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ABSTRACT
Organization safety management is a function that hinges on the human resource department of every organization in the current realities of business life. This study looks at how safety management is used not only to promote workers wellbeing, but as a way of increasing their efficiency towards their work and to motivate them in putting their best into their work and also to bring about all round improvement in their performance as related to productivity. This study also examines the impact of labour laws and legislation on the practices of occupational safety in the workplace and how best organizations have been adhering to the labour standards and factories Acts. A survey research method was adopted using Wempco Ltd, Lagos as a case study. Questionnaire was the major instrument used for the study. A sample size of one hundred and fifty-two (152) was selected using stratified sampling procedure. Four hypotheses were used at 0.05 alpha level. Data were analyzed with the use of Regression analysis.
The findings show that, there is a significant relationship between occupational safety management and employee’s job commitment. Among the sub-variable of independent variable, safety training has a strong significant effect on employee’s job commitment. It was however, recommended that management should intensify efforts towards creating an enabling environment that is hygienic, safe and comfortable to employees


CHAPTER ONE
INTRODUCTION
[bookmark: _GoBack]1.1 BACKGROUND TO THE STUDY
Safety and health principles are universal, but how much action is needed will depend on the size of the organization, the hazards presented by its activities, the physical characteristics of the organization, products or services, and the adequacy of its existing arrangements.Many of the features of effective safety management are analogous to the sound management practices advocated by proponents of quality management, environmental protection, and business excellence. Commercially successful companies often excel at safety and health management as well, precisely because they apply the same efficient business expertise to safety and health as to all other aspects of their operations. On an average day, 17 US workers are killed and 16,000 are injured in work- related accidents, resulting in a cost to industry of more than USS 110 billion annually (Barr, 1999). This injury rate is increasing. Traditional safety efforts have focused on the engineering aspects of safety; however, relatively few accidents (10%) are a consequence of unsafe mechanical or physical conditions.While most on-the-job accidents and injuries appear to result from employees’ unsafe acts, incidents typically are not caused by single operator errors, but are end-events in a chain of interacting factors on several systems levels (Wilpert, 2004). While many unsafe acts are committed, very few will penetrate an organization’s defenses to result in accident or injury (Reason, 2004).It is becoming increasingly apparent that it is restrictive to discuss failures of large- scale technological systems solely in terms of the technological aspects. Individuals, their organizations, groups, and cultures are all-important factors in the design, construction, operation, and monitoring of technological systems. Until recently, this issue has been described in the related literature of error.” While human error does contribute to accidents, the behavioral causes of failure are often found to be far more subtle when incidents are of a technological system (Pidgeon, 2011).Many expectations are built into the current Nigeria health and safety 1e2islation that specifies the responsibilities of managers and employees with regard to safe working practices. These suppositions are more likely to be fulfilled if a positive cultural attitude toward safety exists. The costs of failure to comply with these expectations are increasing.As workers become more educated, they are more likely to expect safer working conditions; a more safety and environmentally conscious public is increasingly willing to express its disapproval of companies that are perceived to behave carelessly. This public reproach was evident during the American consumer boycott of Exxon gasoline following the Valdez oil spill (Turner, 2001). Researchers have found that safety performance is affected by organization’s socially transmitted beliefs and attitudes toward safety (Ostrom, Wilhelrnsem, & Kaplan, 2009).
The concept of safety culture (Pidgeon, 2011) was developed as a result of the 1986 Chernobyl accident, which focused attention on the human and organizational elements contributing to the unsafe operation of technological systems. The goal of a safety culture is to develop a norm in which employees are aware of the risks in their workplace and are continually on the lookout for hazards (Ostrom et al., 2003). A safety culture motivates and recognizes safe behavior by focusing on the attil4ides and behaviors of the employees. It is a process not a program; it takes time to develop and requires a collective effort to implement its many features (Ban, 2008).In order for employees to be active participants in a safety program, they must receive occupational safety training. Several issues affect: the perception of risk levels and should be understood when training employees in occupational safety.  People tend not to use the likelihood of injury in their judgments of product safety; rather, the severity of injury plays the foremost role in decisions to read warnings and act cautiously (Young, Brelsford, 2007).In today’s competitive world, every organization especially construction company is facing new challenges regarding occupational safety and creating committed workforce. Organizations can perform at peak levels only when employees are committed to the organization’s objectives. Hence, it is important to understand the concept of commitment and its feasible outcome (Wogalter, 1990).Vredenburgh and Cohen (2005) found that the level of perceived danger increased compliance to warnings and instructions; therefore, it is critical that all employees are trained to identify the hazards associated with their workplace.Finally, experience and knowledge of issues in workers protection have led to a greater appreciation of how safety management is directly related to employee’s job commitment.
1.2   STATEMENT OF THE PROBLEM
Safety management as a practice is very sacrosanct for the functional wellbeing of any organization.  Often times, it has been observed that occupational hazard is surprisingly common in all sectors of the economy. Studies in the past have revealed that organizations do not (or partially) take proper consideration of the well-being of its employees, and it has led to lower commitment from the workers. Usually, this is a result of insufficient safety measures in factories and lack of personal protective ‘equipment and there has never been a form of payment to the injured employees. Also, there has never been any form of programmes regards to safety training which will enable individual employees or workers to be conscious of any occupational hazardous as related to their operations at the workplace.The effect of the job related injuries go far beyond the economic loss to the organization and extend to long-term consequences to workers, their families and their friends. Instead, they were focusing or seeking for more profit margins at least cost. When the workers have known that their lives are not secured in terms safety and well-being, they would not be able to exert more effort to their jobs or not frilly committed to their jobs.
1.3 OBJECTIVES OF THE STUDY
The objective of the research is to examine the relationship between occupational safety management and employees’ job commitment in WEMPCO Industries Limited. The specific objectives are:
1.   To examine the various approaches in achieving the wellbeing of employees by managing the work environment.
2.   To find out organizational efforts towards hazard control and management. 
3.   To examine the relationship between safety practices and employee’s   job commitment.
4.  To offer suggestions on how well the safety of staff at work could be managed towards enhancing the employees’ job commitment.
1.4 RESEARCH QUESTIONS
The following research questions should guide this research study:
1.   To what extent does occupational safety management affect employee’s job commitment?
2.   Does safety training influence employee’s participation?
3.   Would occupational safety policies have impact on employees’ job commitment?
4.   To what degree does a safety practice affect employees’ job commitment?
1.5 RESEARCH HYPOTHESES
The following hypotheses will be tested to verify the relationship between the subject matters variables under consideration;
H01: There is no significant relationship between occupational safety management and employee’s job commitment.
H02: There is no significant relationship between safety training and employees job commitment.
H03: There is no significant relationship between occupational safety policies and employees’ job commitment.
H04: There is no significant relationship between safety practices and employees job commitment.
1.6 SIGNIFICANCE OF THE STUDY
The study aim towards enabling organizations to entrench s principles in a way that will reduce the large numbers of serious and fatal accidents and cases of which occur eve year in the construction Industry.
There are many organizations with many workers in their employ, yet maintaining little or haphazard attention to safety program. They may see such program as a wasteful venture without considering the negative cost implications of such perception. This Research revealed that greater percentage of organizational success is based on the maintenance of effective safety management system. Therefore, to enable management reduce hazards, accidents and effect of disasters in the work place, in order to reduce costs associated with unsafe work environment in organizations, recommendations will be made in this study which will help management develop a safe place of work and effective safety policy and ensure its effective implementation within the organization.
Also, it would enable employers and employees know their rights and responsibility within the workplace in relations to safety management.
Therefore, the findings of this study will be of significant to policy makers especially government and its agencies in charge of labor administration and productivity in Nigeria. Besides, the study will be relevant to organization development and change agent who may conduct similar studies in the future on safety management and on how it should be effectively managed.
1.7   SCOPE AND LIMITATION OF THE STUDY
The coverage of this study will not extend beyond the occupational safety management as related to employees’ job commitment.
The study is however limited to WEMPCO Industries Limited located at Ibafo along Lagos-express way, as a case focus.
1.8   DEFINITION OF TERMS
INDUSTRIAL ACCIDENT: An unfortunate incident that happens unexpectedly and unintentionally, causing damages or injuries or death at work place.
EMPLOYEES’ JOB COMMITMENT: It is a force that binds an employee to a course of action at work. It entails the level at which employees are committed to their jobs in an organization.
OCCUPATIONAL HAZARD: It is anything that causes harm electricity, nail etc.

HUMAN ERROR: An act or condition of ignorance or imprudent deviation from a code of behavior in a given task or sub element of task.
OCCUPATIONAL SAFETY MANAGEMENT: This is an area concerned with protecting the safety of people engaged at work effectively.
RISK: It is the chance, large or small, of harm actually being done by the hazard.
SAFETY: It is the state of being certain that adverse effect will not be caused by some agent under defined conditions.
SAFETY CULTURE: This is an organization’s norms, beliefs, roles, attitude and practices concerned with minimizing exposure of employees to workplace hazards.
SAFETY TRAINING: It can be described as a short term systematic process through which an employee acquires technical skills and consciousness of being safe at workplace.




CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literatures that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
· Empirical Framework
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
The subject of occupational health and safety management in the mining sector is in the wake because of the increasing demand for minerals and the high risk factor associated with it. The case for employees and organisations is that according to Demba, Ceesay and Mendy (2013), in developing nations, the rates of industrial and occupational injury-related deaths and disabilities are on the rise. As a result, the mining sectors of these mineral-endowed developing countries are highly prone to these occupational injury-related deaths and disabilities. This affects employees’ attitude and intentions toward their organization. Occupational health programmes are thus primarily concerned with the prevention of ill-health arising from workplace conditions, while safety programmes deal with the prevention of accidents and with minimizing the resulting loss and damage to lives and properties (Adeniyi, 2001). Boyle (2000) posits that the process of managing occupational health and safety is the same as other management activities, but the distinction is the complexity nature of occupational health and safety. However, according to Cooper (1995), the management of occupational safety and health is in many respect is exactly the same as managing productivity or other functional areas of operations. This shows that, the management of safety at the workplace is not just prevention of repetitions of accidents that have already occurred but rather must be integrated into the general management system that relate to quality management and protection of the working person and the environment. Hayes, Perander, Smecko and Trask (1998) proposed five construct of assessing workplace 
organization at large. Ford and Tetrick (2008) asserted that, workers’ safety oriented behaviour rightfully mention that occupational health and safety is a complex international problem for management and society, and that it must always be a top management priority. Management commitment plays an important role in all aspects of safety intervention (Steenkamp &Van Schoor, 2002). Management commitment to safety indicates the extent to which the can be scaled by the extent to which they engage in actions that promote safety and avoid those that decrease safety. Job safety shows the extent to which job duties do not pose threats or unhealthy consequence on health and safety of employee. According to the Occupational Health and Safety Administration (OSHA) (2002) job safety analysis is a technique that focuses on job tasks as a way to identify hazards before they occur. It focuses on the relationship between the worker, the task, the tools, and the work environment. Gyekye (2006) explains job safety as a measure of the degree of safety inherent in a job assignment. Job safety looks at how employees are well informed on hazards and risk associated with job description and measures implemented to curtail or eradicate those hazards and risk. Health and Safety Program consists of clearly defined actions to implement the health and safety training and policies. Safety training and safety policies are essential determinants of safety performance. Safety training is defined as the knowledge of safety given to employees in order for them to work safely and with no danger to their wellbeing (Law, Chan & Pun, 2006). Likewise, Lin and Mills (2001) found that clear policy statements and safety training played an important role in reducing accident rates. Earlier studies indicated a link between safety training and increased safety performance (Huang, Ho, Smith & Chen, 2006). Consequently, effective training assists workers to have a sense of belonging and thus, more accountable for safety in their workplace. In addition, Vassie and Lucas (2001) indicated that safety programs are crucial to all workers and an important aspect of effective health and safety management.
OCCUPATIONAL HEALTH AND SAFETY AND ORGANIZATIONAL COMMITMENT 
Cole (2002) posits that employees who are healthy and feel safe at work are those that can fully invest their capabilities and exploit the best of their potentials to work. Similarly, Sinclair, Tucker, Wright and Cullen (2005) are of the view that when organizations fail to address poor working conditions such as health and safety issues, workers are more likely to judge the costs of staying with the firm as exceeding the costs of leaving. Grawitch, Trares and Kohler (2007) explored the relationship between employee satisfaction with different workplace practices (i.e., employee involvement, growth and development, work-life balance, recognition, health and safety) and employee outcomes (i.e., organizational commitment, emotional exhaustion, mental well-being, and turnover intentions). Overall, regression results indicated that satisfaction with healthy workplace practices was predictive of employee outcomes. Also in China, Siu (2002) found a positive relationship between affective commitment and physical well-being of employees. To have committed employees, management must show concern for the safety, 
health and welfare of people engaged at work.
EMPLOYEE JOB COMMITMENT
Several factors affect the way workers are committed to a business or organization (Mensah & Kosi, 2016). The more flexibility and responsibility a specific job has, the less tedious and dull the job is, and the more likely the 
employee is to enjoy the work, and feel fulfilled. Employees who feel motivated, challenged and fulfilled in their jobs are much more likely to be working with a particular work setting, business or organization. In their commitment formation. Morgan and Hunt (1994) published a study on employee engagement. The authors' research reveals that active workers are less likely to resign, are more driven and are more worried about the organization's citizenship behaviour. Redditt, Gregory, and Ro (2019) opined that service customers attribute their experience to both employees and companies. The age and level of education of the employees also tend to affect their commitment to the workplace. According to Mensah and Kosi (2016) employees who have stayed long in an organization turns to be more committed as a whole. However, the more satisfied employees are with the physical work environment, their supervisors, colleagues, workload and other specific elements of the work, the more likely they are to commit to the company and the more likely they are to have an intention to join the company.
FACTORS INFLUENCING WORKERS’ COMMITMENT TO HEALTH AND SAFETY
Workplace Environment
Many features of an organization's workplace environment seem to influence employee commitment and as a result, leads to their job satisfaction (Amponsah-Tawiah, Ntow, & Mensah, 2016; Karatepe, 2016). A critical area of study is the role of employees' perception of the work environment as a source of influence on employee outcomes. The working environment usually has to meet the physical and mental demands of the people who work there. A good working environment is likely to motivate employees to put in the best to support their an organization day to day operations. Some studies have revealed that there is a relationship between certain experiential characteristics of the workplace environment and the responses of employees, which are mediated by what the employee observes 
about the situation at work (Uraon & Raya, 2017). Besides, experiential factors, such as workplace injuries, can lead to the formation of different perceptions, which then become the basis of generalized beliefs about the 
organizational work environment. As regards health and safety management concerns, the manufacturing industry's approach to technological growth, cultural shifts, etc. is fundamentally different from that of the nonmanufacturing sector. Small companies naturally take a specific view of and handle health and safety problems for workers (Achaw & Boateng, 2012; Kheni, Dainty, & Gibb, 2008). A work environment's physical dimensions may have a direct effect on the health and safety, productivity, job satisfaction, and morale of the people working there. Important factors that must be taken into account in the working environment include “building design, workplace layout, temperature, lighting, space, noise, furniture and air quality” (Sarode & Shirsath, 2012).
Safety Factor
Safety factors have also been seen as a strong factor that can influence employees' commitment. Maintenance and good repairs of breakages are factors that can influence employees' retention (Schelmetic, 2013). Proper 
maintenance is necessary if any production or processing activity is to be successful. One of the most critical aspects of a good organization is providing a high-quality maintenance service that you can count on to discover systematic errors and propose strong and realistic solutions. Management of maintenance has become a highly important and significant consideration for achieving overall efficiency in industrial organisations (Telang & Telang, 2010). Gates, doors and windows must be well designed and equipped with protection where possible. Regular maintenance is also necessary to maintain safe and reliable equipment, machinery, and working environment (Achaw & Boateng, 2012). Inadequate maintenance can result in unsafe conditions, injuries and health problems. Maintenance is a dangerous operation with many hazards inherent in the essence of the work. Maintenance is done in all fields and places of employment. An unintended failure of the computer may cause unnecessary personal injury. Proper equipment maintenance can help avoid injury (Dennis, Muthu Kumaran, & Balaji, 2015). Neglecting maintenance in an enterprise, however, often leads to breakdowns, leading to costly repairs and faster degradation of relatively 
expensive equipment, and ultimately far-reaching negative impacts on the overall business (Telang & Telang, 2010).
Employees Welfare
Contemporary companies are in a competitive world, and in addition to trying to improve consumer loyalty, they need to concentrate seriously on their employees ' safety, health and well-being and environmental protection 
(Shea et al., 2016). Thousands of people in the workplace are seriously injured or even killed each year. Also, many others suffer from work-related illnesses (Carayon et al., 2015). To reduce workplace hazards and ensure employees work in a healthy and safe environment. it is essential for an organization to develop appropriate welfare policies and ensures its implementation. According to Neo, Hollenbeck, Gerhart, and Wright (2017) employee well-being refers “to that policy that focuses on a particular aspect of employee well-being, both in a physical and emotional sense”. Nevertheless, Humphreys (2007) pointed out that the physical dimensions of a wider well-being strategy derive from initiatives aimed at enhancing occupational health and safety, as well as from issues like having toilets and washrooms, drinking water, resting facilities and meals. Through an emotional standpoint, companies are likely to be concerned with their workers' mental well-being, or more generally with the needs of people at work concerning human relationships. This will ensure employees commitment to the organization as well as their health and safety. According to Shea et al. (2016) organizations with poor sanitation issues, unhygienic environment, poor protective tools and equipment’s, needs to take necessary action to provide safety measures.
Specific Hazards
In many manufacturing firms, workplace health is becoming a critical concern, as employees are routinely subjected to dangers such as verbal and physical assaults (Hamdan, 2017). Many work environments include sources of dangerous substances that can cause inhalation exposure, skin absorption, splashes in the eyes and much more (Hamdan, 2017). One of the most common types of work-related injuries is slipping of chemicals or liquid substance. Moreover, a musculoskeletal disorder is also another factor that harms workers (Chanchai et al., 2016). This usually includes injuries from manual handling. The employer is responsible for shielding workers from any health hazards which may pose a threat to their safety and health (Onda, LoBuglio, & Bartram, 2012). Dennis et al. (2015) defined safety hazard “as those aspects of the work environment that have the potential for immediate and sometimes violent damage to an employee; for example, hearing loss, vision etc.”. Health hazards such as those aspects of the work environment which slowly and cumulatively lead to a deterioration in the health of an employee, such as cancer and respiratory diseases, require careful care when handling. The cause of this illness was seen from physical and biological hazards, chemicals, and stressful working conditions. Workplace safety is becoming a critical issue in many healthcare facilities as workers are regularly exposed to hazards (Chen, McCabe, & Hyatt, 2017; McCaughey et al., 2013). However, these forms of hazards may affect employees’ commitment to their work and well as affect their work performance.
Job Stress
Studies have shown that stress stems from several pressures, including conditions where work expectations can not be met due to a lack of resources such as supervisors ' social support, coworkers, decision-making, skills usage and encouragement such as bonuses (Mensah & Kosi, 2016; Wireko-Gyebi et al., 2017). Work stress refers to different job conditions, including fatigue, differences in workload, conflicts of position and uncertainty (Nouri & Soltani, 2017) Employees who encounter a lot of tension also have weak coping reactions and work dissatisfaction, which also impacts the organization's participation and contributes to higher turnover (Hamdan, 2017; Huang et al., 2016). Work stress is a prevalent problem in all fields of work. It is a significant cause of workplace illness and related organizational outcomes. Fordjour and Chan (2019) describe stress as an individual, psycho physiological, and subjective condition characterized by a combination of high excitement and discontent. Fordjour and Chan (2019) describe stress as a latent construct that suggests a state of increased autonomic nervous system activity with synchronized manifestations at the affective, cognitive and behavioural levels. Nonetheless, perceived control 
over working hours can minimize work-stress-related health issues and also tension due to inconsistent salary and housework demands. Also, it has been shown that high regulation of employee working time indicates good subjective health and less absenteeism and is correlated with reduced absenteeism due to stress (Ticharwa, Cope, & Murray, 2019).
OSHA TRAINING AND EMPLOYEES’ COMMITMENT
Occupational safety training is likely the most practiced technique in safety management and employees who receive safety training suffer fewer work-related injuries than their untrained counterparts. As noted by Ostermann (2005), training allows employees to acquire greater competencies to control their work, leading to them performing their jobs more safely. Consistent with these views, Brandt-Rauf, Burton & McCunney (2001), in a study carried out amongst 16 cotton firms in Kuala Lumpur, argued from a human-capital perspective that training increases the problem-solving skills of employees. In other words, training also exerts indirect effects on safety as illustrated by Wood’s (2009) study in Venezuela amongst naval trainees which established that the extent to which training was perceived to have met trainees’ initial expectations, how satisfied trainees were with the training, and the learning of academic content all predicted subsequent organizational commitment. These results point to the fact that organizational commitment predicts work performance in general and safe working in particular In keeping with these findings, Parker & Wall (2008), in a study carried out in Mexico, posited that, to be maximally effective, employee training must extend beyond the mere provision of knowledge related to how to do one’s job safely. Parker & wall (2009) further posited that an effective staff training program can reduce the number of injuries and deaths, property damage, legal liability, illnesses, workers' compensation claims, and missed time from work. Besides, an effective safety training program can also help a trainer keep the required OSHA-mandated safety training courses organized and up-to-date (Parker & Wall, 2009). These points to the fact that safety training classes help establish a safety culture in which employees themselves help promote proper safety procedures while on the job. Thus, it is important that new employees be properly trained and embraces the importance of workplace safety as it is easy for seasoned workers to negatively influence the new hires. In other words, negative influence however, can be purged with the establishment of new, hands-on, innovative effective safety training which may ultimately lead to an effective safety culture. In most countries in Sub-Saharan Africa, Aiken, Clarke & Sloane (2001) noted that safety success requires leaders to strategically plan how they will equip employees with the knowledge to perform all parts of their job safely. According to Aiken et al (2001), compliance training is the baseline for educating employees about safety. The goal of this service is to deliver professional OSHA compliance training utilizing high quality instructors with firsthand knowledge of the subject. Employees learn the basics from experienced teachers, including training classes for OSHA. To lend credence to these assertions, Bill & Samuel (2012), in a study carried out in Ghana, indicated that an understanding of how best to implement worker safety and health training is a critical public need in light of the tragic events as well as ongoing efforts to prepare emergency responders and professionals in related areas to do their jobs safely and effectively. Bill & Samuel (2012) asserted that the need to gain a better understanding of the influence of safety and health training is also apparent in a broader context given that millions of injuries and illnesses are reported annually in private industry workplaces, and health and safety training is globally recognized as means of reducing the costs associated with such events. Therefore, the general conclusion from several narrative reviews has been that most training interventions lead to positive effects on safety knowledge, adoption of safe work behaviors and practices, and safety and health outcomes. Consistent with these assertions, Bell (2007), in a study carried out in KwaZulu Natal Province in South Africa, noted that occupational and safety training and enforcement have become an increasingly important part of every supervisor’s job. The government keeps passing new safety regulations and is stepping up its enforcement of both new and old regulations all the time (Bell, 2007). In keeping with these assertions, when an employee does a job, his or her activities involve him or her directly with objects which surround him or her and make up his or her environment. The job may require the employee to use tools or to operate equipment. In addition, the employee may have to handle materials or operate a machine. It is therefore very important that every employee understand the hazards inherent within his or her working environment and the safe job procedures that will help him or her avoid these hazards. In Kenya, following the enactment of OSHA, employees who may be exposed to hazardous chemicals are required to be educated about those hazards. Muchiri (2003) asserts that, for employees who transfer chemicals from drums or bulk containers, proper training includes the need to use labeled containers, unless the chemical is to be used immediately by the person who dispensed it. According to Muchiri (2003), training helps employees to be able to understand why the container needs to be labeled and either how to label it properly or whom to go to so the container does receive proper labeling. Penta Flowers is not exception and OSHA safety training for workers and enforcement of safety rules have been embrace and become an increasingly important part of every supervisor’s job. However, despite adherence and compliance to OSHA regulations, workplace accidents and injuries are still on the rise. Yet a study by Mwaniki (2008) is still speculative as to the specific factors that enhance the relative influence of safety and health training interventions in reducing or preventing worker injury or illness. Mwaniki (2008) has not articulated specific skills employees need to be trained on in order to minimize cases of ill-health and occupational safety.
2.2	THEORETICAL FRAMEWORK
Occupational Safety and Health Theory 
This study was guided by Occupational Health Safety Theory (Domino Theory) which was postulated by Herbert William Heinrich (1976). According to Heinrich (1976), in a workplace, for every accident that causes a major injury, there are 29 accidents that cause minor injuries and 300 accidents that cause no injuries. Because many accidents share common root causes, addressing more commonplace accidents that cause no injuries can prevent accidents that cause injuries. This theory holds that as many as 95 percent of all workplace accidents are caused by unsafe acts. Heinrich (1976) came to this conclusion after reviewing thousands of accident reports completed by supervisors, who generally blamed workers for causing accidents without conducting detailed investigations into the root causes. Heinrich (1976) did safety work across many industries, with published data, which gives guidelines of how to scale up from incidents and near misses to a good estimate of the probability of real accidents. The rationale of using this theory is based on the fact that occupational injuries are a consequence of social relations at workplace generated errors, which lead to occupational injuries, increased auto control of workers and management involvement in safety as means of preventing occupational injuries.
Risk Compensation/ Risk Homeostasis Theory 
Risk compensation or risk homeostasis theory explains why individuals take risks. According to this theory, people tend to take more risks when they feel a greater sense of security. Thus, individuals adjust their level of risk-taking behavior depending on the safety measures that are in place (Wilde, 1994). In some of the research on risk compensation theory focused on transportation safety, some researchers argue that adding safety features to cars, such as air bags, anti-lock brakes, seatbelts and warning systems, actually encourages people to abandon their defensive driving skills because they feel adequately protected by the vehicle. Transportation safety experiments have shown that presence of anti-lock brakes and wearing seatbelts encourages drivers to increase speed (Aschenbrenner & Biehl, 1994). Support for risk compensation theory can also be found in non-transportation research. For example, children were observed to navigate an obstacle course more quickly and recklessly (tripping, falling, hitting objects) when wearing a helmet and wrist guards than when not wearing this safety equipment (Morrongiello et al, 2007). In the field of occupational research, Bridger & Freidberg (1999) found that workers wearing an abdominal belt and practicing a squat lifting technique often overestimated the amount of weight that was safe to lift because they believed they were better protected with these measures. Loggers also reported that they increased their work speed, anticipated fewer hazards, and become bolder and more careless when wearing personal protective gear (Klen, 1997).
2.3	EMPIRICAL FRAMEWORK
According to a study conducted in the United States, Shannon, Robson & Sale (2001) indicated that many factors most likely to affect health and safety include, workplace itself, health hazards and safety hazards. Shannon et al (2001) noted that threats related to workplace can endanger the employee health and safety which could lead to negative impact on the employee health. Similarly, if there is existence of good health and safety measures at the workplace, this will positively affect the health and safety of employee.Existence of workplace hazards is very common nowadays, both in manufacturing and non manufacturing sectors. Shannon et al (2001) further noted that, at workplace health and safety plays an essential role and grants the right to a healthy, safe and legal workplace. Employees in healthy and secure workplace are psychologically strong which helps them to improve efficiency and job performance. In the same vein, Black & Lynch (2000), in a study carried out in the United Kingdom, posited that job performance or productivity of employees decrease due to health hazards at workplace. This could be attributed to noise that could cause headache, breathing problems or dread of contact to such things which can cause health problems in the long run. This means that developing a healthy and safe work environment benefits the employer due to increased employees’ performance.
According to Black & Lynch (2000), a wide range of structures, skills, knowledge and analytical capacities are needed to coordinate and implement all of the “building blocks” that make up national OSH systems so that protection is extended to both workers and the environment. The scope of occupational safety and health has evolved gradually and continuously in response to social, political, technological and economic changes (Black & Lynch, 2000). In recent years, globalization of the world’s economies and its repercussions have been perceived as the greatest force for change in the world of work, and consequently in the scope of occupational safety and health, in both positive and negative ways. Liberalization of world trade, rapid technological progress, significant developments in transport and communication, shifting patterns of employment, changes in work organization practices, the different employment patterns of men and women, and the size, structure and life cycles of enterprises and of new technologies can all generate new types and patterns of hazards, exposures and risks. Demographic changes and population movements, and the consequent pressures on the global environment, can also affect safety and health in the world of work. Bertera (2003) indicated that, it is no coincidence that the protection of workers against sickness, disease and injury related to the working environment. The most effective strategy for managing health and safety in the health services, and for providing health care is to incorporate occupational health and safety into an institution’s managerial objectives. It is management’s responsibility to ensure that the health care facility under its responsibility establishes adequate policies and programs supplied with sufficient human and financial resources to provide a healthy and safe workplace (Shannon et al, 2001). Although work provides many economic and other benefits, a wide array of workplace hazards also present risks to the health and safety of people at work. These include but are not limited to, chemicals, biological agents, physical factors, adverse ergonomic conditions, allergens, a complex network of safety risks, and a broad range of psychosocial risk factors. Personal protective equipment can help protect against many of these hazards.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
	According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examine the influences of occupational safety management on employee’s job commitment  using WEMPCO  industries limited Ibafo , Ogun  State as a case study. Staff of WEMPCO industries limited Ogun State form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of WEMPCO industries ltd Ibafo , the researcher conveniently selected 152 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the  Regression  statistical tool, SPSS v.23
3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11	ETHICAL CONSIDERATION
he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and fifty two (152) questionnaires were administered to respondents of which only one hundred and fifty two (152) were returned and validated. For this study a total of 141 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.2: Demographic profile of the respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	83
	51.1%

	Female
	69
	48.9%

	Age
	
	

	20-25
	33
	23.4%

	25-30
	66
	39.7%

	31-35
	35
	24.8%

	36+
	18
	12.1%

	Marital Status
	
	

	Single 
	82
	50.4%

	Married
	71
	49.6%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	WAEC
	
	0%

	BS.c
	89
	56.0%

	MS.c
	63
	44.0%

	MBA
	0
	0%


Source: Field Survey, 2021
4.2	DESCRIPTIVE ANALYSIS
Question 1:  To what extent does occupational safety management affect employee’s job commitment?
Table 4.3:  Respondent on question 1
	Options
	Frequency
	Percentage

	Very high extent
	70
	51.94

	High extent
	35
	19.48

	Very low extent 
	22
	12.98

	Low extent
	25
	15.58

	Total
	152
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 51.94% said very high extent, 19.48% said high extent, 12.98% said very low extent while the remaining 15.58% said low extent.
Question 2:    Does safety training influence employee’s participation?
Table 4.4:  Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	80
	50.0

	No
	27
	13.33

	Undecided
	45
	36.66

	Total
	152
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 50.0% said yes, 13.33% said no, while the remaining 36.66% were undecided.
Question 3: Would occupational safety policies have impact on employees’ job commitment?
Table 4.5:  Respondent on question 3
	Options
	Frequency
	Percentage

	Yes
	85
	60.0

	No
	22
	13.33

	Undecided
	45
	26.67

	Total
	152
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 60.0% said yes, 13.34% said no, while the remaining 26.67% were undecided.
Question 4:  To what degree does a safety practice affect employees’ job commitment?
Table 4.6:  Respondent on question 4
	Options
	Frequency
	Percentage

	Very high degree
	75
	50.64

	High degree
	35
	25.97

	Very low degree
	22
	12.98

	Low degree
	20
	10.38

	Total
	152
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 50.64% said very high degree, 16.66% said high degree, 12.98% said very low degree while the remaining 10.38% said low degree.
4.3	TEST OF HYPOTHESIS 
H01: There is no significant relationship between occupational safety management and employee’s job commitment.
H02: There is no significant relationship between safety training and employees job commitment.
H03: There is no significant relationship between occupational safety policies and employees’ job commitment.
H04: There is no significant relationship between safety practices and employees job commitment.
There is no significant relationship between occupational safety management and employee’s job commitment.
	Model 1
	R = 0.830
	R2 = 0.936
	Adj.R2 = 0.687
	Std. Error estimation
= 0.307
	Durbin- Watson =
1.679

	

Regression Residual Total
	Sum of
Square
	Df
	Mean Square
	F
	Sig.

	
	6089.246
2744.947
8834.193
	1
150
152
	6089.246
18.547
	328.315
	.000b

	


Constant
Occupational safety management
	Unstandardized
Coefficients
	Standardized
Coefficients
	
t
	
Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-11.417
.887
	2.936
.016
	
.830
	-3.888
18.119
	.000
.000



Source: Author’s Data Analysis, 2021

The table above shows that there is a relationship between occupational safety management and employee job commitment at (β = 0.887, R2 = 0.936, P = .000). Furthermore, result reveals that occupational safety management has 68.9% decisive influence on the employee job commitment. The P value of 0.000 is less than significant level of 0.05. The result shows that there is a relationship between occupational safety management and employee job commitment. Therefore H01 is rejected.
 There is no significant relationship between safety training and employees job commitment
	Model 1
	R = 0.831
	R2 = 0.952
	Adj.R2 = 0.688
	Std. Error estimation
= 0.308
	Durbin- Watson =
1.688

	

Regression Residual Total
	Sum of
Square
	Df
	Mean Square
	F
	Sig.

	
	6089.247
2744.948
8834.194
	1
150
152
	6089.247
18.547
	328.316
	.000b

	


Constant
Safety training
	Unstandardized
Coefficients
	Standardized
Coefficients
	
t
	
Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-11.418
.896
	2.943
.017
	
.830
	-3.999
18.120
	.000
.000



Source: Author’s Data Analysis, 2021

The table above shows that there is a relationship between safety training and employee job commitment at (β = 0.896, R2 = 0.952, P = .000).Furthermore, result reveals that safety training has 68.9% decisive influence on the employee job commitment The P value of 0.000 is less than significant level of 0.05. The result shows that, there is a relationship between safety training and employee job commitment. Therefore H02 is rejected.
There is no significant relationship between occupational safety policies and employees’ job commitment.
	
Model 2
	R = .809a
	R2 = .917
	Adj.R2 = .652
	Std. Error estimation
= 3.873
	Durbin-Watson
= 1.790

	

Regression Residual Total
	Sum of
Square
	Df
	Mean Square
	F
	Sig.

	
	4195.645
2219.689
6415.333
	1
150
152
	4195.645
14.998
	279.749
	.000b

	

Constant

Occupational safety policies
	Unstandardized Coefficients
	Standardized Coefficients
	
T
	
Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-6.981
.768
	2.641
.014
	.809
	-2.644
16.726
	.009
.000


Source: Author’s Data Analysis, 2021

The table above shows that occupational safety policies have a relationship with employee job commitment at (β = 0.768, R2 = 0.917, P = .000). Furthermore, result reveals that occupational safety policies has 68.9% decisive important in employee job commitment. The P value of 0.000 is less than significant level of 0.05. The result shows that there is a significant relationship between occupational safety policies and employee job commitment. Therefore H03 is rejected.
 There is no significant relationship between safety practices and employees job commitment.
	
Model 2
	R = .809a
	R2 = .925
	Adj.R2 = .652
	Std. Error estimation
= 3.873
	Durbin-Watson
= 1.790

	

Regression Residual Total
	Sum of
Square
	Df
	Mean Square
	F
	Sig.

	
	4195.645
2219.689
6415.333
	1
150
152
	4195.645
14.998
	279.749
	.000b

	

Constant

Safety practices
	Unstandardized Coefficients
	Standardized Coefficients
	
T
	
Sig.

	
	B
	Std. Error
	Beta
	
	

	
	-6.981
.868
	2.641
.014
	.809
	-2.644
16.726
	.009
.000


Source: Author’s Data Analysis, 2021

The table above shows that safety practices have a relationship with employee job commitment at (β = 0.868, R2 = 0.925, P = .000). Furthermore, result reveals that safety practices has 68.9% decisive important in employee job commitment. The P value of 0.000 is less than significant level of 0.05. The result shows that financial statement is important in analyzing reports. Therefore H03 is rejected.




CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was to examine the influences of occupational safety management on employee’s job commitment using WEMPCO industries ltd  as a case study. The study specifically was aimed at highlighting  the various approaches in achieving the well-being of employees by managing the work environment. find out organizational efforts towards hazard control and management.examine the relationship between safety practices and employee’s   job commitment.  offer suggestions on how well the safety of staff at work could be managed towards enhancing the employees’ job commitment.. A total of 77 responses were validated from the enrolled participants where all respondent are drawn from staff of WEMPCO industries ltd.
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1.  There are various approaches in achieving the well being of employees by managing the work environment.
2.   organizations makes efforts towards hazard control and management. 
3.   There is a relationship between safety practices and employee’s   job commitment.
4.  Safety of staff at work could be managed towards enhancing the employees’ job commitment.
5.3	RECOMMENDATION
1. That Management of WEMPCO industries ltd should develop integrated training approach for all employees where employees can access effective training sessions at different times which is convenient form them. Training should be relevant to them. 
2. The study recommends that employees should be encouraged to develop positive attitude towards OSHA as a way of mitigating the injuries often incurred at workplaces in other to be committed at work. 
3. 
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APPENDIXE
THE INFLUENCE OF LEARNING ENVIRONMENT ON STUDENTS ACADEMIC PERFORMANCE (TILESAP)
QUESTIONNAIRE
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	
Female [  ]
Age 
18-25[  ]
25-40[  ]
40-50[  ]
50+ [  ]
SECTION B
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
Question 1:  To what extent does occupational safety management affect employee’s job commitment?
	Options
	Please tick

	Very high extent
	

	High extent
	

	Very low extent 
	

	Low extent
	


Question 2:    Does safety training influence employee’s participation?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 3: Would occupational safety policies have impact on employees’ job commitment?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 4:  To what degree does a safety practice affect employees’ job commitment?
	Options
	Please tick

	Very high degree
	

	High degree
	

	Very low degree
	

	Low degree
	





