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Abstract :  Non-compliance with Occupational Safety and Health (OSH) requirements at construction sites often stems from a 

combination of lack of management commitment and poor employee involvement. Lack of management commitment encompasses 

inadequate planning, supervision, and enforcement of safety protocols. When management neglects to prioritize Occupational 

Safety and Health (OSH) considerations, workers may perceive safety measures as optional rather than mandatory. Furthermore, 

poor employee involvement can manifest as a disregard for safety procedures due to various factors, including overconfidence, 

complacency, or pressure to meet deadlines. Some workers may believe that shortcuts or ignoring safety guidelines will not result 

in consequences, leading to unsafe behaviours. This toxic combination of Lack of management commitment and poor employee 

involvement creates a breeding ground for non-compliance with OSH requirements. Incidents such as accidents, injuries, property 

damage, and environmental damage become more likely in such environments, endangering the well-being of workers and the 

surrounding community 
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INTRODUCTION 

Non-compliance with Occupational Safety and Health (OSH) requirements in the workplace is a persistent challenge that 

undermines the well-being of employees and the integrity of organizations.  Safety violation or non-compliance to safety procedure 

is one type of human unsafe acts. It is normally defined as deviations from procedures, standards or rules that describe the safe or 

approved method of performing a particular task or job (Lawton, 1998; Reason, 1990). Failure to comply with health and safety 

requirements can result in higher rates of workplace injuries and illnesses, which can be financially burdensome for employers 

(Robson et al., 2007). These expenses may encompass the need for repairs or replacement of damaged machinery and facilities 

(Othman, 2012). Furthermore, disregarding health and safety legislation can tarnish a company's public image, potentially leading 

to reputational damage and hindering the organization's financial growth (Othman, 2012). 

 

 

Accidents are unfortunately common in construction work, often resulting from a failure to adhere to Occupational Safety 

and Health (OSH) requirements, and they can have severe repercussions. Construction sites present various hazards to workers, 

including falls from heights, injuries from heavy machinery, falling objects, electric shocks, accidents during demolition, collapses, 

and incidents involving cranes and large equipment (Hughes & Ferrett, 2005). It is crucial to highlight that non-compliance with 

OSH regulations significantly contributes to these accidents. To ensure worker safety, construction companies must prioritize 

compliance with OSH requirements. This involves providing thorough safety training to workers, ensuring machinery and 

equipment meet OSH standards, and implementing strict supervision protocols on construction sites. By addressing non-compliance 

with OSH regulations and prioritizing safety measures, construction firms can effectively reduce accidents, thus protecting the well-

being of their workers and fostering a safer work environment. 

 

Construction sites are inherently hazardous environments, with workers exposed to various risks ranging from falls and 

machinery accidents to exposure to hazardous substances. Despite stringent safety regulations and protocols, safety issues continue 

to persist in the construction industry, often stemming from the lack of active participation and engagement among employees. The 

construction sector plays a significant part in national development, where successful development will contribute to economic 

growth and will produce extra demand for construction activities in the future. With the construction industry being one of the most 
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dynamic and rapidly increasing industries globally and one of the most important contributors to the Malaysian economy, it is no 

doubt important.  

 

The Malaysian construction industry is a hazardous industry that contributes to 59 fatalities (32%) cases due to workplace 

accidents in the year 2022, 65 fatalities (37%) in the year 2021, 66 fatalities (30%) in the year 2020, 84 fatalities (32%) in the year 

2019, and 118 fatalities (45%) in the year 2018 according to a statistic by Department of Safety and Health Malaysia (DOSH, 2023). 

Accidents and incidents in the construction industry are unintended and unwanted events that involve the movement of people, 

objects, or materials and can result in injury, property damage, or loss. Most workplace accidents occur when people disobey safety 

standards (unsafe acts), and management fails to recognize hazardous conditions. As a result, accidents’ immediate (direct) causes 

are unsafe acts and unsafe conditions (Hosseinian & Torghabeh, 2012).  

 

An unsafe act is a breach of a safe practise that could lead to an accident. An unsafe condition is a dangerous physical state 

or set of circumstances that directly contributes to the occurrence of an accident. The majority of accidents are the result of a 

combination of contributing factors and one or more unsafe acts or conditions. An accident can be defined as an unplanned, 

undesirable, unexpected, and uncontrolled event. An accident does not necessarily result in an injury. It can be in term of damage 

to equipment and materials and especially those that result in injuries receive the greatest attention (Hinze, 1997). According to 

Hopkins (2011), non-compliance to safety is a significant contributing cause to accidents not just in the oil and gas sector but also 

frequently turn up in accident investigations and studies conducted by other businesses. As a result, a significant amount of study 

has been done to determine the causes of non-compliant behaviour. 

 

Findings by Hamid et al. (2019) regarding non-compliance with Occupational Safety and Health (OSH) legislation, 

particularly concerning employers' obligations to provide a safe work environment, risk assessment, supervision, and reporting 

accidents. Non-compliance issues include failure to provide safe working systems, welfare practices, and competent safety officers. 

Employees often resort to shortcuts, violating OSH requirements. A report by the Health and Safety Executive (2003) identifies 

situational and organizational factors contributing to non-compliance, such as time pressure, workload, staffing levels, training, 

supervision, and resource availability. Despite past efforts to enhance workplace safety, accidents persist, primarily due to worker 

non-compliance with OSH requirements. 

 

2.0 Problems of non-compliance to OSH at the construction site leading to construction accidents 

Accidents are the direct result of unsafe activities and conditions. There are three main root causes of accidents: failure to 

identify an unsafe condition that exists before or after the start of an activity, carrying on work in an unsafe condition, and deciding 

to perform regardless of unsafe site conditions (Abdelhamid and Everett, 2000). The construction industry is known to be one of 

the riskiest globally, with a notable frequency of accidents leading to substantial loss of life and property damage (Choi, Ahn, & 

Lee, 2017). Despite considerable efforts to enhance safety measures, the construction sector has not seen as much improvement as 

other industries in reducing accidents (Jiang, Fang, & Zhang, 2015; Shin et al., 2014). Previous studies have pinpointed safety 

violations as a primary contributor to construction accidents (Fang, C. Wu, & H. Wu, 2015). 

 

Occupational Safety and health regulation, as described by Chudley and Greeno (2006), are legal standards that outline 

the minimum requirements for construction projects, primarily focusing on ensuring the health, safety, and welfare of the workforce. 

These regulations must be considered during both the planning stages and the actual construction process. However, without 

effective enforcement, regulations alone cannot achieve their intended goals. As Anderson (2007) and Idubor and Osiamoje (2013) 

argue, poorly enforced rules are essentially ineffective. Unsafe behaviors are frequently identified as contributing factors in 

construction accidents, as noted by Xu et al. (2018). To better understand the factors influencing such behaviors, the theory of 

planned behavior has been employed. This theory examines the relationship between attitudes, intentions, and actions. Gao et al. 

(2016) suggest that a lack of commitment to safety can lead to a disregard for safety practices. Furthermore, psychological theory, 

as highlighted by Fang et al. (2016), provides insights into why individuals may choose not to prioritize safety, exploring how the 

mind, expectations, and beliefs influence safety behavior. 

 

 

2.1 Lack of management commitment 

Othman (2012) identified several key reasons for non-conformance with safety and health regulations on construction 

sites. These included a lack of commitment from management, poor leadership by safety officers, and inadequate awareness among 

management and clients regarding the importance of safety practices. Supervisors were found to neglect enforcing safety 

procedures, such as ensuring the proper use of personal protective equipment (PPE). Additionally, the improper selection of 

subcontractors without proper criteria negatively impacted safety and health outcomes. 

 

Tam et al. (2004) further highlighted factors contributing to non-compliance in construction safety, including poor safety 

awareness among top leaders, insufficient training, reluctance to allocate resources for safety, and reckless operations. The studies 

revealed deficiencies in the provision of PPE, irregular safety meetings, and shortcomings in safety training programs, indicating 

systemic issues within the construction industry that could compromise worker safety. 

 

Management commitment refers to the level of involvement and participation of management in safety programs within a 

company. According to Garnica and Barriga (2018), inadequate communication between managers and workers during construction 

projects can result in subpar workmanship, accidents, project delays, and inaccurate reporting. Researchers have noted that 

management's dedication to workplace safety significantly influences the effectiveness of an organization's safety initiatives. A key 

aspect of achieving a high level of commitment to safety management is ensuring that all members of the management team share 

a unified approach to safety and integrate it into the organization's strategic decision-making processes. 
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Management commitment to safety should be evident through observable actions and behaviors, as well as through verbal 

expressions, as highlighted by Alam et al. (2020). A tangible demonstration of this commitment is the formulation of a safety policy 

statement. Conversely, a lack of commitment from management may lead to minimal financial investment in safety compliance. 

Bakri et al. (2006) discovered that contractors frequently prioritize time and cost considerations over safety management, resulting 

in reduced investment in safety measures. This, in turn, can escalate the occurrence and severity of accidents on construction sites. 

 

Neal, Griffin, and Hart (2000) proposed that employees' perceptions of broader organizational factors provide a context 

for assessing management's commitment to safety. They argued that when employees perceive the organization as supportive of 

their overall well-being, they are likely to believe that safety is also a priority for management. Similarly, Neal et al. (2000) 

suggested that job resources have a similar effect. For example, providing training can improve employees' job performance while 

reducing associated risks, leading employees to believe that safety is valued by management. This idea is supported by consistent 

findings reported by Neal et al. (2000) and Larsson, Pousette, and Torner (2008). 

 

Neal et al. (2000) identified a combined construct, which included measures of role clarity, supportive leadership, and 

participative decision-making (all components of job resources), that predicted employees' perceptions of management's 

commitment to safety. These perceptions, in turn, influenced safety knowledge and the importance employees placed on safety, 

which subsequently affected safety compliance. Similarly, Larsson et al. (2008) found that a combined construct, including 

measures such as role clarity, feedback, social support, and quality of leadership, predicted safety motivation and knowledge, which 

correlated with safety compliance behavior. Therefore, it is expected that improving job resources will lead to an increase in 

perceived management commitment to safety, subsequently influencing safety compliance. 

 

It's also worth noting that in workplaces where productivity is the primary focus, increased job demands may lead people 

to perceive safety as less of a priority. This notion was proposed by Barling, Loughlin, and Kelloway (2002). Their research 

indicated that when individuals felt overwhelmed by their job tasks, they tended to believe that management placed less emphasis 

on safety. Therefore, as job demands escalate, it's anticipated that perceptions of management's commitment to safety may diminish. 

Since the perception of management's commitment to safety operates differently from individuals' feelings of stress or engagement 

with their work, these safety-specific concepts are expected to contribute new insights into understanding the causes of safety 

violations. Ford and Tetrick (2008) suggest that companies can enhance workplace safety by fostering an environment that 

encourages employees to engage in behaviors that promote safety. Similarly, Bakker and Demerouti (2007) propose that the 

resources available to employees at work, such as learning opportunities and support, can motivate them to exert effort and perform 

at their best. 

 

When employees are deeply engaged in their work, they may generate innovative ideas to enhance safety, such as 

improving accessibility to safety gear or refining safety reporting procedures. Snyder et al. (2008) discovered that when employees 

felt constrained due to factors like unclear instructions or a cluttered work environment, workplace injuries tended to be more 

severe. However, granting employees more autonomy over safety-related matters, such as empowering them to implement changes 

to enhance safety, helped reduce the risk of injuries. This suggests that providing employees with greater autonomy at work can 

mitigate safety issues stemming from company-induced "situational" problems. Conversely, when employees are motivated to exert 

extra effort to achieve goals, they may possess additional energy to address less critical tasks, which can help combat fatigue 

(Hockey & Earle, 2006). Therefore, increased work effort should also translate into fewer minor errors on the job. 

 

One significant issue is that companies often prioritize completing tasks quickly over ensuring safety, even if they claim 

to value both aspects (Ford & Tetrick, 2008; Reason, 1990). This tendency is common in organizational settings and can manifest 

in various ways, such as emphasizing speed over safety, allocating insufficient resources to safety measures, and rewarding 

employees primarily for meeting productivity targets rather than prioritizing safety (Flin et al., 2000). 

 

Achieving the right balance between productivity and safety is crucial for maintaining workplace safety (Flin et al., 2000). 

When companies place excessive emphasis on speed, safety measures can be compromised. For instance, Paoli and Merllie (2001) 

discovered that European Union workers who faced fast-paced work environments, tight deadlines, and inadequate time to perform 

tasks safely were more prone to workplace injuries. Similarly, Zohar (2000) found a correlation between heavy workloads and an 

increase in minor accidents requiring first aid. 

Lawton (1998) found that railway workers often cited "time pressure" and "high workload" as reasons for not following 

safety rules, while Hofmann and Stetzer (1996) discovered that perceptions of increased role overload were associated with a higher 

likelihood of engaging in unsafe behaviors. These findings highlight the tendency for production goals to overshadow safety 

considerations. Building on this understanding of the work environment, we propose that job strain and work engagement are 

connected to safety violation behaviors, extending the job demands-resources model to include safety behaviors. 

 

In the construction sector, Skeepers and Mbohwa (2015) found a positive association between management commitment 

and safety performance. They noted that contingency leadership and a strong safety organizational culture can enhance safety 

performance. A well-established safety management system, incorporating safety leadership, communication, commitment, and 

staff training, may improve safety performance. Safety commitment significantly influences safety behavior and compliance (Wei 

et al., 2018). Leaders play a crucial role in driving organizations toward a safe workplace, as stated by Kadiri et al. (2014), who 

identified lack of attention from leaders as a primary cause of accidents. 

 

Improving safety performance requires commitment from all levels of the organization, from top management to individual 

employees on site. Safety awareness is a critical factor influencing construction workers' safety performance (Chen et al., 2018). 

Additionally, Mohammadi et al. (2018) found that safety performance is influenced not only by management activities at the project 

level but also by interactions among elements across different hierarchical levels within the organization. 
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Zulkifle & Hanafi (2017) and Bhole (2016) suggested that inadequate supervision stands out as a major contributing factor 

to the occurrence of accidents on construction sites. This deficiency often stems from two primary sources: the utilization of 

incompetent personnel in supervisory roles and a general lack of commitment to effective supervision practices. When individuals 

lacking the necessary skills or qualifications are tasked with overseeing construction activities, they may fail to recognize and 

address potential hazards in a timely manner, increasing the likelihood of accidents. Moreover, when there is a lack of dedication 

to thorough supervision, supervisors may neglect their responsibilities, leading to oversight of safety protocols and procedures. 

Ultimately, addressing the issue of inadequate supervision requires not only ensuring that qualified individuals are appointed to 

supervisory positions but also fostering a culture of commitment to proactive and vigilant supervision practices throughout the 

construction site.  

 

Mouleeswaran (2014) suggested that safety promotion gaps and the absence of structured safety management systems 

present notable challenges in maintaining workplace safety. Without proactive efforts from management to raise safety awareness 

and practices among employees, the risk of accidents and injuries increases. The lack of clear protocols, procedures, and 

documentation within safety management systems can lead to confusion and oversight in addressing safety concerns. Overcoming 

these challenges necessitates implementing comprehensive safety promotion initiatives and establishing well-organized safety 

management systems to effectively identify, mitigate, and manage risks in the workplace. 

 

Durdyev et al. (2017) conclude that it is imperative for top management to assume a more proactive role by taking on 

increased responsibilities, particularly in allocating sufficient financial resources to improve safety performance on project sites. 

By ensuring that adequate budgets are allocated for safety enhancements, top management demonstrates a strong commitment to 

prioritizing the well-being and safety of employees working on construction projects. This proactive approach not only fosters a 

culture of safety within the organization but also provides the necessary support and resources to effectively implement safety 

measures and protocols, ultimately reducing the risk of accidents and injuries in the workplace. 

 

2.2 Poor employee involvement 

According to a study by Griffin and Neal (2000) about the safety performance framework, safety involvement and safety 

compliance are two different types of safety behaviours. The voluntary involvement of employees in safety activities with the goal 

of fostering the creation of a supportive safety environment is referred to as safety participation. A few instances of safety 

engagement are voicing concerns about safety (Mullen, 2005), encouraging safety initiatives inside the company (Cree and 

Kelloway, 1997), and voluntarily attending safety meetings (Griffin and Neal, 2000). Conversely, safety compliance describes the 

actions related to performing fundamental safety duties, such as adhering to safety protocols and norms inside the company (Griffin 

and Neal, 2000). 

 

Employee involvement refers to the level of commitment and connection an employee has towards their job and the 

organization they work for. Engaged employees demonstrate a genuine interest in the company's goals and actively strive to achieve 

them. They also motivate and inspire their colleagues to perform at their best. This level of engagement is characterized by a positive 

emotional attachment to one's job and workplace. Engaged employees do not merely fulfill the minimum requirements of their role; 

instead, they consistently go above and beyond to deliver their best work. The concept of employee engagement was initially 

introduced by Kahn (1990), who described it as employees forming a deep connection with their work, both physically and 

emotionally. Signs of employee engagement include increased productivity and a positive attitude towards work. 

 

Employee involvement is a critical factor for companies seeking a competitive edge. People represent a unique aspect of 

a company that cannot be easily replicated by competitors, making them valuable assets when effectively managed and engaged in 

their work. Baumruk (2004) emphasized the significance of employee engagement, suggesting it as the primary measure of a 

company's strength. While Katz and Kahn (1966) acknowledged the importance of engagement for organizational success, it was 

not until Kahn (1990) delved deeper into the concept. He described employee engagement as a deep connection between employees 

and their work, both physically and emotionally. According to Kahn, three key elements contribute to employee engagement: 

meaningful work, a sense of safety in the workplace, and minimal distractions. Buckingham and Coffman (1999) proposed another 

perspective, stating that aligning the right people with the right roles under the right management fosters employee engagement. 

 

Schaufeli and Bakker (2010) define work engagement as the extent to which employees invest their energy into their job, 

indicating a high level of involvement and care. Building on this, Fleming and Asplund (2007) elaborate that employee engagement 

goes beyond mere mental and emotional connection to work, encompassing a strong desire to perform at one's best. Saks (2006) 

builds upon Kahn's (1990) concept of engagement, incorporating employees' feelings towards their job and organization. Saks 

(2006) identifies factors that contribute to employee engagement, including the nature of their work, perceived support from the 

company and supervisors, reward systems, and perceptions of fairness. Engaged employees are generally happier, more committed 

to the organization, and less likely to leave. 

 

Joshi and Sodhi (2011) further emphasize the importance of various factors in keeping executives engaged. These include 

having stimulating work, receiving fair compensation, achieving a healthy work-life balance, feeling supported by top management, 

accessing career growth opportunities, and fostering positive relationships within their team. The work environment significantly 

influences employee engagement, as highlighted by research from Miles (2001) and Harter et al. (2002). Deci and Ryan (1987) 

suggest that creating a supportive work environment, where managers prioritize employees' needs, provide positive feedback, and 

foster growth opportunities, enhances employees' connection to their job and the organization. 

 

Effective leadership also plays a pivotal role in employee engagement. According to Walumbwa et al. (2008), good leaders 

exhibit self-awareness, fairness, transparency, and high moral standards. Studies such as Wallace and Trinka (2009) demonstrate 
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that inspiring leadership naturally fosters employee engagement by showing appreciation for employees' work and emphasizing its 

importance. Authentic and supportive leadership, as indicated by Schneider et al. (2009), leads to increased employee involvement, 

satisfaction, and enthusiasm towards work. 

 

Furthermore, cultivating positive relationships with coworkers significantly contributes to employee engagement. Kahn 

(1990) observed that supportive and trusting relationships among coworkers and within teams enhance employee engagement. A 

positive and supportive workplace environment not only fosters a sense of safety but also encourages employees to fully engage in 

their work. May et al. (2004) suggest that having supportive coworkers adds meaning to work, further enhancing employee 

engagement. 

 

Training and career development are crucial aspects of employee engagement as they enable employees to enhance their 

skills and focus on their work. According to Paradise (2008), training helps employees improve their job performance and boosts 

their engagement by increasing their confidence and motivation. Alderfer (1972) even likened providing growth opportunities to 

rewarding employees, as it allows them to realize their full potential. 

 

Compensation, both monetary and non-monetary, is another significant factor in employee engagement. Saks and Rotman 

(2006) found that recognition and rewards contribute to higher engagement levels among employees. Kahn (1990) also emphasized 

the importance of how employees perceive their rewards, regardless of their type or amount. Organizational policies, procedures, 

structures, and systems also influence employee engagement. Fair policies and procedures, such as equitable recruitment practices 

and flexible work schedules, contribute to higher levels of engagement and organizational success (Schneider et al., 2009; Richman 

et al., 2008). 

 

Workplace well-being is a critical determinant of employee engagement. Rath and Harter (2010) define well-being as 

encompassing all aspects that contribute to how individuals perceive and experience their lives. Towers Perrin Talent Report (2003) 

found that senior management's interest in employee well-being is the most significant factor impacting engagement levels. Gallup's 

data also underscores the importance of well-being in influencing human behavior, making it a key measure of organizational 

impact on employees. 

 

The demand for dedicated employees capable of working efficiently with minimal supervision is on the rise, with strategic 

group membership and associated collective behaviors identified as key drivers of lasting differences in firm profitability and 

organizational effectiveness (Caves and Porter, 1977; Porter, 1979). Highly involved organizational cultures, characterized by 

strong employee participation, foster a sense of ownership and responsibility, leading to deeper commitment and enhanced 

autonomy (Denison, 1990). 

 

Involvement encompasses developing human capacity, fostering ownership, and nurturing responsibility, thus promoting 

a shared vision, values, and purpose. Employees contribute to cost reduction through recommendations to senior executives (Rossler 

and Koelling, 1993; Gowen, 1990). Employee involvement entails participation in decision-making and implementation within 

organizations, reflecting the degree of ownership and responsibility felt by employees, indicative of their commitment. 

 

Employee involvement is recognized as a significant component of corporate culture influencing organizational 

effectiveness (Denison, 1990; Denison and Mishra, 1995). Extensive literature in recent years has delved into the concept of 

employee involvement and its impact on organizational success (McShane and Von Glinow, 2003; Amah, 2006). Involvement 

refers to the level of engagement demonstrated by members in an organization's decision-making processes, encompassing a sense 

of duty and dedication (Denison, 2007). It involves developing human capabilities, fostering ownership, and nurturing 

responsibility, which are crucial for establishing a cohesive vision, shared values, and collective purpose. 

 

Employee involvement, also known as participative management, extends to the dissemination of information, expertise, 

rewards, and authority throughout the organization (Randolph, 2000). In environments where involvement is prevalent, employees 

possess authority beyond their traditional scope, influencing decisions at both unit and organizational levels (McShane and Von 

Glinow, 2003). This level of involvement grants individuals’ greater authority over decisions, processes, and outcomes. 

 

Moreover, employee involvement entails the exchange of information and knowledge, as employees require 

comprehensive understanding to contribute meaningfully to decision-making (McShane and Von Glinow, 2003). It has become 

integral to corporate decision-making, forming part of knowledge management efforts, as leaders recognize employee knowledge 

as a critical resource for gaining competitive advantage. 

 

Employee involvement manifests in various forms within organizations, including formal and informal participation, 

voluntary and statutory involvement, as well as direct and indirect participation (Strauss, 1998; McShane and Von Glinow, 2003). 

These diverse forms of involvement cater to different organizational contexts and regulatory frameworks, highlighting the 

multifaceted nature of employee engagement in decision-making processes. Various levels of employee involvement exist, 

reflecting both the extent of decision-making power and the number of decision steps over which employees can exert influence 

(Liden and Arad, 1996; Ford and Fottler, 1995). The lowest level, selective consultation, involves seeking specific information or 

opinions from employees about particular aspects of a decision, without necessarily involving them in proposing solutions or 

providing detailed problem information (McShane and Von Glinow, 2003). A moderate level occurs when employees are more 

extensively consulted, individually or in groups, and provide input on problem diagnosis and recommendations, though the final 

decision remains beyond their control. The highest level of involvement grants employees’ complete control over the decision-

making process, from problem identification to solution selection and outcome monitoring (McShane and Von Glinow, 2003). 
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Highly involved organizational cultures prioritize informal, voluntary, and implied control systems over formal, explicit, 

bureaucratic ones, with indicators including empowerment, team orientation, and capacity development (Denison, 2007). 

 

Job complexity refers to the level of difficulty and complexity inherent in job tasks, often requiring high-level skills and 

thinking (Morgeson and Humphrey, 2006). Complex jobs can be more challenging and stimulating, fostering a sense of meaning 

and promoting learning and growth (Fried et al., 2002; Hackman and Oldham, 1976). This positive challenge is associated with 

reduced disengagement at work (Christensen and Knardahl, 2010), with resilience playing a role in moderating the relationship 

between job complexity and disengagement (Halbesleben et al., 2014). According to the Conservation of Resources (COR) theory, 

individuals may utilize their resilience to cope with job complexity, mitigating disengagement (Hobfoll, 1989; Llorens et al., 2007). 

 

Disengagement involves withdrawing from work and feeling disconnected, often stemming from the perception of losing 

important resources at work (Demerouti et al., 2001). Exhaustion, a component of burnout, arises from job demands, while 

disengagement results from insufficient workplace resources (Job Demands-Resources model, JD-R model) (Leiter, 1993). 

Exhaustion may lead to disengagement, as individuals withdraw to conserve resources, aligning with the Conservation of Resources 

theory (Hobfoll, 1989). Resilience, the ability to bounce back from challenges, may mitigate disengagement, as individuals with 

higher resilience are less likely to withdraw despite exhaustion (Thanacoody et al., 2014). 

 

Disengaged employees, as described by Wellins and Concelman (2005), exhibit a lack of enthusiasm, reluctance to exert 

extra effort, and poor collaboration with their team. They demonstrate passive behavior, showing minimal interest in their company 

and their role within it, often maintaining poor relationships with supervisors and colleagues. The negative impact of disengaged 

workers, as outlined by Branham (2005), extends to morale and profits within an organization. Their tendency to cause problems, 

frequent complaints, and involvement in accidents can detrimentally affect overall productivity. Furthermore, their negative 

behavior may result in decreased customer satisfaction and potential loss of customers (Vajda & SpiritHeart, 2008). 

 

Disengaged employees not only undermine their own job satisfaction but also have adverse effects on their team members, 

hindering the accomplishments of engaged coworkers (Gallup, 2006). They exhibit unhappiness at work, which spreads to others, 

and display lower levels of competence, commitment, and satisfaction with their organization. Additionally, they experience 

heightened stress and uncertainty about their work compared to their engaged counterparts (Gallup, 2001). 

 

Negative feedback about leadership often includes complaints about lack of respect, attention, support, poor leadership 

skills, bias, incompetence, insensitivity, and inconsistency. Dissatisfaction with the organizational environment typically involves 

issues like limited opportunities for career growth, inadequate compensation and benefits, excessive workloads, lack of recognition, 

poor working conditions, insufficient or low-quality training, unethical behavior, and lack of teamwork. Employees also tend to be 

unhappy with their job if it is monotonous or lacks challenges. Organizations need to pay attention to the phenomenon of employee 

disengagement because it affects both the workers and the employer, like employee engagement (Bakker & Demerouti, 2008). 

When employees feel disengaged, they often experience negative emotions and health problems more frequently than those who 

are engaged. This can also spread negative feelings to their colleagues. Employees with low engagement levels are more likely to 

feel anxious, depressed, emotionally drained, and cynical, both at work and in their personal lives, due to stress (Robison, 2010 and 

Gallup, 2006). 

Disengaged employees do not invest much in customer satisfaction, leading to lower productivity compared to engaged 

workers. They also tend to have more accidents at work and cause more inventory shrinkage (Harter, Schmidt, Killham, & Asplund, 

2006). These disengaged employees do not promote their company as a good place to work and are less likely to recommend its 

products or services. They also lack innovation and creativity, and they do not share new ideas with their coworkers. They often 

feel unsatisfied, uncommitted, and have thoughts of leaving their job (Baumruk, 2004; Krueger & Killham, 2007). Signs of 

employee disengagement include physical absence from work, slow performance, or showing negative behavior. Low morale, 

making mistakes, lacking energy, and feeling disconnected are other symptoms (Branham, 2005; Pech & Slade, 2006). 

Understanding the impact of disengagement on both the workers and the company can help prevent harm to the business. To protect 

against the effects of employee disengagement, it is essential to identify and address its causes. 

 

According to the findings of a survey conducted by Lu et al., (2020), employees will contribute to workplace safety by 

identifying risk behaviors, monitoring the workplace environment, and sharing their experience with safe production in training 

programs if they are given opportunities to increase employee involvement. They will be more likely to be aware of unsafe acts and 

more motivated to follow workplace safety rules and procedures if they are given opportunities to increase employee involvement. 

Construction workers' failure to obey safe work procedures causes non-compliance with Safety and Health Requirements (Hamid 

et al., 2008). 

 

Front-line workers undertake most of the actual construction works on the construction site, according to the American 

Industrial Hygiene Association (2017). They follow orders from their supervisor and management to carry out plans that have been 

created for them to accomplish. Front-line workers are those who work "on the edge," putting themselves in danger every day and 

depending on their intuition, training, and experience to keep them safe. Only front-line personnel have this unique grasp of the 

realities of resolving safety hazards. Workers who are not actively involved in the safety program are missing out on a chance to 

identify dangers and install controls that may not be viable later in the building process. 

 

Employee participation is crucial for hazard identification, requiring a clear mechanism for identifying and correcting 

problems. The process should go beyond creating a maintenance to-do list and instead empower employees to take action where 

they can. Management should develop procedures focusing on factors employees can influence, using the process as a training 

opportunity to spot and mitigate risks (Lynn, 2019). Poor employee involvement in health and safety compliance can lead to 

accidents, with negligence often being the main cause (Othman, 2012). 
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Employees' involvement in safety program should begin early in projects, with their feedback being vital for successful 

firms. Employees must have the opportunity to offer feedback on workplace changes to develop a comprehensive corporate culture. 

When considering changes to work methods or equipment, employees' input is crucial in weighing the pros and cons. Employees 

should communicate compliance issues to upper management, including factors affecting safety compliance like inadequate safety 

measures and tiredness of workers (Etchegaray and Thomas, 2015; Cheng et al., 2004). Employee involvement in health and safety 

management significantly enhances health and safety performance. Hare et al. (2012) conducted research in the UK, emphasizing 

the positive impact of employee engagement on health and safety through various intervention tactics and engagement strategies. 

This underscores the importance of employee involvement in achieving optimal health and safety outcomes. 

 

3.0 Method 

The review gathered its information from books and journals. The books proved invaluable for grasping the fundamental 

concepts of the topics under review. Conversely, the journals offered more recent and in-depth insights, focusing on specific areas. 

These journals were sourced through Google Scholar and various journal databases (such as Elsevier, Wiley, ASCE Library, among 

others). The primary search phrases utilized were "construction safety," "OSH non-compliance," "poor employee involvement," 

"lack of management commitment," and "construction accidents." In addition to these key phrases, specific terms identified during 

the review process were employed to gather information. 

 

4.0 Conclusion 

Non-compliance to OSH requirements at construction site poses significant risks to individuals, organizations, and society. 

Lack of management commitment and poor employee involvement significantly contribute to non-compliance with Occupational 

Safety and Health (OSH) requirements at construction sites. When management fails to prioritize safety, allocate resources 

adequately, or establish clear safety policies, it sets a tone that undermines safety efforts. Similarly, without active involvement 

from employees, including frontline observation of hazards, proper training, and a culture of open communication, crucial insights 

into safety risks may be missed. Together, these factors create an environment where safety standards are not effectively enforced, 

increasing the risk of accidents and injuries. Therefore, fostering both management commitment and employee involvement is 

essential for creating a safety-focused culture and ensuring compliance with OSH regulations in the construction industry. Ensure 

that management prioritizes safety by allocating resources, establishing clear policies, and actively participating in safety initiatives. 

Encourage employees to engage in safety matters by fostering open communication and providing training opportunities. Conduct 

regular inspections, provide necessary resources, and cultivate a culture where safety is valued and rewarded. By addressing these 

aspects, construction sites can improve safety practices, reduce accidents, and protect workers' well-being. 
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