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Effects of Safety Climate and Employee Engagement towards Behaviour of Sewage Workers

 ABSTRACT
Manuscript type: Research paper
Research aims: This study aims to investigate the effects of safety 
climate and employee engagement on organisational citizenship 
behaviour (OCB). 
Design/Methodology/Approach: Drawing from the social exchange 
theory and flow theory, a theoretical framework was developed and 
tested using data collected from 610 freelance sewage workers. A ques-
tionnaire survey was used to collect the data, while structural equation 
modelling (SEM) analysis was used as the data analysis approach.
Research findings: The results reveal that both safety climate and em-
ployee engagement have significantly positive impact on employees’ 
organisational citizenship behaviour amongst sewage workers in In-
donesia. This finding indicates that although the sewage cleaners are 
often employed based on contract and may not be in a position to de-
mand more from the organisations, they do appreciate the organisa-
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tional commitment in producing a safe workplace environment. They, 
in return will demonstrate a higher engagement towards their work. 
Theoretical contribution/Originality: This study contributes to the 
organisational citizenship behaviour literature by examining how 
workplace environmental factors such as safety climate affects or-
ganisational citizenship behaviour. In the context of sewage cleaning, 
safety climate is important, as sewage workers are frequently exposed 
to and threatened by serious health problems. Yet, there has been a 
paucity of research on the sewage cleaning sector to understand the 
relationships. 
Research limitation/Implications: The study implies that when or-
ganisations are willing to improve safety climate, their employees will 
perceive improved safety climate, and then will have more engage-
ment and organisational citizenship behaviour. 

Keywords: Safety Climate, Employee Engagement, Organisational 
Citizenship Behaviour, Sustainable Development Goals, Occupational 
Hazards
JEL Classification: M12, M54, M59, J28
 

1. Introduction 
Managing human resources effectively is considered as a critical 
element that help organisations to boost employees’ commitment 
and engagement towards their jobs, which would contribute to the 
organisational performance. Not only employees’ satisfaction can be 
increased, but a good practice of human resource management may 
drive an organisational service levels, leading to high market demands 
(Aguiar-Quintana et al., 2020; Mustamil & Najam, 2020). Thus, it is not 
surprising that understanding employee behaviour at the workplace has 
been a major concern in contemporary research on human resources. 
Organisational citizenship behaviour (OCB) has been an important area 
of study among scholars for the past two decades (e.g. Eisenberger et 
al., 2001; Gyekye & Haybatollahi, 2015). According to Ozturk (2010), 
OCB is important to facilitate the achievement of organisational goals by 
improving employees’ commitment and augmenting their organisational 
performance. OCB is defined as “individual behaviour that is 
discretionary, not directly or explicitly recognised by the formal reward 
system, and that in aggregate promotes the effective functioning of the 
organisation” (Organ, 1988, p. 4). It represents a set of positive behaviours 
by employees, which include volunteering for tasks that are unassigned, 
assisting subordinates with job-related assignments and providing 
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any other work supports that are needed. Employees who engage in 
OCB are considered good citizens, as they help promote organisational 
effectiveness (Klotz et al., 2018). In short, employees who demonstrate 
high OCB will be more connected to workplace environment, and are 
ready to perform beyond their formal job descriptions (Naqshbandi et al., 
2016; Randhawa & Kaur, 2015).

Given the importance of OCB contributions towards organisational 
effective functioning, understanding the factors that drive OCB is thus 
imperative. Within the literature, studies have found that employees’ 
active participation in OCB depends on the level of organisational 
support received (Kaur & Randawa, 2021; Priyankara et al., 2018), 
organisational justice (Aguiar-Quintana et al., 2020; Khaola & Rambe, 
2020), interpersonal treatment (Rhoades & Eisenberger, 2002), creative 
work climate, employee empowerment (Kasekende et al., 2016) and 
high-performance work systems (Singh et al., 2020). Furthermore, 
in several earlier meta-analytic studies (e.g. Podsakoff et al., 2009; 
Dalal 2005; Gyekye & Salminen, 2008; Chu et al., 2005), OCB has been 
suggested to be related to employees’ religiosity, job satisfaction and 
counterproductive behaviour. While extensive studies have been carried 
out on factors contributing to OCB, there has been lack of attention to 
antecedents of OCB in the sewage cleaning sector. Studies on OCB 
have mainly concentrated on the hotel industry (Kasa & Hasan, 2016), 
academic industry (Erturk, 2015), tourism sector (George & Joseph, 
2015) and manufacturing (Gyekye & Haybatollahi, 2015; Singh et al., 
2020). Motivated by the limitations identified in the previous studies, 
this study thus aims to empirically examine: (a) the relationship between 
safety climate and OCB, and (b) the relationship between employee 
engagement and OCB amongst the sewage workers. 

Many countries have neglected the degrading work of sewage 
cleaning, and their workers, who are commonly employed on a regular 
basis by state governments and local authorities. Sathyaseelan (2013) 
pointed out that sewage workers are more prone to accidents, and that 
they suffer from body aches, headache, irritation, watering, cut injuries, 
as well as tiredness and fatigue. They were also reported to have shorter 
lifespan due to being exposed to poisonous gases and toxic elements. 
In America, it was found that more than 60 per cent of sewage workers 
experience respiratory problems, which had been found to be linked to 
the company’s productivity (Muzaini et al., 2021). 

In a sector where employees are well-educated, receive good remu-
neration packages and have high job security, they are provided with 
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quite good working conditions, where safety workplace environment 
may not be an issue. This situation however, may not be applicable in 
the context of sewage cleaning sector. While occupational safety and 
health (OSH) has become one of the global sustainable development 
agenda, many of the sewage workers are hardly able to demand any 
kind of occupational safety measures from their employers. Their 
quality of work life is recorded to be lower as compared with the 
general workforce population due to the inbuilt nature of their working 
conditions and workplace environment (Uçan et al., 2020). In India, 
for instance, sewage workers enter manholes and septic tanks without 
being equipped by protective gears. Thus, health and quality of work 
life is dependent on the efforts of their employers to provide a safer 
work design. While socially responsible organisations are able to get 
employees involved in their jobs, and reciprocate by demonstrating 
OCB (Testa et al., 2020), this situation may not be found at the sewage 
cleaning industry, as the workers are on a contract basis and not entitled 
to get any benefits. Moreover, most of them have no choice, but to 
take this job, as they are not able to secure other jobs. Morrison (1994) 
also argued that employees may hold different views about their job 
responsibilities and may differ from each other while illustrating the 
boundary between what is in-role and extra-role behaviour. Thus, it is 
necessary to understand the relationship between safety work climate, 
employee engagement and OCB amongst sewage workers. 

The remainder of the paper is as follows. Section 2 discusses the 
previous literature within the area and develops the hypotheses. Section 
3 highlights the methodology that is employed in this study, while 
Section 4 reports the findings. The results and implications of the study 
are discussed in Section 5 and Section 6 respectively.

2.  Literature Review

2.1  Theoretical Underpinnings

The theoretical framework of this study and hypotheses development 
are based on two theories which are: 1) social exchange theory, and 2) 
flow theory. 

Social exchange theory – developed by Blau (1964) has been used 
widely within the workplace behaviour literature. It proposes that the 
interactions between two parties involve reciprocal interdependence, 
with an emphasis on maintaining the balance between giving and re-



 Asian Journal of Business and Accounting 14(1), 2021 257

Effects of Safety Climate and Employee Engagement towards Behaviour of Sewage Workers

ceiving. Employees are argued to respond to their organisations with 
extra-role behaviours, beyond what are stipulated in the formal contract, 
when they obtain economic and socio-emotional resources in the work-
place (Meira & Hancer, 2021; Karatepe et al., 2018). Employees are 
expected to feel a high level of trust towards employers and be willing to 
work hard, as a means to repay for the rewards, respects, justice or any 
other supports provided to them. They are dedicated to the employer 
and feel obligated to contribute in achieving the organisation’s goals, as 
they realise that their employer is dedicated to them (Jaiswal & Dhar, 
2016; Kurtessis et al., 2017). 

Flow theory has its roots in research relating to personal causation 
and self-actualisation (Csikszentmihalyi, 1990). It is explained as a 
state of intense concentration and deep absorption in activities that 
contributes towards optimal working experiences (Lin & Joe, 2012). An 
employee who is fully immersed in what he or she is doing, will develop 
a psychological feeling of vitality, and be fully engaged in work. It 
enables the employees to stretch their capabilities and skills to the limits, 
resulting in a sense of discovery and a strong motivation to achieve 
improved levels of working conditions (Bakker & van Woerkom, 2017). 

Within the sewage cleaning industry, little is known about the 
applicability of the social exchange theory and flow theory, thus creating 
an imperative need to understand the employee-organisation reciprocity 
behaviours, employee engagement and their positive outcomes in the 
industry. The following section discusses how the two theories are 
integrated in this study. 

2.2  Relationships between Safety Climate and Organisational   
 Citizenship Behaviour

Safety climate is defined as the “shared perceptions with regards to 
safety policies, procedures, and practices in an organisation” (Zohar, 
2011, p. 143). One of the safety climate dimensions is management 
commitment to satisfy the occupational safety and health service needs 
of employees. The establishment of Sustainable Development Goals 
2030 has presented a huge influence on organisations. Managements 
now have a larger role to play in enhancing the health and well-being 
of employees. They need to control any potential hazards present 
and provide a safe environment in the workplace. According to the 
literature, achievement of the highest standard of safety in the workplace 
environment is critical not only because it helps eliminate or minimise 
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the health hazards and risks (Lawrence, 2010; Nzuve, 2012), but also 
because it is expected to increase OCB (Jiang & Probst, 2015). This is 
because, when employees recognise the company’s commitment in 
enhancing safety, through the improvement of the work environment 
and control of danger, the psychological attachment of employees to 
the organisation is expected to strengthen, resulting in a reduction in 
turnover intention, an increase in safety behaviour and citizenship 
behaviour. Employees respond accordingly to how they perceive they 
are treated by their organisation (Mearns et al., 2010). 

The linkage between safety climate in an organisation and organ-
isational citizenship behaviour is related to the fact that employee 
satisfaction comes from the meaningful organisational values, norms, 
beliefs, practices and procedures that operate in the workplace. If 
workers consider that their organisation supports and provides the 
structure of safety, they are more likely to feel satisfied. In addition, 
when the basic needs of employees are met consistently, they express 
job satisfaction and display greater emotional attachment and loyalty 
to their organisation (Lee et al., 2007). The importance of satisfying the 
occupational health and safety condition is especially important in a 
hazardous workplace environment, like the sewage cleaning sector. 
Based on these arguments, this study postulates that:

H1: Safety climate is positively related to OCB.

2.3 Relationships between Safety Climate and Employee Engagement
Several studies have found a relationship between safety climate 
and aspects of employee engagement. For instance, Nahrgang et al. 
(2011) found that safety climate contributed to more variance in em-
ployee engagement than in other work resources examined in the 
study. In accordance with social exchange theory, the study reported 
that employees who had opportunities to work in a more positive 
safety climate assumed that the organisation cared about them and, 
as their safety needs were fulfilled, the employees were more satisfied 
with their jobs. In return, these satisfied employees would develop a 
sense of obligation towards their organisation to work harder, thus 
demonstrating higher levels of engagement. They feel that they have to 
reciprocate their positive experiences with a relatively active or directed 
state whereby they invest resources to accomplish their company’s goal 
(i.e., higher level of engagement) and there are lower withdrawal rates 
(Jaiswal & Dhar, 2016; Kurtessis et al., 2017).
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The management’s commitment towards providing safety climate 
signals that the employers do not only fulfil the employee’s implicit 
psychological contracts, but also care about employees (Nahrgang et al., 
2011). In line with the social exchange theory, Dejoy et al. (2010) argued 
that employees tend to be more bound or committed to the organisation 
when they feel the organisation cares about their well-being. Committed 
employees tend to be more enthusiastic and motivated to perform 
well in their work, thereby producing a higher level of attachment or 
vitality at work. In another study, Kath et al. (2010) also explained that 
when positive relationships are damaged by negative perceptions of 
management’s commitment to safety, employees tend to “pay back” 
the organisation by intending to leave the organisation. Based on these 
arguments, this study postulates that:

H2:  Safety climate is positively related to employee engagement. 

2.4 Relationships between Employee Engagement and Organisational  
 Citizenship Behaviour

The relationship between employee engagement and OCB can be 
explained by flow theory. Flow theory was proposed by Nakamura and 
Csikszentmihalyi (2001). They argued that a good life is characterised by 
being focused, fully engaged, and enjoying the process. In other words, 
the concept of flow describes the total absorption of what someone is 
doing. According to Csikszentmihalyi (1990), engagement can produce 
a condition called “flow”; one dimension of flow is intrinsic work 
motivation, which share an affinity with OCB dimensions, specifically 
the civic virtue dimension. Civic virtue is defined as behaviour that 
reveals that employees are in deep concentration, and have full interest 
in organisational life or work-related activities (Podsakoff et al., 2009). 

Employees who have a sense of attachment to their work not only 
focus on their physical efforts on pursuing goals related to the role, but 
also are cognitively alert and emotionally connected to these efforts 
(Kahn, 1990). Conversely, employees who are very detached in their 
work roles hold their physical, cognitive, and emotional energy, and 
this is reflected best in their robotic, passive and separate task activities. 
Employees who are engaged will try harder to increase organisational 
performance, not only by improving their own performance, but also by 
focusing on the overall development of the organisation. Furthermore, 
employers who have more engaged employees within organisations 



Suryani Maryam, Ernie Tisnawati Sule, Joeliaty Joeliaty and Rina Novianti Ariawaty

260 Asian Journal of Business and Accounting 14(1), 2021

that develop OCB, can also expand and maintain competitive advantage 
compared to other companies. Many studies have provided empirical 
evidence on the role of job engagement as a predictor for OCB (e.g. 
Sugianingrat et al., 2019; Rurkkhum & Bartlett, 2012; Islam et al., 2012). 
Based on the arguments, this study postulates that: 

H3: Employee engagement is positively related to OCB. 

Based on the previous literature and developed hypotheses, the follow-
ing theoretical framework was formed:

Figure 1: Research Framework
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3.  Research Methodology
This study employed a questionnaire survey to test the theoretical 
framework developed. Items used to measure the variables in the 
theoretical framework were adapted from previous literature, and were 
measured based on a six-point Likert scale ranging from 1 (never) to 6 
(always). 

The first variable, safety climate was measured by items adapted 
from Zohar (1980) and Lee et al. (2007). In total, twenty-five items which 
measure the extent of management commitment to safety and employ-
ees’ involvement in individual as well as co-workers’ safety were used. 
To measure the second variable, employee engagement, 20 items were 
adapted from Tiwari and Lenka (2016) and Soane et al. (2012). These 
items measure the extent of employee engagement according to the 
intellectual, social, affective, physical and organisational dimensions. 
The third variable, organisational citizenship behaviour, was measured 
by modifying several OCB measures, drawn from prior theoretical 
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studies by Podsakoff et al. (2009) and Podsakoff and McKenzie (1994). 
Twenty-one items, which capture the extent of OCB demonstrated 
by the workers in terms of altruism, conscientiousness, civic virtue 
and courtesy were used. The samples of items in the questionnaire 
is provided in the Appendix. A double back to back translation was 
made on the questionnaire, where it was translated from English to 
the Indonesian language and then back to the English language. This 
process was performed since the daily language of the respondents is 
Indonesian and many did not understand the English language. The 
back to back translation was performed by two bilingual researchers so 
as to avoid language related errors. The researchers are native speakers 
of the Indonesian language with advanced knowledge of the English 
language. 

Using stratified random sampling, a sample of 610 sewage workers 
who were employed by the government as freelance daily workers were 
selected. They were involved in removing garbage from the river. Prior 
to the data collection, permission to conduct the study was obtained 
from the management of the organisation. 

The population of the workers of this study is 3,309. We distributed 
the questionnaire directly to 633 sewage workers. The size of sampling 
frame has fulfilled the minimum sample requirements suggested by 
Krejcie and Morgan (1970). The potential respondents were politely 
approached after they finished cleaning the river trash. The purpose of 
the study was highlighted clearly and the consent of the respondents 
to be a part of participants were obtained before the questionnaires 
were distributed. The researchers also emphasised that data collected 
were anonymous, confidential and individual responses would not 
be recognised. They were also assured that the data collected would 
be exclusively used for research purposes. Before they filled out the 
questionnaire, the participants were given an explanation on the 
statements contained in the questionnaire and the way to fill out the 
questionnaire. Of the 633 questionnaires, 23 questionnaires were 
discarded because there were statements in the questionnaire that were 
not filled out. Table 1 depicts the respondents’ profiles. 

A majority of the respondents were between the ages of 26 to 35 
years old. More than half of them had attained at least the senior high 
school certificate (51.6%). Males formed 99.5 per cent of the respondents, 
while females only contributed 0.5 per cent. This is expected due to the 
job characteristics of sewage cleaning, which is dirty and dangerous.
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4.  Results and Analysis 
Structural equation modelling using Lisrel 8.8 was utilised to analyse the 
data collected. We used a two-stage approach to minimise the changes to 
prevent any interaction between the structural and measurement models 
(Hair et al., 2010). 

4.1 Measurement Model Analysis

The measurement model for each construct was independently checked 
for validity and reliability. Both convergent and discriminant validity 
were performed for this purpose (Churchill & Iacobucci, 2010). In this 
study, convergent validity was determined by examining the factor 
loadings, average variance extracted (AVE) as well as composite 
reliability. As indicated in Table 2, the composite reliability and average 
variance extracted were greater than the threshold point of 0.7. The 
factor loadings of each item were between 0.78 and 0.96. These values 
show that convergent validity exist in the dataset. In addition to 
convergent validity, the items were also tested for discriminant validity. 
In this study, discriminant validity was examined by comparing the 
square root of AVE values with the shared variance between contructs. 
Discriminant validity exists if the AVE values are above the correlations 
between the constructs (Fornell & Lacker, 1981). As depicted in Table 
3, the AVE values were found to be higher than the correlation values 

Table 1: Respondents’ Profiles

Demographic Variable Category Frequency Percentage (%)

Age  <25 years old 95 15.6
  26–30 years old 120 19.7
  31–35 years old 108 17.7
  36–40 years old 110 18.0
 >40 years old 177 29.0

Education  Elementary School 122 20.0
  Junior High School 166 27.2
  Senior High School 315 51.6
  Bachelor Degree 7 1.1

Gender  Female 3 0.5
  Male 607 99.5
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Table 2: Results of Convergent Validity Test 

Variables Factor Composite Average Variance
 Loadings Reliability Extracted (AVE)

Safety Management commitment 0.70–0.92 0.98 0.79
Climate to safety
 Employees’ involvement 0.86–0.91
 in individual safety  
 Employees’ involvement 0.84–0.93
 in co-workers safety 

Employees Intellectual  0.90–0.94 0.98 0.81
Engagement Social  0.81–0.92  
 Affective  0.87–0.96  
 Physical  0.84–0.96  
 Organisational  0.86–0.95  

OCB Altruism  0.78–0.90 0.99 0.75
 Conscientiousness  0.83–0.91  
 Civic virtue  0.83–0.91  
 Courtesy 0.68–0.81

Table 3: Discriminant Validity

Construct Mean SD SC EE OCB

Safety Climate (SC) 3.64 1.16 0.872    
Employee Engagement (EE) 3.74 1.09 0.751 0.90 
Organisational Citizenship 3.58 1.66 0.708 0.651 0.866
   Behaviour (OCB)

Note:  Bold diagonal values represent the square root of the AVE; the off-diagonal values 
represent the correlation coefficient; SD – standard deviation.

of between the respective constructs. This result demonstrates that the 
measurement model satisfies the discriminant validity. 

4.2 Structural Model and Hypothesis Testing

Following the measurement validation through convergent and dis-
criminant validity, this study performed structural analysis (Anderson 
& Gebing, 1988). The model fit was assessed based on multiple fit 
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indices, which include p-value for chi-square index, goodness-of-fit 
index (GFI), root mean square error of approximation (RMSEA), Tucker–
Lewis index (TLI) and comparative fit index (CFI) and relative fit index 
(Schumacker & Lomax, 2004). Table 4 summarises the goodness-of-fit 
index and hypotheses testing results. The analysis resulted in goodness-
of-fit index of 0.912, indicating that 99 per cent of the variances and 
covariances in the data observed were predicted by the estimated model. 
Moreover, results of fitting the structural model to the data revealed 
that the model had a good fit as indicated by the non normed fit index 
(NNFI = 0.985), comparative fit index (CFI = 0.988) root-mean-square 
error of approximation (RMSEA = 0.076) and relative fit index (RFI = 
0.982). Although the model’s chi-square value was significant at the 0.05 
significance level, the chi-square value is strongly affected by a sample 
size. If a sample size is large, the chi-square value is often significant. 
Instead of chi-square value, χ2 ratio and other fit indices may be more 
representative. Given the result of the structural model was used to test 
the hypotheses, the examination of the hypotheses was based on the 
t-value. A value which is greater than 1.96 represents a significant path. 
As shown in Table 4, safety climate was found to be positively related 
with employee engagement (t-value = 20.55, β = 0.75) and OCB (t-value 
= 10.61, β = 0.50), providing evidence to support H1 and H2. Employee 
engagement was also found to have a significant positive impact on OCB 
(t-value = 6.07, β = 0.27). Hence, H3 was also supported. 

Table 4: Structural Model Analysis

Hypotheses Paths t-Value Coefficient Results

H1 1. SC → EE 20.55 0.75*** Supported

H2 2. SC → OCB 10.61 0.50*** Supported

H3 3. EE → OCB 6.07 0.27** Supported

GOFI: RMSEA (≤0.08**) = 0.076; NNFI (≥0.90**) = 0.985; CFI (≥0.90**) = 0.98; IFI 
(≥0.90**) = 0.98; RFI (≥0.90**) = 0.98; SRMR (≤0.05**) = 0.03; GFI (≥0.90**) = 0.91; 
Norm χ2 (≤ 2) = 0.00

Note: ** – p-value <0.05, *** p-value<0.001, SC – safety climate, EE – employee 
engagement, OCB – organisational citizenship behaviour.
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5.  Discussion 
Drawn from the social exchange theory and flow theory, this study has 
investigated the impact of safety climate and employee engagement on 
OCB amongst sewage workers. The findings demonstrate that a safety 
climate serves as a crucial factor that promotes OCB and employee 
engagement. This finding is in line with prior studies (Jiang & Probst, 
2015; Lambert et al., 2008). Management commitment to safety appears 
to generate a higher level of employee engagement and OCB amongst 
the sewage cleaners. The results highlight that although the sewage 
cleaners are often employed based on contract and may not be in a 
position to demand more from the organisations, they do appreciate the 
organisational commitment in producing a safe workplace environment, 
and in return will demonstrate a higher engagement. Perhaps, the work 
environment which expose the sewage cleaners to various hazards 
such as chemicals and reagents, infectious wastewater stream and 
slip (Muzaini et al., 2021) contribute to a higher appreciation of safety 
climate amongst them. In a high-risk organisation such as this, workers 
may perceive safety climate as an important driver which can motivate 
them to support the functioning of the organisation positively in various 
ways, including engaging in OCB (Lu et al., 2017). Since their work is 
considered as hazardous occupations, they depend greatly on their 
management to keep them safe. The more employees perceive the 
management’s support in providing a safer workplace environment, 
the more likely they will feel obligated to reciprocate by demonstrating 
positive job attitudes and behaviour. This findings also imply that safety 
workplace climate is not a priority of big firms or employees with higher 
pay, but it is a demand for majority of societies as a basic human right. In 
fact, the responsibility should not only be carried out by safety units, but 
also the entire organisation. 

Another possible reason for the significant relationships between 
the variables, could be due to the fact that 99.5 per cent of the respon-
dents in this study were males. Past studies have showed that gender 
has an impact on certain work behaviour. In a meta-analytic study, 
Peshkovskaya et al. (2019) found that men are more cooperative 
than women in same-sex groups and become more cooperative over 
repeated iterations of a dilemma with the same partner. Eagly (2009) 
argued that men are more likely to engage in chivalrous or heroic acts 
of helping that require physical strength than are women. Assertive-
ness and performance are seen as indicators of greater agency in men, 
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and warmth and care for others are viewed as signs of greater com-
munality in women. Moreover, masculine behaviours are typically 
more aggressive and independent than feminine behaviour (Spence & 
Helmreich, 1978). It was found that helping behaviours (OCB-I) were 
more consistent with participants’ schema for women, whereas civic 
virtue behaviours (OCB-O) were more consistent with participants’ 
schema for men. Chiaburu et al. (2014) found that by activating gender 
stereotypes, more civic virtue are expected from male employees than 
from female employees. Thus, the OCB dimensions may be divided by 
gender roles. In the case of this study, civic virtue may be regarded as 
more in-role for men (Spence & Helmreich, 1978). 

This study also found that there is a significant relationship be-
tween employee engagement and organisational citizenship behaviour. 
The results indicate that the sewage workers who have a sense of at-
tachment to the company will give extra effort to increase organisational 
performance, not only by improving their own performance, but also by 
focusing on the overall development of the organisation. This finding is 
consistent with Rurkkhum and Bartlett (2012) and Kataria et al. (2012). 
This study provides evidence that by controlling hazardous environ-
ment and providing appropriate physical working conditions, the level 
of employees’ commitment and motivation to increase the throughput is 
much higher. 

6.  Conclusion and Implications

The results of this study contribute to the organisational citizenship 
behaviour literature. It expands the existing literature by providing 
empirical evidence on the importance of safety climate and employee 
engagement towards OCB in the sewage cleaning sector. Despite the 
importance of a safe workplace environment in the sewage cleaning 
sector, little study has been attempted to investigate how this would 
affect OCB. While achieving sustainable development goals is dependent 
on the health, safety and well-being of a working population, the 
basic occupational health facilities in developing countries is poor and 
receives a lack of attention. This study thus presents some insights into 
how safety climate could lead to positive organisational outcomes. 

Practically, the findings suggest that organisations need to demon-
strate a higher commitment in providing a safe workplace environment 
for workers who are involved in a high-risk environment, such as 
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sewage cleaners. Although they are commonly employed on a contract 
basis, and are not entitled to any benefits, it appears that satisfying 
their safety needs in relation to work demands could contribute to 
positive organisational outcomes. Thus, it is imperative to indicate that 
management commitment to employee safety, employee involvement, 
safety support from colleagues, proper monitoring and supervision 
will improve organisational citizenship behaviour. Engagement occurs 
naturally when organisations provide a safe work environment, con-
ducive to well-being. Therefore, the organisation should engage in 
attitudes and behaviours that promote a safe workplace, conducive to 
the well-being of its workers. Furthermore, organisations need to ensure 
that employees working in their organisations are engaged in their job, 
because when employees are engaged, they are willing to put in extra 
effort. Organisations also need to identify whether their employees have 
a sense of engagement and investigate the reasons for disengagement, if 
any, and then take steps to overcome the drawbacks.
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Appendix

Sample of Items Used in the Questionnaire

I would be happy to work at my organisation until I retire 
Working at my organisation has a great deal of personal meaning to me
I really feel that problems faced by my organisation are also my problems
I feel personally attached to my work organisation
I am proud to tell others I work at my organisation
I feel a strong sense of belonging to my organisation
Performing my job is so absorbing that I forget about everything else
I am rarely distracted when performing my job

Emotional engagement 
I really put my heart into my job
I often feel emotionally detached from my job 

Physical engagement 
I exert a lot of energy performing my job
I stay until the job is done
Intellectual engagement I focus hard on my work
I concentrate on my work
I pay a lot of attention to my work

Social engagement 
I share the same work values as my colleagues
I share the same work goals as my colleagues
I share the same work attitudes as my colleagues

Affective engagement 
I feel positive about my work
I feel energetic in my work
I am enthusiastic in my work
I am happy to help in promoting my company’s reputation
I am happy to attend any meeting in my company
I actively help my company find problems
I actively bring up suggestions for my company
I collaborate with my coworkers in accomplishing tasks
I pay a lot of attention to my behavior that is important to my company
I actively understand company’s decisions
I help coworkers who are overworked
I actively help my supervisor in his/her job
I am willing to listen to my coworkers’ problems
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I am willing to provide my coworkers with information they need
I always finish my work on time
I work hard in my job
I am willing to attend activities that are directly related to my performance
I always fulfill my job description
I always complete my duties
I have always been successful in my job
I always reach the goal that I expect in my job




