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ABSTRACT 
 

Nowadays, workplace safety is a clear concern for both individuals and organizations, particularly in 
developing countries such as Jordan. This is evidenced by the expanding body of safety-related 
literature published on this regard. This paper develops a conceptual framework of safety 
management based on perceived organizational support theory. The main aim of this framework is 
to disclose the causal links between a physiological empowerment, respect, perceived management 
commitment to safety and safety performance based on previous studies. Such framework could 
have impact on practical issues in healthcare industry, as well as enhancing the body of related 
literature on perceived management commitment to safety. Consequently, this framework presents 
a new trend concerning perceived management commitment to safety through investigating each 
dimension of safety climate individually.     

 
Keywords: Healthcare industry, perceived management commitment to safety (PMCS), physiological 
empowerment. 
Available Online: 23-01-2017 
This is an open access article under Creative Commons Attribution 4.0 License, 2016. 

 
1.0 INTRODUCTION 
 
Nowadays, many organizations and countries complain of the unlimited direct and indirect outcomes of 
occupational accidents (Polinder et al., 2016). Despite the fact that several countries and organizations 
recognize the importance of refining safety level to their workers, the occupational accidents are still 
quite high, particularly in healthcare industry (Mccaughey et al., 2015), in the developing countries 
(Abozead et al., 2014; Awwad et al., 2016). For instance, American Nurses Association (ANA) reported 
that 40% of nurses complained of nonfatal injuries (Nixon et al., 2015). Moreover, 75% of nurses were 
exposed to Needle Stick Injuries (NSIs) in Jordan, whereas 47% of them were not reported as having 
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incidence (Abozead et al., 2014). However, several previous studies showed that improving safety 
performance is significant to reduce occupational accidents and maintain workplace safety (Siu et al., 
2004; Zohar, 2000, Liu et al., 2015). Hence, many scholars investigated the safety performance indicators 
(Jiang et al ., 2010; Khdair et al., 2011; Nahrgang et al., 2007; Neal et al., 2000). They found that the best 
indicator of safety performance is safety climate (Nahrgang et al., 2007; Swedler et al., 2015). In this 
regard, safety climate is supposed to be a subset of organization climate (Coyle et al., 1995; Huang et al., 
2006; Neal et al., 2000; Zohar, 1980). Safety climate is defined by Zohar (1980) as a summary of molar 
perceptions that employees share about their work environment. Likewise, Neal and Griffin (2002) 
described the employees’ perceptions of safety policies, procedures, and practices in the workplace as 
safety climate. However, debates of the nature of safety climate is still being, for example, Ghahramani 
and Khalkhali (2015) supported that specific safety climate dimensions and scales are still needed in each 
work field. On the other hand, Zohar (2014) argued that emerging extra safety climate scales could affect 
negatively on safety climate research progress. 
 
Most previous studies considered safety climate as a multidimensional construct (Bosak et al., 2013; Guo 
et al., 2016; Huang et al., 2006; Vinodkumar & Bhasi, 2009; Zohar, 1980), though they disagreed in relation 
to the required dimensions (Coyle et al., 1995; Zohar, 2014, 2008). Hence, perceived management 
commitment to safety (PMCS) represents the strongest dimension that configures safety climate among 
employees rather than other safety climate dimensions (Konjin et al., 2015; Christian et al., 2009; Nielsen 
et al., 2008). Additionally, it is the strongest predictor of safety performance among different industries 
(Liu et al., 2015; Guo et al., 2016). Nevertheless, there are few studies that focused on studying PMCS 
independently to assure workplace safety. Consequently, this paper proposes a framework based on this 
perception to achieve workplace safety in the Jordanian healthcare industry. Furthermore, there are 
limited studies conducted to explore the antecedents of PMCS. This could be explained by focusing on 
safety climate as a whole and neglect searching the antecedent of each dimension of them. 
 

2.0 UNDERPINNING THEORY  
 
This study employs the organizational support theory (OST) as being supportive to conceptual 
framework. Primarily, OST was presented by Eisenberger et al. (1986). This theory maintained and 
established the employers and their employees’ mutual relationship through the social exchange 
perspective. OST is a contemporary meaning for social exchange theory. In this sense, employees who 
perceive the organizational support to their well-being and general welfare will be more likely to perceive 
the organization care to their safety as well. Eisenberger et al. (1986) also suggested that employees’ 
perception about the organization’s care for their well-being will be positively related to achieve 
desirable work-related outcomes (Liu et al., 2015; Zohar, 1980). Previous studies used safety as a crucial 
element to employees’ well-being. Moreover, increasing the perceived organizational supports will 
inspire the employees to work firmer and exhibit attitudes that are compatible with the organizations’ 
goals and objectives (Eisenberger et al., 2001). This conceptual paper proposed that perceived 
psychological empowerment, respect, and PMCS could improve safety performance in the Jordanians 
healthcare industry. This, in turn, motivates employees to reciprocate these actions by increasing 
compliance to safety rules, willingness to participate in safety programs and cooperation with co-workers 
regarding safety issues. However, employee’s perception of management commitment to safety is 
related to perceived organizational support and managers-subordinators social exchange relationship in 
safety literature (Michael et al., 2005). Safety literature also inspected the perceived organizational 
support with safety-related behaviors and accidents (Hofmann & Morgeson, 1999). Theory of perceived 
organizational support (POS) was applied in several previous studies (Hofmann & Morgeson, 1999; 
Mearns & Reader, 2008). Based on the above, this framework utilizes POS theory as underpinning theory. 
 

3.0 SAFETY PERFORMANCE  
 

Usually, safety performance concept focuses on maintaining safe workplace through different 
interventions (Burke et al., 2002). These interventions that attain safety performance are mainly safety 
behaviors (Neal et al., 2000). Sequentially, safety behavior is represented at least by two dimensions 
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(Andriessen, 1978; Neal & Griffin, 2006; Neal et al., 2000; Vinodkumar & Bhasi 2010). Accordingly, safety 
performance is represented by the safety related behaviors (safety compliance and safety participation). 
Furthermore, Siu et al. (2003) concentrate on accidents and occupational injuries and considered the 
safety performance as the ability to minimize the quantity of accidents and occupational injuries in the 
work sites. Some researchers also pointed out that safety performance is the possibility of work places 
accidents that may lead to serious injuries or even deaths (Huang et al., 2006). 
 
As acknowledged previously, safety performance could be labeled as individual metrics or organizational 
metrics (Christian et al., 2009). Recognizing the employees’ behavior regarding safety in the workplaces 
is a vigorous practical matter in occupational safety (Beus et al., 2016)  
 
Accordingly, Neal and Griffin (1997) generated a model to interpret safety performance by accepting the 
safety compliance and safety participation as safety performance components. In this sense, the safety 
compliance means “adhering to safety procedures and carrying out work in a safe manner”, while the 
safety participation refers to “the behaviors that may not directly contribute to workplace safety, but 
they do help to develop an environment that supports safety” (Neal et al., 2000). Additionally, Neal et al. 
(2000) and Vinodkumar and Bhasi (2010) described the safety performance as safety compliance and 
safety participation based on the general job performance theory which has been developed by 
Motowidlo and Van Scotter (1994) who considered the contextual performance and task performance 
to be comparable to safety participation and safety compliance respectively (Motowidlo and Van Scotter, 
1994). 
 
In the last decade, research efforts were devoted to investigate the predictors of safety performance. 
For instance, Gershon et al. (2000); Zohar (1980); Mohamed (2002); Swedler et al. (2015) found the safety 
climate predictor; Neal et al. (2000); Vinodkumar and Bhasi (2010); Christian et al. (2009) recognized the 
predictors of safety motivation and safety knowledge; Kapp (2012) and Mullen et al. (2011) concluded the 
safety leadership predictor; Sampson et al. (2014) found the predictor of occupational safety stressors; 
Lee and Dalal (2016) recognized the personality trait predictor; Li et al. (2013) and Turner et al. (2012) 
revealed the predictors of job demands and job resources.  
 
In fact, safety performance level is still under expectation, particularly in the developing countries such 
as Jordan (Abozead et al., 2014; Hassan et al., 2008). Hence, safety performance requires accessing other 
predictors in order to achieve workplace safety. Accordingly, this paper proposes a conceptual 
framework for enhancing safety performance by inspecting the antecedents of PMCS, which is 
considered as the strongest predictor of safety performance.   
 

4.0 PERCEIVED MANAGEMENT COMMITMENT TO SAFETY (PMCS) 
 
Since the creation of safety climate concept by Zohar in 1980, PMCS has become an essential dimension 
of this construct. PMCS could be regarded as the best management requirement in safety related issues 
in the workplaces (Zohar, 1980). PMCS is described as “the extent to which management is perceived to 
place a high priority on safety, communicate, and act on safety issues effectively” (Neal & Griffin, 2004). 
In fact, PMCS has been debated primarily as being one of the necessary factors for the success of safety 
programs (Cohen, 1977), as well as being associated with low accidents quantity in industrial plants 
(Smith et al., 1987). Zohar (1980) found that PMCS was a significant dimension to influence safety 
performance among manufacturing samples. Abudayyeh et al. (2006) indicated that PMCS is an efficient 
technique to reduce costs related to accidents outcomes. Furthermore, Yule et al. (2007) indicated that 
risk-taking behaviors is affected by PMCS as well. 
 
In this respect, numerous studies revealed the significant role of PMCS comparing to other safety climate 
dimensions. Nielsen et al. (2008) also argued that PMCS is an essential dimension of safety climate. 
Likewise, Konjin et al. (2015) found that PMCS and employees’ involvement are the main safety climate 
dimensions. While Zohar (2014) opined that PMCS is a core meaning of safety climate (Zohar, 2008). 
Nevertheless, most studies still utilized the safety climate as a multidimensional construct. 
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Additionally, it could be contested that the achievement of other safety climate dimensions, such as 
safety training, is partially dependent on the degree of PMCS (Huang et al., 2006). Moreover, the stream 
body of safety climate literature confirmed empirically the role of PMCS to influence safety performance 
behaviors. In detail, Mohamed’s (2002) findings reported that PMCS has the strongest influence safety 
behavior (t = 3.95, p < 0.001). Vinodkumar and Bhasi (2010) also revealed the direct paths between 
perceived management commitment and safety compliance behavior (β = 0.169, p < 0.01). Likewise, Liu 
et al. (2015) indicated that PMCS was the most proximal antecedent of safety compliance behavior (β = 
0.169, p < 0.001). Christian et al. (2009) reported that PMCS influences the safety behavior positively. In 
addition, the findings of McGonagle et al. (2016) exhibited that PMCS has a positive relationship with 
safety performance behaviors (p < .001). While Subramaniam et al. (2016) showed that PMCS was the 
most significant predictor of safety participation behaviors (β = 0.473, p < 0.01). Zohar (2014) also 
proposed that safety outcomes depend on employees’ perception of honest management commitment 
to safety. Similarly, Hofmann et al. (1995) supported that employees should perceive safety concerns in 
management words and deeds. These findings indicate the important role of PMCS in achieving safety 
performance which motivates the scholars to search extensively the factors that strengthen the 
perception positively in the workplaces.  
 

5.0 PSYCHOLOGICAL EMPOWERMENT  
 
Employees’ empowerment has been presented to advance human resources in workplaces (Zare et al., 
2015). The concept of empowerment includes employees being offered a great level of flexibility and 
participation of decisions making process (Greasley et al., 2005). The previous studies classified 
empowerment into two types: psychological and structural (Cicolini et al., 2014). Psychological 
empowerment represents the employees’ perception regarding empowerment (Thomas & Velthouse, 
1990). Therefore, it is a multidimensional construct formed by employees’ cognitive understanding of 
work setting (Conger and Kanungo 1988). Spreitzer (1995) stated that psychological empowerment has 
four related dimensions (meaning, competence, self-determination, impact). This conceptualization has 
been approved by many scholars, such as Indradevi (2012) and Malik et al. (2013).  
 
Accordingly, employees’ empowerment has become important, especially in the workplaces that contain 
professionalized staff such as healthcare organizations (Irvine et al., 1999). Healthcare providers, such as 
physicians and nurses, have typically enthused to conduct their work in a self-directed manner. However, 
dealing with varied cases of patients in a complex environment requires additional efforts contrasting 
working in other industries (Irvine et al., 1999). Hence, empowerment could be necessary among 
healthcare providers (Irvine et al., 1999). In spite of the importance of psychological empowerment to 
improve work outcomes (Ghani et al., 2009; Khany & Tazik, 2016; Saif & Saleh, 2013), few studies have 
investigated physiological empowerment with safety outcomes (Tong et al., 2015). 
 
However, prior studies examined the impact of psychological empowerment empirically on many job 
outcomes. For instance, Ghani et al. (2009) indicated that psychological empowerment explained 11% of 
the innovative variances in the Malaysian context. Likewise, psychological empowerment has a positive 
significant relationship with innovative behavior among Dutch registered nurses (Knol & Van Linge, 
2009).  
 
Additionally, psychological empowerment affects job satisfaction (Khany & Tazik, 2016; Saif & Saleh, 
2013), job performance (Indradevi, 2012), nursing practices environment (Wang & Liu, 2013), process 
engagement (Zhang & Bartol, 2010), quality of patient care (Bonias et al., 2010), workers’ commitment 
(Malik et al., 2013), and perceived management commitment to quality (Howard & Foster, 1999). 
However, previous studies confirmed that there is a relation between quality and safety as work-related 
outcomes (Wanberg et al., 2013). 
 
Overall, there is an evident link between psychological empowerment and work outcomes such as 
innovative behaviors, job performance, satisfaction, and quality care. However, existing literature does 
not pay attention to examining the role of psychological empowerment on PMCS as well as safety 
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performance. Thus, the current paper contributes to the existing safety literature by adding a new 
antecedent, namely psychological empowerment, to PMCS and safety performance. 
 

6.0 RESPECT EMPLOYEES  
 
Respect is a complicated concept; a developed understanding of respect could improve the workers’ 
ability to give respect and receive it, as well as coping with the matter when not receiving respect 
(DeLellis, 2000). Faulkner and Laschinger (2008) defined respect as a positive action resulted from 
employees’ perception, usually known as an ethical virtue. Hence, respect and dignity could share the 
same meaning in sociology (Faulkner & Laschinger, 2008). Respect denotes the recognition that an 
individual is a full human being (Sennett, 2003). It is notable that respecting employees through achieving 
their requests within workplace undertakings is central to attain "quality of work life" (Howard & Foster, 
1999). Commonly, respect refers to anything improves the employees’ self-esteem and gives them a 
feeling of appreciation and recognition which, in turn, enhances their work outcomes (Kusluvan et al., 
2010).  
 
Respect issue is critical and important in the healthcare context. Previous studies have examined respect 
issue among nurses. For example, Laschinger (2004) indicated that the absence of respect is a major 
factor influencing the quality of nurses’ work life because nurses appreciate respect value more than 
monetary incentives. Additionally, National Advisory Council on Aging 2003-2004 reported that 
disrespecting nurses is the major cause of low-quality care of patients, poor performance, and personal 
stress (Boyle & Kochinda, 2004). 
 
El-Said (2014) revealed the significant relationship between respect and morale. Ulrich et al. (2005) stated 
that respect has four elements: attention, deference, valuing, and appropriate conduct. McGuire et al. 
(2003) revealed that nurse’s satisfaction is predicted by the level of respect they receive from their 
managers and co-workers. Walker (2014) indicated that management practices represent a source of 
respect among employees, as well as affecting the employees’ behaviors. Burchell and Robin (2011) 
argued that respect is a fundamental value inside the organization and obtaining the respect employees’ 
environment is critical to achieving a “great workplace”. The lack of respect affects employees’ intention 
to leave (Augsberger et al., 2012). Howard and Foster (1999) indicated the positive relationship between 
respect feeling and perceived management commitment to quality (β = .38, p < .0001). 
 
Overall, the relationship between respect employees and work outcomes like innovative behaviors, job 
performance, satisfaction, and quality care were recognized in the aforementioned literature. However, 
few studies investigated the impact of respect on safety performance among nurses. Thus, the current 
paper contributes to the existing safety literature by adding a new antecedent, namely respect 
employees, to PMCS and safety performance. 
 

7.0 CONCEPTUAL FRAMEWORK 
 
This conceptual framework supposed that psychological empowerment and respect influence the PMCS 
and safety performance. Based on the strong relationship between PMCS and safety performance found 
in previous studies, the mediation role of PMCS is expected among psychological empowerment, respect 
and safety performance. Thus, it is 
acknowledged that this conceptual 
framework of safety performance 
plays a significant role in identifying 
the antecedents of PMCS to assist 
healthcare industry to improve 
safety performance which, in turn, 
maintains the workplace safety. 
 Figure 1: Conceptual framework 
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8.0 CONCLUSION AND RECOMMENDATION  
 
This conceptual paper discusses the safety performance framework for healthcare industry by 
presenting the antecedents of PMCS and safety performance. Previous safety performance studies 
recognized the safety climate importance in order to change safety performance behaviors, particularly 
PMCS, with a limited focus on preceding part of this relationship (antecedents of safety climate 
dimensions). This conceptual paper employed the perceived organizational support theory to support 
this framework. This study contributed to the existing literature by theoretically demonstrating that 
PMCS is the most important variable of safety climate dimensions. Moreover, it inspected the PMCS 
antecedents including psychological empowerment and respect employees. The current study revealed 
the possible role of PMCS as a mediator between these antecedents. However, this study recommends 
investigating more antecedents of PMCS in order to enhance the safety performance.   
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