 
pointed organizational consequences of well being and health can affect the income of the 
organization. Moreover, Neville (1998) brought to light that workplace hazards can result in low 
productivity and efficiency which results from the wages for lost time of uninjured workers. 
According to Conrad (1988) Cooper and Cartwright (1994) the employee benefit soared from30% to 
50% of national health bill, whereas, Elkin and Rosch (1990) reported that 54% of absences in the 
workplace were stress related and replacing these employees may result in huge cost. Workplace 
stress induced injury claims are the most common out of ten injury categories in workers’ 
compensation statement (McElveen, 1992; Esters, 1997).  

 Skov, Borg and Orhede (1996) discovered that high job demands, lack of control and lack of 
support among sales personnel resulted in musculoskeletal symptoms. Esters (1997) reported the case 
of 1996 product liability lawsuit against Digital Equipment Corporation due to which company had to 
pay six million to three women whose injuries resulted from the use of company’s keyboards. That is 
why, companies have become aware  of “human factor” in the workplace, few considered it expensive 
but ergonomic adjustment resulted in workers’ efficiency and productivity. Modern organizational 
literature reported that concern for human factor and ergonomic adjustments have resulted in more 
efficiency and productivity decreasing the number of uncomfortable moves like bending, stretching, 
leaning and pushing (Larson, 1998). 

 Most researches focus on traditional outcomes of safety, whereas, Huang, Lee, McFadden, 
Murphy, Robertson, Cheung and Zohar (2016) used social exchange theory to study how safety 
climate perception is related to employee outcome and the mediating effect of job satisfaction on  
safety climate and human resource outcomes. As proposed by need theory of Maslow (1954) their 
results indicate that safety climate ensures employees that their company cares for them. According to 
social exchange theory, they perceive that their safety needs are met, hence report more satisfaction 
and try to pay back by engaging more and more.  

 Moreover, LaBar (1997) and Champ (1951) maintained that responsibility for safety should 
be a part of every employee’s job, at every level which only signifies safety culture. This culture is 
strengthened by management’s commitment or non commitment (Manuele,1997).  The relationship 
between perception of safety climate and management’s commitment has been reported by Cohen 
(1977) and Zohar (1980) as high rank of safety officers, safety training, safety inspection and 
promotion and recognizing of safety.  This relationship is again based on social exchange theory that 
employees who perceive organizational commitment to safety as beneficial for their well being and 
reciprocate positively by engaging in safe behavior (Hofmann et al., 2003).

 Satisfaction with workplace environment or workplace policies is perceptual in nature, ie., if 
workplace is perceived as safe only then it can lead to satisfaction. In other words, job satisfaction and 
organizational climate seem to play a mediating role in workplace accidents.  This could also be 
explained in the light of reciprocity theory (Gouldener, 1960) which states that when workers perceive 
the environment as safe then accident frequency is likely to be low rather satisfied workers also 
perceive their supervisors as supportive and consider their management’s role as crucial in their 
safety.  Moreover, Robin and Walker (2000), Sumrani and Seoprihanto (2000) found that companies 
sometimes provide occupational safety and health not only to increase sense of security among 
employees rather to enhance their satisfaction level. Yousuf, Eliyana and Sari (2012) discovered that 
changes in occupational safety and health also bring changes in the satisfaction level of employees.
Stoilkovska, Pancovska and Mijoski (2015) studied the effect of perceived safety climate and job 
satisfaction with age as a moderating variable, results no relationship between age and job satisfaction 
with regard to safety. 

 Keeping the above literature in mind it was thought that these variables of workplace safety 
and satisfaction of employees be explored in Pakistani culture. As the above literature is mainly drawn 
from developed countries that is why it was decided to explore these variables in local culture  as our 
country is not that advance and prosperous to spend much on safety aspects.  

 It was hypothesized that there will be a positive correlation between perception of workplace 
safety and job satisfaction.  There would be a difference in different age groups.  
  

Methodology

 Sample: 375 employees were approached conveniently from different industries of Karachi. 
The age range of the respondents was from 20 to 50 years, which was further divided into two groups 
of 20-35 and 36-50.

 Study Design: The correlational study design was followed to find the relationship between 
perception of workplace safety and job satisfaction.

 Measures:  Perception of workplace safety was measured through Safety Culture Perception 
Survey by Simon and Cistario (2009), which is 7 item 5 point likert type scale ranging from 1 not true 
to 5 definitely true. Job Satisfaction was measured through Job Satisfaction Scale by Ganguli (1954), 
which is three item 7 point  likert type scale, ranging from 1 that is strongly disagree to  7 that is 
strongly agree, high score showing greater satisfaction with job.

 Procedure: 375 people working in different industries of Karachi were approached 
individually, by contacting their management. Permission was granted after the reason for data 
collection was explained.  Reluctance on the part of respondent was overcome by giving assurance of 
unanimity of data.

 Ethical consideration: Employees were assured of confidentiality. Their reluctance was 
overcome by telling them that the data is meant for research purpose only.  They were also assured 
that they can withdraw at any stage of research.  
                                            
 Statistics: Pearson Product Moment Correlation was calculated through SPSS 
19.00.Regression model was also carried out to find the predictive relationship between the two 
variables. Furthermore, age difference was calculated through t test for independent sample.

 Time frame: The data was collected during the year 2014 and 15, the write-up was completed in 2016.

Operational Definition

Job Satisfaction

 Job Satisfaction has been defined by Locke (1976) “as a pleasurable and positive emotional 
state resulting from the appraisal of one’s job or job experiences and as a function of the perceived 
relationship between what one wants from one’s job and what on perceives it as offering.”   
                                               
Perception of safety culture

 Perception of safety culture has been defined by Piers, Montin and Balk ( 2009) as “ a set of 
enduring values  and attitudes regarding safety issues, shared by member of every level of an 
organization.”   

 

Results

Table 1
Showing descriptive statistics

Table 2
Pearson’s Correlation between Job Satisfaction & Safety

    

 

**Correlation is significant at the .000 Level (1-tailed)

Table 3
Regression model expressing the predictive relation between perception of safety and job satisfaction

 

Job satisfaction: dependent variable
 The model result states that increase in safety measures is related to increase in job 
satisfaction.  Results show that safety positively affects job satisfaction (p= .000, β =.680, R2  = .370, 
which  means the model is 37% explained.

Table 4
Age difference between 20-35 and 36- 50 age group

Discussion

 The impact of safety management practices is such that it promotes positive workplace 
perception, thereby making workers follow safety practices.The present study attempts to explore the 
relation of perception of workplace safety and job satisfaction. Results revealed strong and positive 
correlation significant at .000 level, table no.2. Results support the related literature and existing 
hypothesis that there will be a positive correlation between perception of safety and job satisfaction.

 Furthermore, it was also analyzed whether safety practices predict satisfaction at the 
workplace, regression model was carried out which strengthens the assertion that safety practices 
predict job satisfaction, R2  =.370, which  means the model is 37% explained, table no.3. Wachter & 
Yorio (2014) stated that safety management system could be predictor of lost time injuries and 
illnesses as an outcome and the same predictor seems to be related to the safety climate; justice 
climate and safety related behaviors as a mediator. They concluded out of their research that system 
of safety management practices significantly predicted all of the employee safety perceptual and 
behavioral constructs. At yet another place, these two authors in 2013 stated that perceived level of 
safety management negatively predict injuries.

 Adjekum (2014) studied perception of safety among students of aviation program, his study 
revealed that freshmen had favorable perception of safety culture as compared to senior students and 
it was attributed to different operations which they had to perform.
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 These results are further supported by Gyeke’s (2005) results, which state that highly 
satisfied workers consider their work to be safe. Moreover, they consider their colleagues’ efforts 
toward safety as worthy and encourage others to behave safely. Past and recent, both studies have 
shown relationship between safety climate and job satisfaction (Gouldener, 1960). Moreover, job 
satisfaction in conjunction with organizational commitment mediates the relationship between safety 
climate and safety behavior (Clark, 2010). 

 Champ (1997) stated that responsibility for safety rests with everyone in the organization 
from top to bottom, which is how culture ensures it.  Huang, Ghen, Krauss and Rogets (2004) stated 
that company’s safety and health policy is basically an investment in human resource because it cut 
down injury cost rather it increases job satisfaction and cut down turnover rate. Promoting health and 
safety issues plays a pivotal role in improving the well being of employees.

 With regard to age, Aronowitz 1973 found that younger workers expect more from 
workplace, if their expectations are not met with they become frustrated and dissatisfied. Q u r e s h i 
and Sarki (2014) proved that there exists a relationship between age and job satisfaction. The present 
study also supports the existing literature with a t value significant at .000 level.

Conclusion

 It is safely concluded that no doubt safety and job satisfaction seem correlated, but there is a 
lot that needs to be improved like building, location, machinery, equipment and so on. Change and 
improvement with regard to work is not constant, since stability is something that can never be 
achieved ideally. With regard to the accompanying variables like human resources, like job 
performance, work engagement, turnover and absenteeism that are indirectly affected by job 
satisfaction as an implication of  perception of workplace safety. The current study proves the 
relationship between work attitudes like job satisfaction and perception of safety climate in the 
workplace. It also provides impetus to future researchers and human resource professionals to look 
into the application of safety policies and practices to impact not only attitudes rather work 
motivation, turnover and absenteeism.

Limitations and Recommendations

 The data was collected from different types of companies that makes it difficult to 
generalize. Satisfaction and perceptual measures are subjective in nature; efforts should be made to 
include objective measures. Constructs like work setting variables and individual and organizational 
consequences can be assessed objectively. The study was also restricted to just one work attitude like 
job satisfaction, because the time spent in filling out a form was considered a barrier to work or time 
consuming despite the shortness of scales, therefore it is recommended for future research to include 
a few more variables like motivation, turnover and engagements.
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