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Summary

In recent years the interests about how safety climate influences the safety-related
outcomes have increased significantly. Reason for that is the increasing importance of
people and their significance as a part of the process. Achieving positive safety-related
outcomes is crucial and in this sense, one of the main organizational aims is to provide a
healthy work environment to all employees. In this project, questionnaires are presented,
NOSACQ-50 (Nordic Occupational Safety Climate Questionnaire), Affective Commitment,
Job Satisfaction, GHQ-12 (General Health Questionnaire), Subjective Productivity, and
Intention to Leave, to characterize the main indicators (safety climate, psychological well-
being, organizational commitment, job satisfaction and safety performance). The results of
this cross-sectional research will be an integral part of understanding how safety climate
influences the occupational accidents by following the model, which link them trough a
number of pathways. Deriving from the results of this research will offer evidence about the
role of safety climate on safety-related outcomes, which can be use for guiding future

interventions aimed at improving the safety in this specific organization.

Keywords: Safety climate; Safety-related outcomes; Questionnaire research;

Interventions
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Resumo

Nos ultimos anos aumentou significativamente o interesse acerca de como o clima de
seguranga no trabalho influencia os resultados relacionados com a seguranga (e.g., acidentes
de trabalho, desempenho). Isto deve-se a crescente importancia das pessoas e da sua
relevancia como parte do processo. Conseguir resultados positivos relacionados com a
seguranga ¢ crucial e, neste sentido, uma das maiores preocupagdes organizacionais ¢
facultar um saudavel ambiente de trabalho a todos os empregados. Neste projeto, utilizam-se
questionarios — NOSACQ-50 (Nordic Occupational Safety Climate Questionnaire), Affective
Commitment, Job Satisfaction, GHQ-12 (General Health Questionnaire), Subjective
Productivity e Intention to Leave — para caracterizar os principais indicadores (clima de
seguranga, bem estar psicoldgico, motivacdo organizacional, satisfacdo profissional e
desempenho de seguranga). O resultado desta pesquisa sera parte integrante da compreensao
de como o clima de seguranca influencia os acidentes de trabalho, seguindo o modelo que o
liga através de numerosos percursos. Do resultado desta pesquisa decorre a evidéncia do
papel do clima de seguranca nos resultados relacionados com a seguranga, o que podera ser
utilizado para orientacdo de futuras intervengdes motivadas pela melhoria da seguranca no

trabalho nesta empresa especifica.

Palavras-chave: Clima de seguranga no trabalho; Resultados relacionados com a

seguranca; Questiondrio de pesquisa; Intervengdes.
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Executive Summary

People spend a significant time at their workplaces, and often their jobs bring
meaning to their life. Sometimes, work may dominate the lives of many people, and because
of this all individuals should have safe and healthy work environment.

For an organization, to provide a healthy environment to all employees is not
important only to worry about injury and illness. But, what exactly represents one healthy
organization? Some authors define it as one that survives but also continuously develops and
expand its abilities (Miles, 1965). Other authors extend this definition by including the health
of employees when they describe the organization as one that is financially successful and
has a healthy workforce (Cooper, 1994).

When the organization is “healthy”, it is able to maintain a healthy and satisfying
work environment for all employees, even in times of market turbulence and change.
Factors, such as high productivity, high employee satisfaction, good safety records, few
disability claims and union grievances, low absenteeism, low turnover, and the absence of
violence, can characterized the health of work environment (Quick, 1999).

From the paragraph above we saw when one organization is “healthy”, but what
factors affect the health of the people inside the organization? The World Health
Organization, in 1946, defined health as not just the absence of disease, but as a state of
complete physical, mental, and social well-being. Later, in 1986, the Ottawa Charter defined
health as a resource for everyday life. In conclusion, health includes social and personal
resources as well as physical capabilities, and the ability to have and to reach goals, meet
personal needs, and cope with everyday life.

After giving a definition for health and after explaning what is needed to work in a
healthy and safety environment, now let’s define what will happen when we put everything
in one system. Most of the authors call this system “climate”. "Climate" in one organization
represents an emergent property, characterizing groups of individuals. Operationally, it is
assessed by aggregating individual perceptions to the required unit of analysis (unit as
organization, department, work group, etc.), and using the mean to represent the climate for
the entity (Reichers, 1990). But, what is the difference between organizational and safety
climate in one organization? Organizational climate refers to shared perceptions among
members of an organization with regards to its fundamental properties. The fundamental

properties are all policies, procedures and practices (Reichers, 1990).
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On the other hand, safety climate relates to shared perceptions with regard to safety
policies, procedures, and practices. Clarke (2000) is agreeing that safety climate contains
three main dimensions/ components and they are:

- Management commitment — managers’ actions and attitudes regarding safety;

- Safety climate system — satisfaction with company, safety policy and procedures;

- Risk — level of workplace risk and how the workforce perceives this (Clarke, 2000).

Some authors said that safety climate may be viewed as a sub climate of the more
general organizational climate, but focused on a more specific area of organizational
functioning. At the individual level, safety climate represents perceptions of the work
environment as regard safety. It allows individuals to interpret all organizational events and
process in relation to personal and organizational safety values (Schneider, 1985).

Safety climate has the role of mediator between the organizational climate and safety
— related outcomes. With other words, the influence of organizational climate is completely
mediated by the safety climate. But, in one point climate perceptions could impact on work
motivation which affects job performance. These perceptions could impact on job
satisfaction as well, which affect the psychological well-being and withdrawal.
Nevertheless, a positive safety climate, in which all employees in the organization perceive
all safety policies, procedures and practices in an effective way, and when managers are
committed to safety, this definitely will increase employees™ feelings of commitment and
satisfaction with the organization. In turn, this will affect their work attitudes and will
reduce the occupational risks.

If in one organization the safety climate has a negative side, it is clear that climate
perceptions show that all policies and procedures are ineffective, and there is a lack of
management commitment to safety. As a result, this will have effect of reducing physical
and psychological well-being, and leave employees more vulnerable to accidents and
injuries.

The main purpose of this project is to analyze how the safety climate affects the work
of all employees, the productivity, and the safety-related outcomes. To do this, will be
conducted a cross-sectional research in a Bulgarian company: MLPS, an small company
engaged in manufacturing of parts and assemblies made of ferrous and non-ferrous metals,
plastics and rubbers.

First, a needs analysis was conducted. The company provided information about its
safety-related issues and work accidents. This information was analyzed, showing that

organizational climate is significant and from this depends what will be outcomes.
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Moreover, the safety-related outcomes depend on how well the employees perceived the
existing safety policy. That is why, safety climate has a very strong impact on the safety-
related outcomes, i.e. if the employees think only to do the job on time, and as a result they
think less for the risks it may occur.

Such needs analysis motivated an empirical study to analyze the safety climate in the
company through the NOSACQ-50 questionnaire (Nordic Occupational Safety Climate
Questionnaire), and its association with key organizational indicators such as Affective
Commitment, Job Satisfaction, psychological well-being (measured with the GHQ-12:
General Health Questionnaire), Subjective Productivity, and Intention to Leave.

The results of this cross-sectional research will be an integral part of understanding
how safety climate influences the occupational accidents by following the model, which link
them trough a number of pathways (see Griffin & Neal, 2001).

Findings are used for guiding future interventions aimed at improving the safety in
this specific organization. In that sense, it is necessary to mention that interventions are
often recommended when one organization wants to improve employee psychological health
and well-being (Nielsen, 2013). “Actors” who are involved in developing and implementing
interventions are employees and managers. Employees are targets of intervention, but also
play a role in the intervention program by developing and implementing. Their participation
is recommended, because one the main goals of interventions are to improve their working
conditions. Participation can take many forms — completing questionnaires to prioritize areas
of action, developing action plans and being responsible for implementing interventions.
The others “actors” are the managers. They play also very important role, because they have
to support this intervention program and to ensure its success. Also, their role is vital to the
process, without them this is not possible. They have the means to allocate resources to plan,
implement and evaluate the program. In addition, they have the job to communicate these
plans with all employees, who are involved in the process.

In sum, a proposal for implementing an intervention aimed at improving the safety
climate in this particular company is made. Such proposal considers the features and
characteristics of the participating company, which are discussed in detail as potential
barriers need to be taken into account when interventions are designed. Finally, | offer some

conclusions derived from this project that can apply to similar contexts.
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1. Context of the issue and theoretical framework

The main purpose of this project is to analyze how the safety climate affects the work
of all employees, the productivity, and the safety-related outcomes in a Bulgarian company.
Thus, the relevance of this project resides in the fact that having a proper safety climate
should be related to better productivity and employee health and well-being. Thus, for a
company in the production sector is vital to have a strong safety policy; indeed, having
healthy employees should be priority for the managers. It is obvious that working without
clear safety system hides risks of high level of accidents and injuries. If the company does
not see this the safety performance will be very poor.

In that sense, it is essential to give definition for accidents in the work place, because
before making decisions it is important to know for what exactly to look. European
Commission defines accident in the work place as “a discrete occurrence in the course of
work which leads to physical harm”. This includes cases of different acts, but excludes
deliberate self-inflicted injuries and accidents on the way to and from work (Dyreborg, 2011).

Work accidents cost to economy a lot of money every year. A fatal work injury
occurs mostly in every 2 hours and a disabling injury in every 8 seconds. Some large
accidents cause great damage not only to the organization, but to the economy and the
industry as well. This is why there is a need for research in the path leading from safety
climate to safety outcomes.

In doing so, this project follows the model proposed by Griffin (2000) (see Figure 1).
Such model shows how important is to understand the links between all safety factors, such
as safety climate, leadership, similarly all personality characteristics as control, risk taking,

etc., through safety performance, and safety outcomes (Griffin & Neal, 2000).

Without analyzing the factors which can influence the performance, is not possible to
predict what will be the safety outcomes. That is why is important first to understand how
works the safety system in the company, after this to see what are the “weak” spots in it, and
at the end to discuss how to improve them. Further, from the model above we see that there
is a connection between safety climate and safety outcomes, and going step by step through
the path is easier to understand what is not working right and how this affect the outcomes -
on a negative way or on a positive way. All of the antecedents are indirect in that they
operate through safety performance behaviors. The only direct antecedent to safety
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outcomes is safety performance behavior. Everything of this makes the project so interesting

and at the same time very important for the company.

SITUATION-RELATED
FACTORS

SAFETY CLIMATE
Management commitment
HRM Practices
Safety Systems
Supervisor Support
Job Risk
Work Preassure

SAFETY PERFORMANCE

Safety Compliance

Following Procedures
Using Protective Equipment
Practicing Risk Reduction

SAFETY OUTCOMES

LEADERSHIP
Safety Motivation Accidents
Safety Participation
PERSON-RELATED Safety Knowledge Injuries
FACTORS Communication/ Voice
PERSONALITY i
. N2l - Stewardship
. CHARACTERISTICS Excrcising Rigths

Conscientiousness Civie Virtue
Neuroticism Initiating Safety-Related Change
Extraversion
Control
Risk Taking

JOB ATTITUDES
Safety Attitudes
Job Attitudes

Fig. 1. Model of workplace safety

The model of organizational climate and occupational accidents

The model which links the organizational climate (role, job, leader, group and
organization) and occupational accidents can help easily to understand exactly how works
the safety system. Safety climate influences occupational accidents through a number of
mediating pathways. With the questionnaires were analyzed all 5 indicators from the model.
With their help it has been estimated their condition. For example, with NOSACQ-50 has

been estimated the condition of whole safety climate in the department, etc.
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Linking the results from the analysis it can be said that if the manager position is not
clear, then he wouldn't be able to promote the safety policy in a successful way. For
example, if he is not communicating with the employees about their needed equipment for
doing their job normally, this will increase the chance of an accident happens. Following the
model through the path, workers will think that their managers do not think about their
safety. Moreover, they will say that they are feeling not productive. When employees feel
that they do not contribute to their work and even to their company, they will stop thinking
about their safety and will become sloppier about their performance. They will give low
results in terms of their performance of their working duties and this will increase costs of
the company. At the end of the model, when the safety performance of all workers gives
negative results, then this will invariably lead to work accidents. Of course, there are many
pathways in this model which link the organizational climate and occupational accidents. To
conclude, following the model is very easy to understand how works the safety system in
one organization. There is a link between all indicators which help to locate the problems
and to improve the safety in one organization. On the next figure is easier to see the path

from his very beginning.

ORGANIZATIONAL CLIMATE
(ROLE, JOB, LEADER, GROUP AND ORGANIZATION)

/SAI~L'IY CLIMATE
' \v

ORGANIZATIONAL JOB
COMMITMENT SATISFACTION

\ /

HF ALTH AND A SAFETY
V\ ELL-BEING PERFORMANCE

N

OCCUPATIONAL ACCIDENTS

Fig. 2. Model of linking organizational commitment and occupational accidents
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Lastly, safety climate is important not only for the managers to sustain a healthy
work environment, but the quantity and quality of production as well. The data shows that
when small accidents such as slipping or small body injuries do not affect the production.
But, when somebody broke his leg has a huge impact on the production. First, this has an
impact on the quality of the production, because the supervisor needs time to discuss with
the manager who will do his job, while they are looking for a solution. They have two
options — to order other employee from the department who is aware with the nature of the
job, or to hire person from outside to replace this employee. Definitely, the second option
will cost much more to the company, because they have to train this person. Also, hiring
person from outside requires paying health insurance, etc. An employee from the department
will cost less, but this is hiding risk from burning out. He will be overloaded with duties
while doing his job and the job of the employee whom he replaces. Also, there is a
possibility of a rising problems with his supervisor who will follow strictly for how he is
doing his job. As a result, the employee will feel that he doesn’t deserve that kind of respect,
because he is hired for one job, but he is working another job.

For a specific moment like this one, company provided information in which they
say that for the last six month they had two similar situations as the described above. Their
policy, in this case was to hire people from outside who have the required capacity to do the
job in a proper way. Why they do this? They had done that because the injured employees
needed at least six months to get better physical and at least two months to get back in a
shape to do their job. It is well known that when someone have a work accidents he needs
time to get better physically and mentally as well. Since, the job in the department requires a
perfect health, the management considered for the best solution to hire two people for six
months, with a perspective to stay in the company. Benefits for the company are that they
will have people who to replace the two injured employees and the costs which they will put

in their training will return them after time.
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2. Literature Review

Culture in one organization is ingrained in the behavior of all members of this
organization. Also, to change the culture in one organization is very difficult process and
requires time. With more simple words, the culture can be thought of as the “personality” of
the organization. Every organization has a unique culture, which creates atmosphere that is
felt by the people who are part of this. We can call this atmosphere as the climate of the
organization. Organizational climate is defined as how members experience the culture of an
organization (Denison, 1996).

Organizations have multiple goals and means of attaining those goals, so it is a job of
the managers to develop a specific policies and procedures to which employees attend in
multiple specific climates. Thus, safety climate relates to shared perceptions with regard to
safety policy, procedures and practices (Zohar, 2002). Cooper (1996) claims that safety
climate is concerned with the shared perceptions and beliefs that employees hold regarding
safety in their workplace. Many researchers have shown that organizations with a good
safety climate tend to have fewer accidents, and vice versa (Cooper D. , 1996). It makes sense
to measure safety climate vie different surveys and questionnaires, so that any lack in safety
system to be identified. The results enable managers to see their communication,
weaknesses in safety procedures, gaps in safety training, etc.

The association between organizational climate and safety climate is linked with the
occupational accidents. It is important to track the connection between training, all safety
systems, the quality of communication, and human resource practices. Vredenburgh (2002)
examined six major management practices and their role is to be injury rate predictors. They
are: management commitment, rewards, communication and feedback, selection, training
and participation. All of them can be considered as different aspects from the organizational
climate, and each of them has effect on the safety outcomes.

Leadership style, management support and trust have been associated with safety
perceptions and accident involvements. Also, they can be considered as an element of
organizational climate. Barling, Loughlin and Kelloway (2002) found that there is no
significant relationship between leadership and injuries, but safety climate is a mediator
between transformational leadership and occupational healthy. How this works? All
transformational leaders generate a positive safety climate; they show interest in the
personal and professional development of their subordinates; demonstrate concern for them,

including emotional support. The support from a leader can have a negative and a positive
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relationship with injuries. Negative relation is when there is a lack of communication
between leader and subordinates; when the supervisors do not provide informational
assistance to workers in carrying their work is a negative relation as well. In contrast,
Parker, Axtell, and Turner (2001) found that supportive supervisors build more positive
relationship with their subordinates, encourage them to be more open, the communication is
informal, and then the results lead to higher level of safety commitment and compliance
amongst workers.

Another important variable which can predict the safety initiative is the work group
cohesiveness. Group cohesion is a group of members who share common values, beliefs,
and objectives. In a result, this promotes sharing of similar ideas and their mutual
acceptance. The cohesion is positively related to performance, and the “working climate”
(communication and relationships) is significantly related to work injuries (Gully, 1995)
(Trimpop, 2000). The aspect of team climate can allow group members to suggest alternative
ways of working, to admit mistakes and problems, and contributes to learning, and as a
result to reduce injury rates. All group process could influence individual safety behavior.

Last but not least, the nature of the job and the work role may have direct effects on
injury rates. Workers who perceive that they are under high pressure to increase the
production, in one point may deviate the safety rules and to perform the tasks with less care,
increasing the likelihood of errors. Two factors are significantly related and they are time
pressure and “time binding” (autonomy over time management) (Greiner, 1998).

Except these factors, safety performance in one point might refer to an organizational
metric for safety outcomes. It is important to note that safety outcomes can be number of
injuries per week, month, or year. Conversely, safety performance may refer to a metric for
safety-related behaviors of individuals (Neal, 2001). Of course, there are some factors which
can influence safety performance, and they are listed below:

- Management commitment — all employees perceive organizational support and
managerial communication from their managers/ supervisors;

- Human resource management practices — when there are clear selections systems,
safety training program, performance management, and reward system;

- Safety system — safety policy and procedures, and in case of accident to have
incident investigation;

- Supervisor support — supervisory safety communication, safety orientation, and

supervisory safety consciousness and safety values;
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- Internal group process — safety backup from colleagues, peer safety orientation and
trust in them;

- Risk — all kind of job risk to be perceived, the accident potential and physical
hazards of the job to be prevented and perceived job safety;

- Work pressure — pressure from the production, to take shortcuts, time pressure, and
workload.

As it was already mentioned, safety climate has the role of a mediator between
organizational climate and safety outcomes. But, in one point climate perceptions could
impact on work motivation, which affects job performance. These perceptions could impact
on job satisfaction as well, which affects the psychological well — being and withdrawal.
Nevertheless, a positive safety climate, in which all employees in the organization perceive
all safety policies, procedures and practices in an effective way, and when managers are
committed to safety, this definitely will increase employees™ feelings of commitment and
satisfaction with the organization. In turn, this will affect their work attitudes and will
reduce the occupational risk. If in one organization the safety climate has a negative side, it
is clear that climate perceptions show that all policies and procedures are ineffective, and
there is a lack of management commitment to safety. As a result, this will have effect of
reducing physical and psychological well-being, and leave employees more vulnerable to
accidents and injuries.

Morrow and Grum (1998) found that safety climate is a significant predictor of
occupational stress. Stressors as job control, skill use, responsibility for others™ safety and
job certainty can reduce the confidence in working safety, and to increase perceptions of
danger, and this can lead to increasing the workplace stress. On the other hand, when
employees experience high level of stress is also likely to affect the safety climate, fostering
negative perceptions of management commitment, dissatisfaction with safety, and reducing
feelings of individual responsibility for safety. In conclusion, it is obvious that the
relationship between safety climate and occupational stress is likely to be reciprocal, as it

could be seen below.
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SAFETY CLIMATE

ORGANIZATIONAL

CLIMATE ACCIDENTS

A4

JOB STRESS

Fig. 3. Extended model of the relationship between organizational climate, safety climate, and
accidents to include the injury of job stress (Cooper L. C., 2009)

Figure 3 above shows that stress has an indirect effect on injuries, mediated by safety
climate. This means that stress at work affects the way that workers perceive the work
environment, which leads to more negative safety attitudes. The safety culture has an
indirect effect on injuries, mediated by occupational stress, or the way the work environment
is perceived by workers affect the experience of workplace factors as stressful.

As it was already mentioned, the occupational stressors have a significant direct
effect on near misses, and the responsibility for others™ safety also had a direct effect on
injuries (Morrow, 1998). This relationship is mediated by psychological and physical
symptoms. The link between mental health and work injuries is also important, because job
stressors on the workplace may include increased absenteeism, high turnover, or low job
performance. This is the effect at an organizational level, but at the individual level, these
stressors can affect efficiency, motivation, etc. Even if the individuals attend work when
they are sick or distressed, their performance will be reduced, which will lead to increasing
errors and feelings of resentment.

To summarize, the relationships between safety climate, occupational accidents and
safety outcomes, will be used the model below (Cooper L. C., 2009). In this model is visible
that organizational climate acts as an antecedent of safety climate. This link in turn
influences occupational accidents through a number of mediating pathways. They are

organizational commitment, job satisfaction, psychological well-being, and safety
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performance. But, there are also significant pathways between organizational climate,
organizational commitment, job satisfaction, and psychological well-being. In addition,
significant relationship exists between work attitudes and well-being, given the links
between organizational commitment, job satisfaction, and psychological strain. The model

could be seen below.

ORGANIZATIONAL CLIMATE
(ROLE, JOB, LEADER, GROUP AND ORGANIZATION)

SAFETY CLIMATE
\v

JOB
SATISFACTION

/

HEAL TH AND ! SAFETY
WELL BEING PERFORMANCE

N

OCCUPATIONAL ACCIDENTS

v
ORGANIZATIONAL
COMMITMENT

Fig. 4. Hypothesized model of linking organizational climate, safety climate, work attitudes and

individual safety outcomes

To conclude, the proposed model of safety climate above, which considers the
influence of a range of job and organizational factors on safety climate, extends the type and
the scope of interventions that could be used to improve the safety in one organization.

In the nineteenth century, the efforts to reduce the rate of occupational accidents
were mainly concentrated on technical solutions, regulations and human factors. In recent
years the awareness has increased of the importance for safety performance of
organizational, managerial and social factors (Clarke S, 2006).

Nowadays, many companies do different researches within the area of work
accidents. The general aims are at developing, implementing and evaluating interventions

which are directed at improving safety.



Ivelina Nikolaeva

It is common that small companies have high rates of work related injuries and
pervasive challenges in preventing them (Ozmec M.N., 2015). Reason for that statement is the
belief that small companies do not invest so many resources in safety policy as opposed to
big companies. It can be said that this is one of the main reasons leading to ineffective safety
climate in one organization.

This situation may apply to the organization analyzed in this project, which is a small
company involved with the development of parking systems and devices. Until the moment,
in the company work 65 employees, 40 of them are in the production. Consequently, this
project will focus in areas where there is a high risk of work accidents and main goals will
be to develop, implement and evaluate interventions and means directed at improving the
safety of the company.

In the next section, | describe the company and provide information about their
current status in safety-related issues (company profile). Then, I focus on the empirical study
and its methodology (e.g., characteristics of the sample, measures and instruments used, data
analysis strategy). Then, after analyzing the results and doing the diagnosis of the company
in safety issues, the intervention program that may be applied in this case is described.

Finally, some conclusions of the current project are discussed.

Company profile

The name of the company is “MLPS” and was established in January 2013 in
Rousse, Bulgaria, but the factory is situated in Tutrakan city. Company is engaged in
manufacturing of parts and assemblies made of ferrous and non-ferrous metals, plastics and
rubbers. It works on tolling for the Italian company “GLS”. “MLPS” is predecessor of the
company “DSH”, which was involved with the development of parking systems and
devices.

Mission of the company is through their products to guarantee the satisfaction of
their customers and partners on the quality, durability and efficiency. Their business plans,
innovations and technologies used in production, ensure continuous growth in their market
competitiveness and increase the company's value for shareholders and society. Also, they
constantly are caring for the human health, nature conservation and the health and well-
being of their employees.

10
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Fig. 5. Structure of “MLPS”

Regarding safety performance and accidents at workplace, the company provided
number and type of organizational accidents for each employee in the department and
incidence rate for the safety performance. Components of safety performance describe the
actual behaviors that each employee performs at work. For the two major components of
safety performance will be considered task performance and contextual performance
(Borman, 1993). First, for the task performance will be used safety compliance. Task
compliance describes the core safety activities that need to be carried out by all employees
and main goal is to maintain safety at the workplace. Such behavior includes, to lockout for
the safety procedures and wearing personal protection equipment. Second is the contextual
performance or safety participation. Safety participation describes behaviors such as
participating in voluntary activities, concerning safety at the workplace or attending all
safety meeting, led by the supervisors. In addition, these behaviors may not directly
contribute to safety, but they will help to develop an environment that supports safety. The
company provided a report which consist information about their safety performance. In this
report they were taking notes about the described behaviors of all employees in the
production department.

In addition, company provided their report for all work accidents and injuries during
the past six months. This report contains information about how many workers get injured

and from exactly what they have suffered.
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With this information a needs analysis was conducted. First, regarding safety
performance, I analyzed the information from the company’s report on this issue. AS a
conclusion, all workers wear personal protection equipment, which is mandatory for the
work. But, in the report is stated that not all of the employees participate in the safety
meetings which are every month. Reason for that is that they are carried out during work
time. Even if the management provides this safety meeting to their employees, the workers
cannot decide what to do — to do their job, or to go to these meetings. Managers and the
production supervisor in the department stated that the employees want to be part of safety
activities, but for some reasons they do not participate on a 100 percent. This is evidence
that there is a lack of motivation and communication. Employees are not motivated to be
part of the safety process and did not make sense for them to be part. This is a result from
not very good communication and indicates that the link “supervisor — employee” is not
productive.

If follow the factors which can influence safety performance, it could be said that
some of them have stronger impact and others less. Report showed that sometimes the
support from supervisors about safety communication and safety orientation is weak. This
leads to weak management commitment. It makes employees to think more for the work and
with this they are vulnerable to work accidents. Of course, for safety performance main role
has management, because from them start the safety chain. On the next figure is visible that
each factor affect safety performance differently, but in some point each of the factors is
dependent from others. For example, if supervisors do not provide clear safety policy and do
not have incident investigation, when is needed, this is a signal that their safety values do

not match with employees vision for safety environment, etc.
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Neal, A, Griffin, M. A, & Hart, P. M., The impact of organizational climate on safety climate
and individual behavior. Safety Science, 34, 99-109 Work pressure

Figure 6. Safety performance factors

In the next table, the company provided information about six work accidents which
occurred most often in the production department, from the beginning of the year until now,
or for the last 8 months. They are: slip; cramps; burns on the face and body; dazzle with
welding equipment; body injuries, including fracture on the hand, foot, knee, etc.; and
poisoning with chemicals. All accidents are directly related with the specific work in the
department.

In the table are showed six of the most common work accidents and injuries. Some
of them causing minor injuries, but others might risk their life. Nevertheless, some of these
minor injuries are possible reason for bigger injuries, e.g. slip can lead to fracture of the foot
or hand. In addition, the table provides the number of employees who suffered from the
listed work accidents and injuries, for six months. To understand the frequency of work
accidents per day, per week and per month, there were some additional calculations. The
number of people injured for six months is divided into 6 (period of six months). The result
shows the frequency per month. Then, this result is divided into 4 (four weeks in one
month), so it can be seen the weekly frequency of accidents. After this, the result is divided
into 5 (five working days in one week) — daily frequency. Frequency is showing the average
number for work accidents, since these accidents do not happen every day and do not repeat
on a certain period of time. The calculations are showed below.

Slipping > 28 /6=4.66/4=1.16 /5= 0.23

Cramps 2 24/6=4/4=1/5=0.2
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Burn > 8/6=1.33/4=0.33/5=0.06

Dazzle > 16 /6=2.66 /4= 0.66 /5= 0.13

Body injuries 2 2/6=0.33/4=0.08 / 5= 0.02

Poisoning = 4/6=0.66/4=0.16 / 5=0.30

Table 1.
Statistics for work accidents and injuries
o Body o
Slipping | Cramps | Burns | Dazzle o Poisoning
Injuries
People injured (for si
eople injured (for six 28 24 3 16 ) 4
months)
Frequency of accidents
Daily (average) 0.23 0.2 0.06 0.13 0.02 0.03
Weekly (average) 1.16 1 0.33 0.66 0.08 0.16
Monthly (average) 4.66 4 1.33 2.66 0.33 0.66
Half yearly 28 24 8 16 2 4

This statistics is showing that the company should think about to improve the safety
because many people do think about the minor accidents, but they can be prerequisite for
bigger work accident which can lead to permanent disability. Of course, the safety policy
which the company establishes is good, but is not perfect. Yes, there is no death incidents,
but there are registered a lot of minor accidents and injuries which could lead to a fatal end.

To conclude, managers should think to talk more with their employees about how
important is to work safely and in accordance with the safety policy. Awareness about how
risky can be their work will increase their ability to work safely and at the same time always
to take precautions, not only for them but for their co-workers as well.

This analysis is showing that organizational climate is significant and from this
depends what will be the outcomes. Moreover, the safety-related outcomes depend on how
well the employees perceived the existing safety policy. That is why, safety climate has a
very strong impact on the safety-related outcomes, e.g. if the employees think only to do the

job on time, and as a result they think less for the risks which may occur.
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3. Study methodology

To test whether the conclusions derived from the existing documents about the safety
status in the company were correct, | decided to conduct an empirical study. This section

describes the sample, instruments, data analysis strategy and results.

3.1. Procedure

This study followed a cross-sectional design with questionnaires. Each questionnaire
consist a series of statements on which all workers in the production department of “MLPS”
were asked to give their opinion according to a given scale. The majority of the statements
were used a Likert scale. Before starting to fill out questionnaires all of the participants were
assured that the data provided by them shall be used only for developing this project. Each
employee received a set of questionnaires from his supervisor. After filling out the
questionnaires, participants returned them in a closed envelope, and put them into a box
which was on a visible place at the office. All of the participants were assured that filling the
questionnaires is completely anonymous and neither of their answers will be seen from their

supervisor. After collecting all questionnaires, the information was processed and analyzed.

3.2. Sample

In particular, this research was conducted in the production department of company
“MLPS”, which comprises 40. Participants are between 22 and 46 years old. The average
age for the participants is 30 years old (Table 2). With “0” is marked female and with “1” —
male. The majority is between 25 and 27 years old (Table 3). More than half are men (67%)
which indicate that the job in this department requires manpower, specifically for the job,
training and working always in accordance with the established safety policy (Table 4).
87,5% of the participants are regular workers, which mean that only 5 participants have a
managerial position in the production department (Table 5). All that information could be

seen in the tables below.
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Table 2
Statistics
Age Sex
N Valid 40 40
Missing 0 0

Mean 30.10 .68
Std. Deviation 6.197 A74
Minimum 22 0
Maximum 46 1

Table 3

Age

Frequency  Percent  Valid Percent Cumulative Percent

Valid 22 1 25 25 25
23 1 25 25 5.0
24 2 5.0 5.0 10.0
25 6 15.0 15.0 25.0
26 5 125 125 375
27 4 10.0 10.0 47.5
28 3 75 7.5 55.0
29 1 25 25 57.5
30 2 5.0 5.0 62.5
31 2 5.0 5.0 67.5
32 3 75 7.5 75.0
33 1 25 25 77.5
35 1 25 25 80.0
36 2 5.0 5.0 85.0
38 1 25 25 87.5
40 2 5.0 5.0 92.5
43 1 25 25 95.0
45 1 25 25 97.5
46 1 25 25 100.0
Total 40 100.0 100.0

Ivelina Nikolaeva
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Table 4
Sex
Frequency  Percent  Valid Percent Cumulative Percent
Valid  Female 13 325 325 325
Male 27 67.5 67.5 100.0
Total 40 100.0 100.0
Table 5

Position in the department

Frequency  Percent  Valid Percent Cumulative Percent

Valid Regular worker 35 87.5 87.5 87.5
Manager 5 12.5 12.5 100.0
Total 40 100.0 100.0

3.3. Instruments

Safety climate. To analyze the safety climate in the company will be used the Nordic
Safety Climate questionnaire (Kines, 2012). Aim of NOSACQ is to measure safety climate,
based on theory and empirical research. In the questionnaire, there are 7 safety climate
dimensions, comprising 50 items, with 22 evaluating management level and 28 evaluating
workgroup level conditions. The included safety climate dimensions are: Management
safety priority and ability (9 items); Management safety justice (6 items); Management
safety empowerment (7 items); Workers safety commitment (6 items); Workers safety
priority and risk non-acceptance (7 items); Peer safety communication, learning and trust in
efficacy of safety systems (7 items).

As it was already mentioned, NOSACQ is a tool for diagnosing occupational safety
climate and evaluating safety interventions. So, the results from the survey will be seen as a
tool for dialogue and development — not as a “grade book”. The results reflect the
participants™ perceptions of the safety climate, and not necessarily the actual conditions.
With other words, the survey provides a “snapshot” of conditions that can easily change, and
therefore they will be interpreted carefully.

Psychological well-being was measured using the General Health questionnaire
(GHQ-12) (Goldberg, 1988). The GHQ-12 is a self-administered screening instrument for
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psychiatric disorders in nonclinical populations that provides a more general measure of
psychological wellbeing. The scale of this questionnaire asks whether the respondent has
experienced a particular symptom or behavior recently. Each item is rated on a four-point
scale (much less than usual, same as usual, more than usual, or much more than usual). For
this study will be used Likert scale method (0-1-2-3) (Goldberg D. P., 1972).

Affective commitment. The dimension affective commitment of the Organizational
Commitment Scale developed by Allen and Mayer (1990) with 8 questions was used. Items
follow a Likert scale from 1 — strongly disagree to 7 — strongly agree. Using this dimension
is aimed to see how much one employee is committed to his organization, does he feel a
strong sense of belonging and does he feel “part of the family” (Allen, 1990).

Overall job satisfaction. | used only one question with a Likert scale from 1-
completely unsatisfied to 10-completely satisfied. In this way will be analyzed how much
the employees like their work, e.g. how satisfied they are with the work. The results from
this analysis allow us to link with the intention to leave. If they are not satisfied with their
work the probability to leave this organization is increasing, and reversed.

Productivity. It was used a 4-items scale to ask employees about what was their
productivity for the last week (Konig, 2010). Again, will be used a Likert scale from 1-
strongly disagree to 7-strongly agree. The productivity could be also linked with the
intention to leave, because if one employee was not productive for the past week or if he had
the impression that he is wasting his time — then his place is not in this organization.

Intention to leave (Mobley, 1977) (Mobley, Horner, & Hollingsworth, An evaluation of
precursors of hospital employee turnover, 1978) is probably one of the important areas, because the
questions are direct and they need a direct answer. The questions are 3, again Likert scale
from 1-strongly disagree to 5-strongly agree. Here, the minimum score is three and the
maximum is 15. Higher score indicates higher intention to quit/leave this job/organization.
All items in the questionnaires are answered in the same way (Likert scale 1 to 4 or 1 to 7),
but have to be scored dependent of the formulating of the questions. With other words, these

questions are reversed as it showed in the table below:
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Table 6
Scoring the items in the questionnaires with a Likert scale

Strongly Disagree Agree Strongly agree
disagree
Score for
o 1 2 3 4
positive items
Score for
. 4 3 2 1
reversed items

Safety performance and workplace accidents were measured by the organizational
indicators available in the company, such as incidence rate. Then, this information will be

linked to the responses of the questionnaires.

3.4. Data analysis strategy

To empirically validate the information gathered from the company, | analyzed the
main variables of this study (questionnaires) using SPSS. Analyzing these variables
separately will help to understand easily what the “condition” of the safety climate is. Also,
will show in more details if there is a problem — where exactly is the problem, and after this
will be easily to know what to do, to fix it.

The analysis begins with basic statistical information about the participants,
including age, sex and position in the company. This is important because from their age and
position in the company depends their satisfaction with the company and their future work.
Also, this is important and for understanding how they perceive the safety.

After this basic information a reliability test will be conducted to see which items are
related to each other and what is their reliable variance. For this will be used a Cronbach's
alpha. This test calculates the number of commonly used measures of scale, and also
provides information on the relationship between various elements. With the use of
reliability analysis, it can be determine the extent to which all elements in the questionnaires
are related to each other. Cronbach’s alpha is an indicator of consistency and estimates the
reliability. It can range from 0.00 to 1.0, where:

- 0.00 — no consistency;
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- 1.0 — perfect consistency, 0.70 — means that 70 % of the variance in the scores is

reliable variance.

Common statistical ways for describing or estimating a population characteristic
includes central tendencies (mean, medians and modes), variation of observation around the
central tendency (standard deviation, variance and range) and association between two or
more characteristics (Pearson correlation). All of this is important for understanding how
two or more variables are related. To understand the relationship between two variables,
first, is important to answer three main questions:

- Are the two variables related?

- If they are related, what is the type of relationship?

- And, what is the direction and how strong is the relationship?

There for, the association between two or more variables will be measured by using
the correlation coefficient. It represents the strength of the linear association between
variables. More specifically will be used Pearson correlation.

With other words, the Pearson correlation is a measure of how are related the
variables in the data, which we have. As a guideline for “magnitude” the correlation will be
used as follows:

r=.10to .29 orr = -.10 to -.29 ->small or weak correlation
r=.30t0 .49 orr =-.30 to -.49 >medium or moderate
r=.50t0 1.0 orr=-.50to -1.0 ->large or strong

It is important to note that when Pearson’s is close to 1, this mean that there is a
strong relation between the variables. This means that changes in one variable are strongly
correlated with changes in the second variable. When Pearson’s is close to 0 then the
relationship between two variables is weak. This means that changes in one variable are not
correlated with the changes in the second variable. Further, when Pearson’s is positive this
means that as one variable increases in value, the second variable also increases in value.
Similarly, as one variable decreases in value, the second variable also decreases in value.
This is called a positive correlation. But, when Pearson's is negative then this means that as
one variable increases in value, the second variable decreases in value. This is called a
negative correlation.

When we see what the correlations between all variables in this research are, we will
do a regression analysis. Since, the focus in this project is on more than 2 variables, the
regression is multiple. The general purpose of multiple regressions is to learn more about the

relationship between several independent variables, also known as a predictor, and
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dependent variables. With other words, when one or more variables can explain and predict
values of another variable, changes in the first, cause the second variable to change.
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4. Results

4.1. Reliability
First, it is necessary to mention that the reliability of the measures was inadequate in

some cases (Cronbach’s alpha). However, all of the variables and items will be used in
further analyzes because the small number of the sample compare to the number of items
(few cases per item) may make reliability very low without seriously attenuate validity of
the variables (Schmitt, 1996). In that sense, the NOSACQ-50, the GHQ-12, the
organizational commitment and productivity questionnaires presented scores below the

suggested .70, whereas Cronbach’s alpha for intention to leave company was 0.741.

4.2. Correlation
In the table below is viewed the correlations between variables: Age, Sex, Manager,

Safety, Turnover, Satisfaction and Health. Looking at the table what makes impression is
that the correlation between some variables is significant, but for others the correlation is
very weak. First, impression makes the Pearson's value for variables “Health” and
“Satisfaction” 0.666. This correlation is significant and is positive. What we can state is that
there is a positive significant correlation between health of the employees and their
satisfaction. If their health decrease as a result from their work, then and their satisfaction
will decrease. Another strong correlation is between variables “Manager” and “Satisfaction”
0.698. This number is close to 1 and is positive. This means that employees who have a
managerial position are more satisfied with the work, or the higher position you have in the
company, the higher satisfaction you will get from the work.

The other very strong correlation is between “Manager” and “Health”. Pearson's
statistic r is 0.729 which is very close to 1, and is positive. This means that employee who
has managerial position in the company has better health, or the higher position you have in
the company the better health you will have.

On the other side are the median or the small correlation. If we look at the Pearson’s
value for “Satisfaction” and “Turnover” we will see a negative value -0.128. Simply, that
means that when your satisfaction with the work is very low, then your intention to leave
will be very high, and reversed. Also, this value is in the range -0.1 to -0.3 which indicate a

low correlation between the two variables.
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Except Pearson correlation, it is important to look at Sig (2-tailed) values which
show us is there a statistically significant correlation between the variables. If the Sig (2-
tailed) value is greater than 0.05 it can be concluded that there is no statistically significant
correlation between these variables. If the Sig (2-tailed) value is less than or equal to 0.05,
then it can conclude that there is a statistically significant correlation. Again, looking at the
table could be seen that the statistically significant correlations exist between variables

“Manager” — “Health”, “Manager” — “Satisfaction” and “Health” — “Satisfaction”.

Table 7
Correlations

Age Sex Manager Safety Turnover int sat Health pos

Age Pearson Correlation 1 -4257 .031 109 .066 .088 .053

Sig. (2-tailed) .006 .850  .502 .686 590 747

N 40 40 40 40 40 40 40

Sex Pearson Correlation -425" 1 -383°  -.128 -.302 =177 -.313"

Sig. (2-tailed) .006 015 430 .058 273 .049

N 40 40 40 40 40 40 40

Manager Pearson Correlation .031 -.383" 1 221 063 .698" 729"

Sig. (2-tailed) .850 .015 170 .699 .000 .000

N 40 40 40 40 40 40 40

Safety Pearson Correlation 109 -.128 221 1 .263 .036 .250

Sig. (2-tailed) .502 430 170 101 .825 120

N 40 40 40 40 40 40 40

Turnover_int  Pearson Correlation .066 -.302 .063 .263 1 -.128 .296

Sig. (2-tailed) .686 .058 699  .101 432 .064

N 40 40 40 40 40 40 40

Sat Pearson Correlation .088 =177 698" .036 -.128 1 666"

Sig. (2-tailed) .590 273 .000 .825 432 .000

N 40 40 40 40 40 40 40

Health_pos  Pearson Correlation 053  -313° 7297 250 296 666 1
Sig. (2-tailed) 747 .049 .000 .120 .064 .000

N 40 40 40 40 40 40 40

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Surprisingly, safety was not correlated to the main variables of this study. Therefore,
a bivariate correlation between the main variables and the specific dimensions of safety was
conducted in order to obtain more information. Safety dimensions were then introduced in
the analysis: Management Safety Priority; Management Safety Empowerment; Management

Safety Justice; Management Safety Commitment; Workers™ Safety Priority; Workers™ Safety
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Peers and Workers™ Safety Trust (These dimensions correspond to the original dimensions of the Safety
questionnaire). This table could be seen in Appendecis, Table 1 Correlation for Management
Safety Priority; Management Safety Empowerment; Management Safety Justice;
Management Safety Commitment; Workers™ Safety Priority; Workers™ Safety Peers and
Workers™ Safety Trust.

First, let’s look at the Pearson correlation which indicates a significant correlation
between variables. One of the strongest relationships is between variable “MSafJustice” and
“Health” 0.660. This value is close to 1, so changes in the first value is strong correlated
with the changes in the second, in this case “Health”. With other words, all employees in
this company says that they are agree how the management collects information in accidents
investigation, more, they are strongly agree how the management do their job if there occur
an accident. Employee’s ability to report risk and their willingness to do so is one the
primary sources of information that the company has about hazards. When employees are
unwilling to report risk, near misses, or minor injuries is a signal that something is wrong
with the safety policy. Further, if they are unwilling to report because of fear to be blamed or
being punished, they are less engaged in workplace safety. This will leads to lower overall
safety climate and negative impact on all other aspects such as production, quality of work,
intention to leave, etc. Essentially, blaming an employee for working unsafely, without
examining the systems of the workplace for the upstream causal factors that led to the unsafe
act, ensures that no elements of the workplace will change to reducing risk or fix the true
drivers of the hazards. To be concluded, when all managers apply good justice, then the
health of all employees will increase, and reversed.

A medium or moderate correlation is between “WSafPeers” and “Turnover”. Here,
the Pearson’s value is 0.434. Shortly, when employees have trust in their peers about the
safety at the work place, and most important when they talk about it, is correlated with the
changes in their intention to leave. This is evidence that is very important to build one very
strong safety policy which will control situation like this. Group cohesiveness is related not
only to share similar ideas, but is positively related to performance, communication and to
work injuries as well. The analysis showed that the team climate allows to all group
members to participate actively in the safety process, including to suggest alternative ways
of working safely; to admit mistakes and problems without hesitation and fear of sanction
and even to report accidents, when it occurs. As a conclusion to this correlation, all group

process could influence individual safety behavior.
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In addition, from this table for all safety dimensions which are related with the
management of the company shows that the correlations between them are significant and
changes in one variable, increase or decrease, is strongly correlated with changes in the
second variable.

Sig 2-tailed for some variables are less than 0.05. In this case, the correlations
between few of the variables are 0.000, which means that there is a statistically significant
correlation. For example, between “MSaflus” and “Health”, “WSafCom” and “Health”; the
Sig 2-tailed value for “MSafJus” and “Satisfaction” is 0.001.

4.3. Multiple regressions
A multiple regression was conducted to see if the safety climate influences the safety

— related outcomes, through three variables “Satisfaction”, “Satisfaction” and “Health”.

First of all, the analysis starts with analyzing the model, to see if it fits. First table of

interests is Model Summary. In this model the dependent variable is “Satisfaction”.

Table 8
Model Summary

Std. Error of the Change Statistics
Model R R Square Adjusted R Square Estimate R Square Change F Change dfl df2 Sig. F Change
1 178 .032 -.021 .900 .032 .605 2 37 .551
2 723 523 .380 .701 492 4.422 7 30 .002

a. Predictors: (Constant), Sex, Age
b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers, MSafPriority, MSafCom, MSafJus

This table provides the R and R Square. R is the square root of R-Squared and is the
correlation between the observed and predicted values of dependent variable. R Square is the
proportion of variance in the dependent variable which can be explained by the independent
variables.

Model 1 shows that R = 0.178. This number indicates that the correlation between
the observed and predicted values of our dependent variable “Satisfaction” has a low level of
prediction. For Model 2, R is 0.723 which indicate a good level of prediction. The R
Squared column represents what is the proportion of variance in the dependent variable that
can be explained by the independent variables. From the table above it could be seen that the
R Square value for Model 1 is 0.032, which mean that the independent variables explain
barely 3% of the variability of the dependent variable “Satisfaction”. For Model 2, R Square
value is 0.523. This means that the independent variables explain 52,3% of the variability of

the dependent variable.
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From the next table, we are seeing that the Sig. value for Model 1 is 0.551, which is
greater than 0.05. Conclusion — the model is not valid. For Model 2, the Sig. value is 0.003,
which is less than 0.05, so the decision is that the regression model is valid and is a good fit
of the data. The regression degrees of freedom correspond to the number of coefficient
estimated minus 1. Including the intercept, there are 10, so the model has 10-1=9 degrees of
freedom. The error degree of freedom is the “df” Total minus “df” model, or 39-9=30. The
F-statistics is associated with p-value and represents the Mean Square (Regression) divided
by the Mean Square (Residual). For Model 2 is 1.801 / 0.492= 3.6605. The p-value and t-

value help to decide that the model is valid.

Table 9

ANOVA®

Model Sum of Squares df Mean Square F Sig.

1 Regression .981 2 490 .605 .b551*
Residual 29.994 37 811
Total 30.975 39

2 Regression 16.213 9 1.801 3.661 .003°
Residual 14.762 30 492
Total 30.975 39

a. Predictors: (Constant), Sex, Age

b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers,
MSafPriority, MSafCom, MSaflus

c. Dependent Variable: sat

From the next table will be used only the unstandardized coefficients, more
specifically column “B”. Unstandardized coefficients indicate how much the dependent
variable, in this case “Satisfaction”, varies with an independent variable when all other
independent variables are held constant, consider the effect of Age in this research. The
unstandardized coefficient for Age in Model 1 is 0.002. This means that for each one year
increase in age, there is increase with the satisfaction with the work. In the Model 2 the
situation is more interesting. The unstandardized coefficient for “Management Safety
Priority” is -1.017, which means that if the management constantly looks the other way
when someone is careless with safety, or when they keep accepting employees to take risks
when the work schedule is tight, then the satisfaction with the work will drastically reduce.
When safety is viewed as an inhibition or a hindrance to productive work, the company
faces greatly elevated risk and a much higher chance for work accident. Therefore is needed
a “healthy” balance between production and safety, and this should be done from the

managers. Another is the situation for “Management Safety Justice” 1.591. This means that
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when management collects accurate information in accident investigation and when they
have clear procedures when someone is involved in accident and threat him fairly, this will
increase the satisfaction of the employees with the work. They will be sure that their
managers do not look for guilty persons, but for the causes, when an accident occurs. Other
thing that the company has to consider is that all employees should have freedom to talk
about safety, to discuss safety while they are working, with more simple words, to
encourage all employees to speak between each other for safety at the work place. This will
increase their satisfaction with the company. For now, coefficient “B” indicates very low
level of satisfaction between peers and the level of their communication -1.740. As a
conclusion, the satisfaction of all employees is related with all other variables, and is very
important to understand that having a strong safety policy will satisfy all. Nevertheless,
when managers are speaking about safety and working in accordance with their safety policy
will build one very strong environment. Looking at Sig. value statistically significant

coefficient is “WSafPeers” which is less than 0.05. In this case 0.033.

Table 10
Coefficients?

Standardized

Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 4.926 .905 5.444 .000
Age .002 .026 .015 .085 .933
Sex -.321 .336 -171 -.957 .345

2 (Constant) 13.366 6.490 2.060 .048
Age .031 .022 .218 1417 167
Sex .109 .305 .058 .356 124
MSafPriority -1.017 .920 -.193 -1.106 278
MSafEmp .965 .651 .240 1.482 .149
MSaflus 1.591 .653 436 2.436 .021
MSafCom -.817 757 -.179 -1.080 .289
WSafPrio -.679 .801 -.137 -.847 404
WSafPeers -1.740 a77 -.358 -2.240 .033
WSafTrust -.829 .685 -.184 -1.209 .236

a. Dependent Variable: sat
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In the second analysis, the dependent variable is “Turnover int”. Next table shows
that R for Model 2 is 0.726, which indicate a good level of prediction. R Square is 0.526,
this means that the independent variable explains 52,6% of the dependent variable

“Turnover _int”.

Table 11
Model Summary

Std. Error of the Change Statistics
Model R R Square Adjusted R Square Estimate R Square Change  F Change dfl df2 Sig. F Change
1 .310% .096 .047 .39538 .096 1.970 2 37 154
2 726" .526 .384 .31787 430 3.892 7 30 .004

a. Predictors: (Constant), Sex, Age
b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers, MSafPriority, MSafCom, MSaflus

In the table Anova, Sig. for Model 2 is 0.003, which is less than 0.05. This means
that the model is statistically significant and is a good fit for the data, so the conclusion is
that the model is valid.

Table 12

ANOVA®

Model Sum of Squares df Mean Square F Sig.

1 Regression .616 2 308 1.970 154°
Residual 5.784 37 .156
Total 6.400 39

2 Regression 3.369 9 374 3.704 .003"
Residual 3.031 30 101
Total 6.400 39

a. Predictors: (Constant), Sex, Age

b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers,
MSafPriority, MSafCom, MSaflus

c. Dependent Variable: Turnover_int

Looking at the next table, column “B” what is visible is, that increasing the good
communication between the management of the company and all employees decrease their
intention to leave this company (-0.955). The conclusion is that the communication between
them is at very good level and they need to stay at this level. What else is very interesting is
the coefficient for “WSafTrust” 0.584. This means that if the employees continue thinking
that the early planning for safety is meaningless, it will increase their intention to leave.
Management of the company needs to understand how important is for their employees to
keep them and their knowledge inside the company. Talk with them about safety, to provide
safety training at least once a month, and to have clear goals for safety. The importance of
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safety training should be apparent. If employees are not aware of what the risks in their work
are, and what the safety practices are, it will be functionally impossible for them to work
safely. As a conclusion, ensuring that all employees in the department have the appropriate
degree of knowledge, skills, and ability to work safely has a direct impact on the safety
climate. Conversely, if the company does not spend time and resources to adequately
educate employees, it is clearly symptomatic of dysfunctional workplace systems.
Nevertheless, the management needs to encourage all of the employees to talk
between each other about safety (1.190). The analysis shows that the more they don't do
this, their intention to leave will increase, and eventually they will do it. In addition, if the
management encourages all employees to participate in decisions which affect their safety,
when they ask employees about their opinions before making decisions regarding safety and
mostly when management involves employees in decisions regarding safety will decrease
significantly their intention to leave. From the analysis we see that all of this is doing by the
management, so they need to stay at this point and to keep working in this direction — all of
the individuals to be part of the process and to be directly involved. As a conclusion, about
this variable “Turnover int” management has a great part of the employees’ decision to stay

or to leave the company and mostly their work about how they apply the safety system.
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Unstandardized Coefficients

Standardized

Model B Std. Error t Sig.

1 (Constant) 1.810 397 4553 .000
Age -.005 .011 -.076 -.441 .662
Sex -.286 147 -335  -1.939 .060

2 (Constant) 1.250 2,941 425 674
Age -.002 .010 -.031 -.204 .840
Sex -132 138 -.155 -.959 .345
MSafPriority -.143 A17 -.059 -.342 735
MSafEmp -.655 .295 -358  -2.222 .034
MSaflus 133 .296 .080 450 .656
MsSafCom -.955 .343 -462  -2.786 .009
WSafPrio -.059 .363 -.026 -.163 872
WSafPeers 1.190 .352 539 3.381 .002
WSafTrust .584 311 .286 1.881 .070

a. Dependent Variable: Turnover_int

For variable “WSafPeers” and “WSafEmp” the Sig. is 0.002 and 0.034. Both are less

than 0.05 which makes them statistically significant. The rest of the variables are greater
than 0.05 and that is why they are statistically not significant for the model.
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The last dependent variable which is going to be analyzed is “Health”. What is want
Is to see if the regression model is valid and is there a statistically significant importance of
the variables to this model?

For Model 2 R=0.807. Very good level of prediction, and from the three dependent
variables this one indicates the highest coefficient of R. R Square is 0.651 - all independent

variables explain 65,1% of the variable “Health”.
Table 14

Model Summary

Std. Error of the Change Statistics
Model R R Square Adjusted R Square Estimate R Square Change F Change dfl df2 Sig. F Change
.326% .106 .058 .39934 .106 2.193 2 37 126
.807° .651 .546 27724 .545 6.682 7 30 .000

a. Predictors: (Constant), Sex, Age
b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers, MSafPriority, MSafCom, MSafJus

Next test shows that the model is very good fit for the data. Sig is equal to 0.000.
Also, the regression model is valid.

Table 15

ANOVA°

Model Sum of Squares df Mean Square F Sig.

1 Regression .699 2 350 2.193 126°
Residual 5.901 37 159
Total 6.600 39

2 Regression 4.294 9 A77 6208  .000°
Residual 2.306 30 077
Total 6.600 39

a. Predictors: (Constant), Sex, Age
b. Predictors: (Constant), Sex, Age, WSafPrio, MSafEmp, WSafTrust, WSafPeers,
MSafPriority, MSafCom, MSaflus
c. Dependent Variable: Health_pos

The analysis shows that when the management stop talking with their employees
about safety and how important is for their work, this will affect their health on a negative
way. Full employee engagement in workplace safety is often considered as the Holy Grail of
safety. More specific, employee engagement is to take ownership for own actions, the
actions of others, and use their efforts to make the workplace a safety and secure
environment. For the company, having employees who take workplace safety personally and
are willing to be actively involved in the safety process provides a solid foundation on which
to build a strong safety climate. The coefficient “B” for variable “MSafCom” is -0.888. The
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company has to communicate not only WHAT the expectations are for employee
performance and their safety, but also to communicate WHY. For example, after presenting
the results to the employees, managers will want to adopt new policy and except this they
should fully discuss and review why they will do this. The means of communicating
information must be consistent. Also, the communication must be done in a respectful
manner. For example, information about accidents, injuries, or other negative events should
never be presented, because this type of actions can be very punishing.

Finally, managers should try to have very strong impact when communicate. This
communications has to be regularly and routinely evaluated, otherwise they risk the health
of their employees. The company should be careful about the quality and quantity of
information that is sent out through numerous channels.

Another is the situation when they encourage the employees to work in accordance
with safety rules; when they places safety before production; also, when they collects
accurate information in accidents investigation, and when they listen carefully. All of this
affects the health of the employees on a positive way, so the management of the company

has to keep working on this as usual.

Table 16
Coefficients®

Standardized

Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 2.554 401 6.362 .000
Age -.007 .011 -.098 -571 571
Sex -.308 .149 -355  -2.067 .046

2 (Constant) 3.135 2.565 1.222 231
Age .010 .009 157 1.191 .243
Sex -.094 120 -.108 -779 442
MSafPriority .300 .364 123 .826 415
MSafEmp -.006 .257 -.003 -.024 .981
MSafjus .685 .258 407 2.654 .013
MsSafCom -.888 .299 -423  -2971 .006
WSafPrio .018 317 .008 .056 .956
WSafPeers -.310 .307 -138  -1.011 .320
WSafTrust -.103 271 -.050 -.380 707

a. Dependent Variable: Health_pos
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Statistically significant coefficients are “MSafCom” and “MSafJus” which are as

follow 0.006 and 0.013.
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4.4. Complementary analysis: The NOSACQ-50

As it was already explained NOSACQ-50 explores 7 dimensions that can give a
diagnosis about the safety climate in the company. On the next figure below is showed how

employees perceive all these dimensions.

Safety Perceptions

MSafPriority

WSafTrust MSafEmp

Safety Perceptions
WSafPeers

Fig. 7. Safety Perceptions

Analyzing these 7 dimensions separately is easier to analyze the whole safety
climate. From this figure can be concluded that management has to encourage more their
employees to participate in decisions which affect their safety. Also, they have to ask
employees for their opinion before making any decisions regarding safety. If they do this,
they will build one stronger connection with their workers.

Regarding their justice, employees said that when accident occur management
always looks not for guilty, but for the causes. This is one very good side of the management
but they should improve it. If there is an accident, the very first thing that worker should do
is to report to his supervisor. After this, the supervisor has to investigate the exact reason for
the accident. Third thing is to suggest how to deal with the situation and to find a way how
to try not to repeat the problem.

As one of the dimensions which employees said that their management has a
significant role is their priority. Most of the employees said that they do not estimate the risk
at their work, and they never break safety rules in order to complete work on time. This is
very important for their work, because this show that even if the pressure in their work is
serious, they will always try to work in accordance with the established safety policy.
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In the next table could be seen the data showed on a Figure 7.

Table 17
Descriptive statistics for Safety perceptions
N Minimum Maximum Mean Std. Deviation
Statistic Statistic Statistic Statistic Std. Error Statistic
MSafPriority 40 3,11 3,78 3,4972 ,02668 ,16877
MSafEmp 40 2,29 3,14 2,8321 ,03503 ,22152
MSafJus 40 2,83 3,67 3,1750 ,03865 ,24445
MSafCom 40 3,17 3,83 3,56292 ,03094 ,19571
WSafPrio 40 3,14 4,00 3,6857 ,02839 ,17954
WSafPeers 40 3,00 3,88 3,3188 ,02899 ,18334
WSafTrust 40 3,00 3,86 3,3071 ,03134 ,19824
Valid N (listwise) 40

To understand easier how employees perceive the others indicators, was made a
diagram. On the Figure 8 are showed all 5 indicators. They were analyzed by questionnaires
for each indicator. All of the questionnaires could be seen in the Appendices, exept the

questionnaire NOSACQ-50 which could be seen online.
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Perceptions

Commitment
5

Intention to . .
Satisfaction
leave
Perceptions
. sychological
Productivity .
well-being

Fig. 8. Perceptions for commitment, satisfaction, psychological well-being, productivity and intention
to leave

Looking into the diagram can be concluded that employees are happy to stay with
this company, because it has a great deal of personal meaning for them. More, they enjoy
discussing the organization outside of it. To summarize, they feel that they are part of the
family, which is one of the most important things in one organization. All of the employees
feel that mean something and have a huge part for their work.

For their satisfaction with the work all participant had to answer only to one
question. How much they are satisfied with their work from 1 completely unsatisfied to 10 —
completely satisfied. The majority of participants said that they are satisfied, but there is still
something to be done so they to be completely satisfied. Of course, there is no one who is on
a 100 percent satisfied with his work, but for the moment 7 from 10 is a very good indicator
for the company.

For their psychological well-being can be said that they are able to enjoy their
normal activities and to face up their problems. Also, they are able to concentrate on
whatever they are doing without feeling strain. In some cases they said that they lose their
confidence and feel that couldn't overcome their difficulties. This is a results from their
weak role in the decision making process. Also, when they do not communicate to their
peers and supervisors they risk of not knowing how to proceed in a curtain situation. As a
conclusion, their health is at good level and could be said that the management is trying to
provide them one very healthy work environment.

The majority of participants said that they are productive and accomplished a lot.

When they were asked about their impression that they are wasting their time, most of them
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agreed that they are not wasting time. Wasting their time while working they are risking to
be punished with different sanction. For example, cuts in wages, warning from their
supervisor or even to be fired and to lose his job. That is why most of them agreed that they
spend their work time on a useful way.

Other is the situation with their intention to leave. In this section they were asked to
say how often they think about quitting the present job; will they probably look for a new
job in the next year; and how soon they will leave this organization. Responses ranged by
five point ordinal scale from 1 — strongly disagree to 5 — strongly agree. Minimum score is
three and the maximum score is 15. Higher score indicates higher intention to quit the
company. So, here a large percentage of participants indicate that probably they will leave
this organization. Reasons for their intention to leave can be their motivation to achieve
more in their career. For example, if the company do not promote worker because already
there is a person on this position, or think that he is not ready to “grow up”. Another reason
can be if they have problems with other worker, etc.

From the analysis is understandable that management tries to provide a healthy
environment so that employees to stay. Yes, they work hard for accomplishing that, but they
should work harder. As specific issue, not only for “MLPS” but and for all Bulgarian
companies, is that in some point they stop thinking about their employees. They think more
about their profit, their clients and even for their competitors. But, they do not realize that
their employee will provide the needed advantage over the competitors. As it known, all

human in one organization are the power which moves all processes.
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5. Proposal

Working with the production department of “MLPS”, which is one of the leaders on

the Bulgarian market, and not only, is an example how big companies conduct safety policy;

how they are dealing with work accidents; and what they are doing to improve their safety

climate. Of course, for improving existing safety culture is requiring a big amount of money

and resources. For most of the companies in Bulgaria this is “mission impossible”. This is

why, developing this project will provide a guidance for future interventions for dealing

with safety issues.

Conducting a cross-sectional research is helping to analyze the impact of safety

climate on safety-related outcomes. With the help of model for workplace safety can be

summarized the following things.

a)

b)

d)

If you want results, positive results, first rule is to have a good working system.
One of the most important elements of this system is the safety climate, including
good human resource management practices, developed by a specialist in HR
management; management commitment and supervisor support.

Leadership is another major wheel of the system. Leader has to enhance the
motivation; morale between workers; to create a vision which to guide the
change through inspiration; being a role model for others; and last but not least to
inspire his followers and raise their interest in different projects, to challenge
them. With other words to know how to use the transformational leadership, and
not only.

Person-related factors have great impact on safety performance. Personality
characteristics as conscientiousness, neuroticism, extraversion, control and risk
taking, in some point predict the safety outcomes. Not only these five
characteristics can influence the safety outcomes, job attitudes and safety
attitudes are very important, because when one employee was hired with such
attitudes, nothing good is waiting his supervisors and his company.

All these factors, separated in two main groups, influence the safety motivation
and safety knowledge. If employees do not show conscientiousness when they
working without the proper equipment, then this affect their motivation about
their safety. Invariably this will increase the chance of accident to happen.

Another example, company does not provide to employees adequate safety
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practices, and mostly, there is no one who can explain them how to work safely.
Does not have the needed support from the leaders. As a result, employees will
have little or even absolutely no knowledge about how to work safely and what
to do when accident occurs.

e) Safety compliance and safety participation determine in most of the cases, what
causes work accident. Following the procedures, using a protective equipment
and mostly participation in safety meeting will reduce the percentage of work
accidents. That is why is very important all individuals to be part of the safety
process and all of them to be involved actively in the process on initiating safety-
related change. With other words, supervisors and subordinates should work
together. Only then, safety climate will have positive effect on safety outcomes
and there will be no registered any accidents or injuries.

Research has shown that safety climate has a significant impact on occupational
accidents. It can be concluded that each indicator has a significant role in the process.
Further, this project showed that in this specific company exist policies, but shaving a strong
safety policy for a Bulgarian company is not so common thing. In this specific case,
company “MLPS” has a safety policy which need to be improved. This is due to the fact that
the company is predecessor of “DSH” which had one very strong safety policy. More,
management of the company is committed to take immediate appropriate measures to
protect their employees and their health as well. One of the problems is that there is a lack of
people with the required skills and knowledge in this area. Another issue is their system
needs some improvements, because company puts resources to educate and train their
employees, but another goal should be to keep them inside the company.

Definitely safety climate is a new term for all Bulgarian companies. This is due to
various factors, but country’s policy is aimed at increasing exports of goods and precuts to
Western Europe, and this require to work on a very high level and to follow safety rules at
work.

“MLPS” is situated in a small city, but management of the company is trying to
provide a very good and fair policy, because the success is hiding not in what do you have,
but how do you use it!

Consequently, in the next sections | provide some guidelines for improving safety

issues in the participating company based on the findings of this project.
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5.1. Forms of implementation

The results from the analysis showed that the company has to improve some aspects
in safety climate. To achieve positive safety outcomes, the company has to consider the
safety systems which in some areas are not so good. For improving safety in this
organization, the company has to establish six major management practices — rewards,

training, hiring, communication/ feedback, participation, and management support.

5.1.1. Workers participation
Workers participation or also employee involvement is a technique which is

behavioral-oriented and involves all individuals or groups in the communication flow and
decision-making process within the organization. What should do the company is to involve
more often employees in safety decisions, to ask about their opinion and also to involve
them in setting the goals and objectives for safety work. This will provides them authority,
responsibility and accountability for required decision. They will try to do their best work
not only as individuals, but as a team as well. Also this will make them to feel important and

“part of the family”.

5.1.2. Safety training
To improve the quality of safety and health for all employees, the company should

institute a systematic safety and health training program. This program has to work not only
for the new employees, but for all and to carry out few times in a year. Furthermore,
managers should consider the idea about providing a mentor for these employees who need
them, and to consider a buddy system. This system will help to orient all new employees
how to work safety. Also this will build strong connection between all employees and will
increase their commitment to help each other and to work safely.

Safety training provides the means for making accidents more predictable. That is
why the basic different between employees who work safe and those who get hurt is that
safety employees can recognize hazards, and to understand the consequences from this
hazardous actions.

Managers have to think about safety program which has to be based on a goals and
performance feedback; because to receive occupational safety training, employees have to

be active participants in the safety program and have to be very well informed.
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5.1.3. Hiring practices
To improve the safety climate can be facilitated if recruitment criteria for new

personnel include selection of people who are predisposed for a safety conscious attitude in
their work. When interviewers consider if someone is an inherent risk-taker, what they can
do is to place such applicant in job with a corresponding level high-risk tasks. What else
they can do is to select candidates with a lower propensity to take risk. In this way, they will
reduce the probability for work accident and the costs for training him how to work safely.
Also, having that kind of personnel in the production department is a very good strategy,
because they will help others to work safely and as a result this will create a healthy work

environment.

5.1.4. Reward
It is a common thing that people are motivated to behave in ways that leads to

desired consequences, and the reward system is one of the ways for this. The reward system
and safety incentive program reinforces the reporting of different hazards or even unsafe
acts that lead to injury while managers give bonuses for fewer lost-time accidents. This is
evidence that reward system has to be conducted parallel with the safety training. In this
specific company managers should direct this combination of two programs to prevent
accidents, not punishment when accident occurs. Very important thing is that all participants
must be able to comprehend what the program is designed to accomplish and how. In this
way will be stimulated managers to communicate with their employees not only what is the
goal, but how to achieve it.

5.1.5. Management commitment
Management's commitment to safety is a major factor which affects the success of

safety climate in the company. Employees perceive what their direct supervisor is acting
about safety. For example, people who are working for a supervisor who never mentions
how important is to work safety, as a result. They will never place a strong emphasis on
safety. That is why is very important all managers to participate in job training programs, in
safety committees, and constantly to assess the level of safety at the workplace. It is not
possible to train only the employees, the company have to train all managers and direct

supervisors, because there are the people who will show first how to work safely. They are
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very important part from the safety climate in the company and their work is one of the most
important, and the company should rethink their importance.

5.1.6. Communication and feedback
Feedback is concerning with the performance of all employees in the department,

and this is critical. The causes for work accidents and injuries are deeply rooted in past
minor accidents, where damage was insignificant and workers were not injured. The main
goal of regular feedback for the performance is to prevent that kind of injuries. So, the
managers have to rethink their performance management system and to include regularly
meeting between employer and employee. This feedback can be communicated to
employees through posted charts, individual meetings, or a review of behavioral data in
safety meetings. To influence safety outcomes effectively, the feedback needs to be given to
those employees who are capable to using it, because people cannot behave in a safety
manner unless they have the authority to change their own actions to improve their work
conditions.

Also, the company should stimulate the communication by ensuring employees that
speaking with their direct manager will help them, and this is something that is not going to
harm them. But this process is two-sided. Managers have also to initiate that kind of
conversation, because in this way they will be sure that their employees are knowledgeable
about all safety practices. In order to encourage communication is important not to blame
employees when accident occurs. They have look for the reasons lead to this. In addition,
these meetings can prevent future work accident, which is one of the main goals of the
safety policy — to reduce the injury rates. As a conclusion, good communication leads to
trust, which is very important to work safely.

After implementing these action plan for improving the safety climate, and with this
the safety outcomes, is very important to do post evaluation. This will show if the
interventions were sufficient, or not. This should be done at least 2 times per year. In this
way for managers will be very easy to control the process, and to assess their safety climate.
Otherwise, they risk to increase injury rates and as a consequences to reduce the production
and lost employees, which will costs money and resources.

The role of leaders who will deal with the safety climate is very important. They
have to make sure that working safety is a priority of all individuals in the organization,

including all managers, supervisors and the entire workforce. Nevertheless, they have to
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create a sustainable safety climate and at the same time to reduce the workplace injuries and
accidents as much as it possible.

As it known, leadership in the workplace is the goal of any management team that is
looking to be productive, profitable and effective. That is why managing an integrated safety
climate first requires the senior management to build it into the organizational climate of the
company. This confirms that safety climate is a mediator between organizational climate and
safety outcomes. Building organizational climate goes far beyond adopting an official
corporate policy. Indeed, top management should be conscious that such a policy is the
starting point of a major organizational change process. Of course, the details of the strategy
varies depending on the existing safety climate is. In any case, one of the key issues is for
the top management to demonstrate, implement and enforcing such a policy.

Another key issue is for senior management to facilitate the structuring or
restructuring of various management systems so as support the building of an integrated
safety culture. All supervisors should be accountable for the safety performance of their
work teams and they should encourage workers to get actively involved in occupational
safety.

From these statements above can be concluded that leadership style and management
support is very important for the process, and in order to support the development of safety
climate should foster a decentralized and participative safety management approach, for
example by organizing activities that raise employees™ consciousness of workplace hazards,
designing training programs, participating in the workplace's safety performance appraisal
and giving feedback regularly.

Since, the company “MLPS” is engaged in manufacturing of parts and assemblies
made of ferrous and non-ferrous metals, plastics and rubbers, require few steps which will
help to avoid work accidents. First of all, all employees have to be always alert on the job.
With other words, they have to be awake and alert all the time while they are at their work
place, because this will prevent not only work accidents, but also will enhance their
performance which can even earn them a promotion or a salary increase. Second, the
workers in this company have a greater chance of being involved in work accident. Thus,
they should be more vigilant about the wearing of proper uniforms and other protective
clothes, and even a helmet. Third, all employees, not only workers, but also supervisor and
manager, have to listen and actively participate during emergency drills. Some employees
take this as another boring drill and do not pay attention, but when emergency time comes

they have to know what to do in cases of emergencies. Forth step is very important for the
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relationship worker — supervisor. All employees should always check with their supervisor if
they feel unsure about the task or if they feel that doing that task expose them to great
danger. So, always ask supervisor about possible risks of doing certain task. Next step is
always to follow the safety program of the workplace. Employers are responsible for the
well-being of their workers, so they have to install safety programs which employees to
follow. In order to avoid possible accidents at work, managers should always post rules that
should be observed by the employees. They can do that on posters, which should be posted
in areas that are highly visible from all workers so they will be able to read them. Sixth step
iIs more for the management and requires formulating an emergency team among workers.
This team will be responsible for monitoring possible hazards at work that may cause
accidents. Also, they will formulate rules and regulation to be observed in case of possible
incidents. Last, but not least - never risk the health and safety of the employees. Top
management should always prioritize the health and safety of their workers no matter what.
Integrating safety system among employees can be done by conducting a survey. In
most of the cases, workers generally know where many of the safety problems are, but since
managers do not ask them for their opinion regularly, they resist getting involved in the
safety program. An anonymous perception has the purpose to promote employees’
involvement while providing senior management with feedback that can be used to improve
the safety climate in the company. For example, the survey can be done by using
questionnaire combined with an interview. Why this survey is so important? The survey
follow-up will help to build stronger and efficient safety climate. Once the data are
available, top management should proceed with the change process. Such survey may be
repeated every year, in order to periodically assess the improvement of their safety climate.
Also, they will have a “snapshot” of their safety system and will be aware what is working

and what is not working as it should be.
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6. Conclusions

For “MLPS” can be said that is a new “species”. Why is that? The management of
the company is trying to import something really unknown for all Bulgarian companies, to
look out for its employees with respect. This sentence should be understand in this way — in
Bulgaria the majority of the companies are interested in the small and middle business. Most
of them do not have the required resources to integrate a safety system. More, most of them
do not have a person responsible for all issues which relate to employees and to be
responsible for promoting a safety at work. Only the big corporation and companies who are
located in Bulgaria, but their headquarters is in another country, mostly in West Europe,
have the resources and they are following the model from the Western companies.

The management of “MLPS” promotes one very healthy work environmentand
evidence for that is their mission constantly to care for the human health. Except their vision
to be the most valued and respected companies among their partners, customers, competitors
and investors here in Bulgaria, they want to be one of the leaders on the market in
Southeastern Europe as well. That is why the company promotes strong safety policy, in
which the management recognizes its responsibility to develop a successful business with
care for the health and safety of all employees working in the company.

What can be summarized for the company and their safety policy is listed shortly
below:

- Management tries to integrate safety into the overall business as well as its
future development;

- Management maintains a high standard of health and safety by providing
documents which consist laws, regulations and other normative requirements
about safety;

- Management tries constantly to improve the safety inside the company, and
specifically in the production department;

- Management identifies all hazards, risks and establish measures to continuously
improve the working conditions, including defining goals and objectives which
relate to safety;

- Management is always committed to prevent injuries or diseases by providing
information, instruction, training and supervision of all employees to ensure

their safety.
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With other words, management of the company is committed to providing a healthy
and work environment, and they are open to new ideas.

As any other company and this one has some issues. One of the biggest problems is
that the company does not have HR manager who to take care with this job, and hopes the
supervisors or one of the managers to know how to deal with safety problems. Even
sometimes they are looking for help to a specific questions from outside, which is bad,
because this somebody doesn't know the company from inside, and will cost much more. Of
this conclusion can be assumed what caused the gaps that emerged during the analysis.

It is important to note that the company is an object of this study, but the subject is
the safety climate. As it was already mentioned the main aim of this project is to analyze the
impact of safety climate on safety-related outcomes. The analysis showed that there is a very
strong connection between them, and yes, the safety climate influences the occupational
accidents.

From the analysis and the gathered data is visible that safety climate might influence
the safety-related outcomes in a two ways — a positive and a negative. Nevertheless, safety
climate influences the quantity and quality of the production as well, because when
employees do not work with the required safety, except risking their life they risk working
slower and get sloppy. It could be said that there are some things that management of the
company is doing relatively well and others not so well. Prerequisites for a high percent of
injury and accidents could be these gaps.

Safety climate is something that the company wants to promote in every way. This
could provide the necessary advantage over the competitors. Also, when managements
provide and promote a healthy work environment this will make employees to stay in the
company. As it known one of the very important things to be good HR manager is not only
to hire people, but to hire the right people and to make them stay in this organization.

To summarize, the results from the analysis proved that the safety climate strongly
influences the safety-related outcomes. To prevent them require examining each indicator
separately. This is helping to understand easily how each element of the system works, and
the whole system. Guiding future interventions is the next step, which will help to stay at the
same level, and of course to prevent future accidents.

Interventions are part of the process and they are very crucial, because if the
management does not do anything to improve the safety climate in the company, it risks

losing not only money, but also employees.
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To conclude, safety climate is a mediator between organizational climate and safety-
related outcomes and that is why is very important for one organization. All individuals in
one organization are part of the process, firstly from the organizational climate, and then
from safety climate. Depending on how well employees are familiar with the goals of the
company, mission, vision, etc. depends and how well they will do their job. Managers have
the biggest role among the members. They should be hired onlye if they have the required
skills and competencies for the job. They should know who to hire and how is better to hire
them, because from their choice depends how well the employees will do their job.

On the very end, safety climate is an area which requires knowledge and mostly to
have smart approach. It combines a lot of skills, knowledge, competencies and training.
Also, to take measures require knowing the system and the best way for this is regularly to
assess it. Another, to have better outcomes requires taking immediate and timely actions to
prevent future accidents. The most important thing is always to understand how safety
climate influences the safety-related outcomes. Only in this way will know how the systems

are working.
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Appendices
Table 1

Correlation for Management Safety Priority; Management Safety Empowerment; Management Safety Justice;

Management Safety Commitment; Workers™ Safety Priority; Workers™ Safety Peers and Workers™ Safety Trust

Correlations
Turnover_in hBafPriorit
Mg Sex MManagar t sat Haalth_pos v MEafEmp MBafTus MBafCom = WSafPric WSafPeers WoafTrust
Age 1 -4257 031 J66 J088 053 -152 173 -159 A8z 22 83 129
J06 350 686 580 747 348 287 328 614 354 259 A26
40 40 40 40 40 40 40 40 40 40 40 40 40
Sex Pearson -4237 1 -383%° =302 =177 -313" 184 - 114 -234 187 - 030 -068 - 158

Correlation

iz (2- J06 015 J0358 273 048 255 A83 148 224 54 676 331

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
Manager Pearson 31 -383° 1 J063 6987 J287 4357 3887 6137 -5797 -274 -352° 124

Correlation

Big. (2- 50 13 699 000 000 005 013 R J000 JET 26 A45

tail=d)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
Turnover_in Pearson 66 -302 J063 1 -128 296 =030 038 (118 -320° 5T 4347 338
t Correlation

Biz. (2- 686 J058 699 432 064 159 815 A68 044 726 003 023

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
sat Pearson Rik:H] =177 6987 - 128 1 666" 176 286 4587 4027 - 183 -4527 -013

Corralation

iz (2- 580 273 000 432 000 278 073 il 10 252 003 554

tail=d)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
Health_pos Pearson 053 -313° J297 206 6667 1 389" 280 660" -6137 - 170 -3247 198

Correlation

iz (2- 747 048 000 S84 000 013 068 0o 000 254 041 218

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
MBafPriorit Pearson - 152 184 4357 =050 176 3887 1 112 4727 =220 - 4687 -327 342
¥ Corralation

Sig. (2- S48 233 003 139 278 013 A0 Rl 172 02 M358 031

tail=d)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
M3afEmp  Pearson AT73 - 114 388 J038 286 280 JA12 1 JA17 -5327 A28 201 108

Correlation

287 483 013 815 073 069 A0 AT3 000 433 213 508
40 40 40 40 40 40 40 40 40 40 40 40 40
MzaiTus -, 159 -,234 6137 118 4987 6607 4727 117 1 -377 -211 -.383 324
328 (146 000 ABS 001 000 002 AT73 A6 180 15 042
40 40 40 40 40 40 40 40 40 40 40 40 40
MSafCom  Pearson J082 187 -5787 -320° -402° -613" -220 -.532 -377 1 003 062 - 111

Correlation

iz (2- 614 224 000 044 010 000 A72 000 016 875 705 ABE

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
WiafPrio  Pearson 22 -030 -274 057 - 183 =170 - 4687 128 -211 05 1 4017 -347

Correlation

Sig. (2- 884 854 087 126 252 294 002 433 180 B75 Ry 028

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
WiafPears Pearson 183 -068 -352° 4347 - 4327 -324 -327 201 -3837 62 4017 1 047

Correlation

Siz. (2- 259 676 026 003 003 041 035 213 015 705 010 775

tailad)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
WSafTrust Pearson 128 -, 158 124 359" - 013 185 3427 108 3247 - 111 -347 047 1

Corralation

Bz (2- A26 331 Ad5 023 534 218 031 508 042 ASE A28 75

tailed)

N 40 40 40 40 40 40 40 40 40 40 40 40 40
** (Correlation is significant at the (.01 level (2-tailed). *. Correlation is siznificant at the 0.05 level (2-tailed).

50



Safety climate’s outcomes

Questionnaires

INSTRUCTIONS

Thank you for participating in this study. It is assured that the data provided by you shall be
used only for developing a master thesis that will include suggestions for improving the

company’s safety and health issues.

We have asked for some information about you in order to analyze the questionnaire
results. However, the results from all respondents will be summarised. The data furnished
and the identity of the respondent will be kept confidential. You do not need to put your
name on the questionnaire when you return it. Indeed, as participation is voluntary, you can
refuse to participate, skip any questions you do not wish to answer, or stop participating at

any time.

The questionnaire consists of a series of statements on which you are asked to give your

opinion according to a given scale. It takes between 10 and 15 minutes to complete in total.

AFFECTIVE COMMITMENT (OCS)

Likert scale from 1 = strongly disagree to 7 = strongly agree

1 2 3 4 5 6 7
Strongly | Disagree | Disagree | Undecided Agree Agree Strongly
disagree somewhat somewhat agree

. I would be very happy to spend the rest of my career with this organization
. | enjoy discussing my organization with people outside it
. | really feel as if this organization's problems are my own

. I think that | could easily become as attached to another organization as | am to this one (R)

. I do not feel ‘emotionally attached' to this organization (R)

1

2

3

4

5. 1 do not feel like 'part of the family' at my organization (R)

6

7. This organization has a great deal of personal meaning for me
8

. I do not feel a strong sense of belonging to my organization (R)
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JOB SATISFACTION

Likert scale from 1 = completely unsatisfied to 10 = completely satisfied

1 Completely unsatisfied ---->2---->3---->4---->5---->6---->7---->8---->9---->10 Completely satisfied

HEALTH AND WELL-BEING (GHQ-12)

Considering the last few weeks, have you recently...

much less than same as more than much more
usual usual usual than usual
1.Been able to concentrate on whatever
you are doing? - - - .
2.Lost much sleep over worry?
p y 'S 'S 'S 'S

3.Felt that you were playing a useful part
in things? r - r r

4.Felt capable of making decisions about

things? r - r r
in?
5.Felt constantly under strain: -~ . -~ -~
6.Felt that you couldn't overcome your
difficulties? i i i i
7.Been able to enjoy your normal day-to-
day activities? . - . f"
>
8.Been able to face up to your problems: P - P P
i ?
9.Been feeling unhappy and depressed:s r._ - r._ r._
10. Been losing self-confidence in
yourself? r - r r
11. Been thinking of yourself as a
worthless person? r - r r
12. Been feeling reasonably happy,
all things considered? T . . .
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SUBJECTIVE PRODUCTIVITY (Konig et al. 2010)

1 2 3 4 5 6 7
Strongly Disagree Rather Neither Rather Agree Strongly
disagree disagree agree not agree agree

disagree
This week...
... | was productive. 1 2 3 4 5
.. laccomplished a lot. 1 2 3 4 5
.. I had the impression that | wasted a great partoftheday. 1 2 3 4 5
.. the time | worked was generally spent in a useful way. 1 2 3 4 5

INTENTION TO LEAVE (Mobley 1977; Mobley et al., 1978)

1. | often think about quitting my present job
2. | will probably look for a new job in the next year

3. As soon as possible, | will leave the organization

Thank you for your participation!

oo O O O

N NN
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