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Abstract

There has been a great controversy about the impact of risk perception 
influence on safety behavior. This study aimed to go a step further understands 
how risk perception can affect safety behavior and of how job satisfaction and 
social support may influence that relationship, based on the job demands-
resources theory. Using a questionnaire survey, we collected data from 356 
frontline construction workers from 12 construction sites in Chengdu, China. 
Risk perception was found to be a “challenge demand” that improved safety 
compliance, and a “hindrance demand” that reduced job satisfaction. In 
contrast, risk perception had no direct influence on safety participation. Job 
satisfaction suppressed the relationship between risk perception and safety 
compliance, while it mediated the relationship between risk perception and 
safety participation. In addition, social support moderated the impact of risk 
perception on job satisfaction, while job satisfaction increased both safety 
compliance and participation. Therefore, managers can improve safety behavior 
by improving social support and job satisfaction among construction workers.

Keywords: Job satisfaction; Risk perception; Social support; Safety 
compliance; Safety participation

risk [2,13]. Social support, in the form of effective communication 
and assistance from others [14], can help employees cope with 
psychological stress [15]. Job satisfaction is another factor that affects 
by psychological stress caused by work: it reflects workplace attitudes 
[16], contributes to improving performance and productivity, and 
reduces the occurrence of negative organizational behavior [17,18]. 

The job demands-resources (JD-R) theory provides a suitable 
framework to address the effects of social support and job satisfaction 
on the relationship between risk perception and safety behavior 
among frontline construction workers [19-21]. Based on this 
theory, risk perception corresponds to job demands associated with 
hindrances or challenges that can decrease or increase job satisfaction 
and safety behavior [2,21,22]. Social support is considered to be an 
important job resource, since it can alleviate the negative effect of 
job demands on employee engagement [23]. Job satisfaction, defined 
as the degree to which a worker holds positive attitudes towards his 
or her job [24], is considered to be an important form of employee 
engagement that promotes safety behavior based on job demands and 
resources [22,25].

Therefore, we examined the effect of risk perception on two types 
of safety behavior - safety compliance and safety participation [26] 
- among Chinese frontline construction workers. Using a structural 
equation model based on the JD-R theory, the present study aimed to 
(1) understand whether risk perception constitutes a hindrance or a 
challenge with respect to job satisfaction and safety behavior (safety 
compliance and participation); (2) evaluate the role of social support 
in the relationship between risk perception and job satisfaction; and 
(3) evaluate the role of job satisfaction between risk perception and 

Introduction
Across the world, injuries and accidents that occur in the 

workplace pose a serious safety concern [1,3]. The main cause 
of industrial accidents is unsafe work behavior [4,5], and these 
accidents result in substantial personal injury and economic loss 
[6,7]. Approximately 70% of accidents in the construction industry 
are associated with human error, especially unsafe behavior [8]. 
Therefore, in order to reduce the incidence of injuries and accidents 
in the construction industry, managers must focus on improving 
safety behavior among frontline construction workers.

Frontline construction frontline workers are exposed to several 
risks, injuries, and accidents [9]. To ensure their own safety, these 
workers are likely to employ safety behaviors if they perceive that 
the task at hand poses high risk [10]. Some studies have confirmed 
that risk perception has a significant positive effect on safety behavior 
[6,10]. However, other researchers have shown that risk perception is 
negatively correlated with safety behavior [2,11]. Furthermore, one 
study involving employees on offshore oil installations reported that 
risk perception cannot be used to predict risk behavior, and suggested 
that the change of individual risk perception cannot improve the 
safety of the workplace [12]. Considering the inconsistencies in these 
findings, we believe that it is important to gain a better understanding 
of the factors that may affect the relationship between risk perception 
and safety behavior.

Two such factors may be social support and job satisfaction. 
One of the most important factors contributing to psychological 
stress among frontline construction workers is a perception of high 
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safety behavior (compliance and participation). 

Theoretical Background and Hypotheses
JD-R model

One of the basic assumptions of the JD-R model is that regardless 
of the type of work, the risk factors related to work-related stress 
can be classified into two general categories: job demands and 
job resources [20]. Job demands refer to the psychological and 
physiological costs that individuals need to pay continuously to 
meet the requirements of work (e.g. risk perception). Job demands 
tend to be two-dimensional: challenge demands and hindrance 
demands [27]. “Challenge demands” show positive relationships with 
employee engagement and work-related outcomes, while “hindrance 
demands” show the corresponding negative relationships [28]. 
Therefore, challenge demands can motivate and drive employees, 
while hindrance demands can cause emotional distress [29]. 

In contrast, job resources are characterized as physical, 
psychological, social, or organizational aspects of the job that may 
lead to reducing the associated physiological and psychological costs 
of job demands, achieving work goals, as well as simulating personal 
growth and development [30]. Job resources foster not only extrinsic 
motivation in the workplace to deal with job demands, but also 
intrinsic motivation in employees [20,31].

The JD-R model predicts organizational outcomes by assessing the 
balance between job demands and job resources through the process 
of “health impairment” and “motivation”. The health impairment 
process is associated with negative work outcomes such as depletion 
of energy, while the motivational process is associated with positive 
work outcomes such as employee engagement. The model also 
proposes an interaction between job demands and resources that is 
considered important for employee well-being and performance-
related outcomes [21]. For example, if sufficient job resources are 
available, they can alleviate the negative impacts of job demands, and 
thereby ensuring high levels of engagement and subsequent positive 
outcomes [20]. 

In the current study, we focused on understanding how social 
support and job satisfaction can influence the impact of risk 
perception on safety behavior. We examined only the motivational 
process, since job satisfaction is considered to be positive employee 
engagement that can help improve safety performance [22,32]. In 
order to address these questions, we developed a model (Figure 1) 
based on the refined JD-R model proposed by Kwon and Kim [21].

Link between risk perception and safety behavior
Risk refers to the uncertainty and destructive consequences 

of activities that humans value [33], and risk perception refers to 
the subjective cognition and evaluation of that risk [34]. Based on 
protective motivation theory, if a person believes that an event is at 
high risk, he or she is likely to carry out protective behaviors [35]. If 
frontline managers believed that subordinates may face high risks in 
the workplace, they would actively participate in safety management 
[10]. However, few studies have focused on the impact of frontline 
employees’ risk perception on two important distinct employee 
safety behaviors-safety compliance and safety participation [26]. 
Safety compliance refers to the core safety activities that need to be 
carried out by individuals in order to maintain workplace safety, such 

as adhering to safety norms [26]. Safety participation refers to the 
voluntary participation of employees in safety activities or meetings 
for improving workplace safety [26].

Previous studies on the effect of risk perception on safety behavior 
remain somewhat unclear [6,10-12,36]. According to JD-R theory, 
when frontline construction workers perceive that certain task or 
environment are associated with high risk, they are likely to engage 
in protective behavior to avoid or mitigate those risks [9,10,13]. 
Based on this, we assumed that risk perception is a challenge demand 
affecting the safety behavior of frontline construction workers, and 
we proposed the following hypothesis:

H1: Risk perception positively affects safety compliance (H1a) 
and safety participation (H1b).

Role of job satisfaction
Job satisfaction refers to the positive and pleasant emotions 

generated by individuals assessing job or job experiences [37,38], 
which is a strong indicator of how employees feel about their jobs, 
work-related tasks, and the work environment [39,40]. Job satisfaction 
is directly related to risk [41]. McLain [42] found firefighters who 
perceived lower risk has a positive relationship with job satisfaction. 
Similarly, Nielsen [43] found high levels of risk perception negatively 
impacted on job satisfaction among first-line nuclear plant’ managers. 
In addition, similar results were reported for railway workers [44] and 
healthcare personnel [45]. Based on these findings, we assumed that 
risk perception is a hindrance demand affecting the job satisfaction 
of frontline construction workers, and we proposed the following 
hypothesis:

H2: Risk perception has a negative effect on job satisfaction.

Many studies have reported a positive relationship between 
job satisfaction and employee behavior [25,32,46,47]. Based on the 
motivational process in the JD-R model, high employee engagement 
can promote positive work outcomes, suggesting that job satisfaction 
can positively influence safety behavior. Thus, we proposed the 
following hypothesis:

H3: Job satisfaction has a positive effect on safety compliance 
(H3a) and safety participation (H3b).

Based on the JD-R model developed for this study (Figure 1), we 
expect that job demands can influence work outcomes via employee 
engagement: job demands have a negative effect on employee 
engagement, but employee engagement can promote positive 
employee outcomes [21]. Additionally, we hypothesized that risk 
perception has a positive impact on safety behavior and a negative 
impact on job satisfaction, while job satisfaction has a positive 
influence on safety behavior. Therefore, based on the suppressor 
effects [48], the sign of the direct effect (positive sign) from risk 
perception on safety behavior opposite the indirect effect (negative 
sign), we proposed the following hypothesis:

H4: Job satisfaction has a suppressing effect on the relationship 
between risk perception and safety compliance (H4a) and safety 
participation (H4b).

Role of social support
Social support refers to the various ways in which members of 
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one’s social network provide help and assistance [49], including 
listening, offering advice, expressing viewpoints, providing positive 
feedback, as well as expressing care and concern [50]. Social support 
plays a key role in the operation of various social groups and the 
prevention or reduction of social problems [51]. It is an important 
resource that can promote individual well-being, relationship 
satisfaction, and social system functions [51].

Previous studies have reported that social support is a predictor 
of job satisfaction [52,53], and it can reduce or mitigate the impacts 
of stressors on employees [54]. Based on JD-R theory, social support 
is an important job resource that (1) has a direct positive relationship 
with employee engagement [20], and (2) can buffer the negative effect 
of hindering demands on employee engagement and performance 
[21]. Therefore, we assumed that social support can promote 
job satisfaction among employees, as well as buffer the effect of 
perceived stress on job satisfaction. Based on these assumptions, we 
hypothesized that:

H5: Social support has a positive effect on job satisfaction.

H6: Social support moderates the relationship between risk 
perception and job satisfaction.

Conceptual Model
Based on the above mentioned findings, we proposed a 

conceptual model to explain the hypothesized relationships among 
risk perception, social support, job satisfaction, safety compliance, 
and safety participation in Chinese frontline construction workers 
(Figure 2). We hypothesized that: (1) Risk perception positively 
affects safety compliance (H1a) and safety participation (H1b), and 
negatively affects job satisfaction (H2); (2) job satisfaction has a 
positive effect on safety compliance (H3a) and safety participation 
(H3b); (3) job satisfaction suppresses the effect of risk perception on 
safety compliance (H4a) and safety participation (H4b); and (4) social 
support has a positive effect on job satisfaction (H5), and it moderates 
the relationship between risk perception and job satisfaction (H6).

Methods
Procedures and participants

Between December 24, 2020 and February 2, 2021, we distributed 
500 questionnaires among frontline construction workers on 12 
randomly selected construction projects/sites in Chengdu, China. 
Participants voluntarily participated in the survey and could 
withdraw from the survey at any time during the survey process. 
At the beginning of the survey, we asked the participants to answer 
the questions as honestly as possible, and assured them that there 
was no right or wrong answers. We also assured all the participants 
that their responses would remain confidential, and would be used 
only for academic research purposes. The following demographic 
information was collected from all participants: sex, age, level of 
education, number of working hours per day, and work experience in 
the construction industry.

Measures
Risk perception: Risk perception was measured using a 9-item 

scale developed based on Hayes et al. [55], which has shown good 
reliability and validity [2]. Each item was rated on a 5-point Likert 
scale ranging from 1 (“strongly disagree”) to 5 (“strongly agree”). In 

the present study, Cronbach’s alpha was 0.939.

Social support: Social support was measured with respect to 
three dimensions: family, friends, and “significant others”, and the 
significant others included leaders, colleagues, or relatives [56]. Each 
item was rated on a 7-point Likert scale ranging from 1 (“strongly 
disagree”) to 7 (“strongly agree”). In the current study, Cronbach’s 
alpha was 0.918.

Job satisfaction: We used a 24-item scale based on Ni et al. [57] 
to assess job satisfaction among construction workers in terms of 
their satisfaction with work, salary, co-workers, leaders, and work 
environment. It has shown good reliability and validity [57]. Each 
item on the scale was rated using a 5-point Likert scale ranging from 
1 (“strongly disagree”) to 5 (“strongly agree”). In the present study, 
Cronbach’s alpha was 0.943.

Safety behavior: Safety behavior was assessed using a scale 
developed by Neal and Griffin [58], which included safety compliance 
and safety participation. Safety compliance (e.g., “I ensure the highest 
levels of safety at work”) and safety participation (e.g., “I voluntarily 
perform tasks or activities that help improve workplace safety”) is 
measured based on three items, respectively. Each item was rated 
using a 5-point Likert scale ranging from 1 (“strongly disagree”) to 5 
(“strongly agree”). Cronbach’s alpha was 0.862 for safety compliance 
and 0.876 for safety participation.

Statistical analyses
We used SPSS 26.0 (IBM, Chicago, IL, USA) for descriptive 

analysis, correlation analysis, and reliability testing. Scale scores 
showed normal distributions: the highest skewness was 1.473, and 
the highest kurtosis was 2.525.

Additionally, we conducted confirmatory factor analyses (CFA) 
with our main variables using Mplus 8.5 [59]. We treated items in the 
risk perception and job satisfaction scales as ordinal variables, and 
analyzed them using polychoric covariance matrices, weighted least-
squares estimation with a mean- and variance-adjusted chi-square 
(WLSMV) [60]. We treated items associated with all other factors as 
continuous variables, and analyzed them using maximum likelihood 
estimation (ML) [61]. One-factor models were used to independently 
analyze risk perception [2], safety compliance [58], and safety 
participation [58], while three lower-order constructs were used for 
social support [56], and five lower-order constructs were used for job 
satisfaction [57]. We assessed goodness of fit including comparative 
fit index (CFI > 0.90), Tucker-Lewis Index (TLI > 0.90), root mean 
square error of approximation (RMSEA < 0.08) and standardized 
root mean square residual (SRMR < 0.08) [62].

Next, we tested the conceptual model (Figure 2) using the 
WLSMV estimation. In these tests, the predictor variable was risk 
perception; the moderator, social support; the mediator/suppressor, 
job satisfaction; and the dependent variables, safety compliance 
and safety participation. The role of job satisfaction in mediating /
suppressing the effect of risk perception on safety behavior was 
assessed by estimating the cross-product of two direct path coefficients 
[63].

Results
A total of 391 frontline construction workers participated in 
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our survey. After excluding questionnaires that were incomplete or 
unclear, we analyzed data collected from 356 valid questionnaires 
submitted by frontline construction workers working in Chengdu; 
this corresponds to a response rate of 71.2%. A large majority of these 
workers were men (83.99%) who were older than 25 years (87.92%) 
(Table 1).

CFA
The risk perception model yielded evidence of adequate fit, giving 

WLSMV χ2 (27, N = 356) = 400.408, p < 0.001, CFI = 0.963, TLI = 
0.950, RMSEA = 0.077 (90% CI 0.18-0.214), and SRMR = 0.033. The 
social support model yielded evidence of adequate fit, showing ML χ2 
(51, N = 356) = 258.353, p < 0.001, CFI = 0.924, TLI = 0.902, RMSEA 
= 0.078 (90% CI 0.094 - 0.12), and SRMR = 0.050. The job satisfaction 
model also yielded evidence of adequate fit, giving WLSMV χ2 (225, 
N = 356) = 939, p < 0.001, CFI = 0.929, TLI = 0.921, RMSEA = 0.064 
(90% CI 0.088 - 0.101), and SRMR = 0.066. The safety compliance 
model fit well, giving ML χ2 (0, N = 356) = 0, p < 0.001, CFI = 1.000, 
TLI = 1.000, RMSEA = 0.000 (90% CI 0.000 to 0.000), and SRMR = 
0.008. The safety participation measurement model yielded evidence 
of adequate fit, showing ML χ2 (0, N = 356) = 0, p < 0.001, CFI = 1.000, 
TLI = 1.000, RMSEA = 0.000 (90% CI 0.000 to 0.000), and SRMR = 
0.055. 

Hypothesis testing
The structural model (Figure 3) fit well based on the following 

indices: WLSMV χ2 (1691, N = 356) = 2872.295, p < 0.001, CFI = 
0.925, TLI = 0.922, RMSEA = 0.044 (90% CI 0.042 - 0.047), and 
SRMR = 0.07. In terms of direct effects (Figure 3), we found that 
risk perception had a significant positive relationship with safety 
compliance (β = 0.148, p = 0.033), supporting H1a; a significant 
negative relationship with job satisfaction (β = - 0.457, p = 0.017), 
supporting H2; and no effect on safety participation (β = - 0.044, p = 
0.484), leading to rejection of H1b. In contrast, job satisfaction had 
a significant positive relationship with safety compliance (β = 0.271, 
p < 0.001), supporting H3a; and safety participation (β = 0.391, p < 
0.001), supporting H3b. Furthermore, social support had a significant 

Characteristic n %

Sex   

Male 299 83.99

Female 57 16.01

Age (years)   

≤25 43 12.08

26-35 120 33.71

36-45 83 23.31

46-55 93 26.12

≥56 17 4.78

Level of education   

Primary school or below 62 17.42

Junior high school 161 45.22

Certificate or associate’s degree 82 23.03

Senior high school 49 13.76

Junior college or above 2 0.56

Number of working hours per day   

<8 23 6.46

8-10 272 76.4

>10 61 17.13

Work experience (years)   

≤5 117 32.87

6-10 105 29.49

11-15 75 21.07

16-20 28 7.87

≥21 31 8.71

Table 1: Characteristics of frontline construction workers who participated in the 
survey (n=356).

Indirect effect β SE z p

RP → JS → SC -0.124 0.057 -2.169 0.03

RP → JS → SP -0.179 0.077 -2.337 0.019

Table 2: Analysis of the ability of job satisfaction to mediate/suppress the 
relationship between risk perception and safety behavior.

RP: Risk Perception; JS: Job Satisfaction; SC: Safety Compliance; SP: Safety 
Participation; SE: Standard Errors.

Figure 1: Modified job demands-resources model based on Kwon and Kim 
[21], examining the effect of risk perception vis-á-vis hindrance and challenge 
demands on employee engagement and safety-related work outcomes in 
Chinese construction workers.

Figure 2: Conceptual model and hypotheses examining the mediating role of 
social support and job satisfaction on the impact of risk perception on safety 
behavior.

Figure 3: Structural model examining the relationships among risk perception, 
job satisfaction, social support, and safety behavior. Values are standardized 
path coefficients and standard errors (in parentheses).
*p <0.05; **p <0.01; ***p <0.001.
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positive influence on job satisfaction (β = 0.485, p < 0.001), supporting 
H5; and its interaction with risk perception promoted job satisfaction 
among construction workers (β = 0.316, p = 0.044), supporting H6 
(Figure 3).

In terms of indirect effects, we found that job satisfaction played 
an important role in the relationship between risk perception 
and safety behavior. Under the influence of job satisfaction, risk 
perception had a significant negative relationship with safety 
compliance (β = - 0.124, SE = 0.057, z = - 2.169, p = 0.030; Table 
2). This negative relationship, inverse to the positive relationship of 
direct effects (β = 0.148), suggests that job satisfaction could play the 
role of a suppressor in the relationship between risk perception and 
safety compliance, supporting H4a. Likewise, risk perception exerted 
a significant negative indirect effect on safety participation via job 
satisfaction (β = - 0.179, SE = 0.077, z = - 2.337, p = 0.019; Table 
2). The direct effect of risk perception on safety participation showed 
the same negative sign (β= - 0.044), even if it was not significant (p 
= 0.484), leading us to reject H4b and conclude that job satisfaction 
could play a mediating role in this relationship.

Furthermore, social support had a significant positive effect on job 
satisfaction (β = 0.485, p < 0.001), supporting H5; and its interaction 
with risk perception promoted job satisfaction among construction 
workers (β = 0.316, p = 0.044), supporting H6 (Figure 3).

Discussion
In the present study, we examined the direct impact of risk 

perception on safety behavior in Chinese frontline construction 
workers, as well as the indirect role played by job satisfaction on 
this relationship. In addition, we examined the role of social support 
in moderating the relationship between risk perception and job 
satisfaction. Our study is unique because we were able to broaden 
the scope of the JD-R model by drawing on the duality of job 
demands, and by proposing that risk perception can be considered 
as a hindrance or challenge demand depending on the outcome/
dependent variable being analyzed. Our results revealed that risk 
perception was a hindrance demand that reduced job satisfaction 
and a challenge demand that promoted safety compliance, and that it 
had no direct significant influence on safety participation. When we 
examined the effects of job demands on employee engagement and 
subsequent work outcomes, we found that job satisfaction suppressed 
the relationship between risk perception and safety compliance, but 
had a mediating effect on the relationship between risk perception 
and safety participation. In addition, we found that social support had 
a positive effect on job satisfaction, and it moderated the relationship 
between risk perception and job satisfaction.

Theoretical contributions
This study expands our understanding of job demands in 

terms of hindrance/challenge demands by examining the effect 
of risk perception on job satisfaction and safety behavior among 
frontline construction workers. First, considering the contradictory 
information available on the impact of risk perception on safety 
behavior [1,6], we proposed that risk perception must be analyzed 
empirically based on both job hindrance and challenge demands. 
In the present study, we found that perceived risk acted as a job 
challenge, positively affecting safety compliance among frontline 

construction workers. In contrast, risk perception acted as a job 
hindrance, negatively affecting job satisfaction. Our findings indicate 
that risk perception as a challenge or hindrance demand depends on 
the outcome/dependent variable.

Second, this study broadens our understanding of the relationship 
between risk perception and safety behavior. In terms of direct effects, 
risk perception has a significant positive effect on safety compliance, 
but no effect on safety participation. In terms of indirect effects, we 
found that, under the influence of job satisfaction, risk perception 
has a significant negative effect on both safety compliance and safety 
participation. These findings suggest that the effect of risk perception 
on safety behavior is dependent on the mediating factor and the 
type of safety behavior being analyzed. Furthermore, we found that 
job satisfaction acts as a suppressor of risk perception, leading to 
a reduction in safety compliance; it also acts as a mediator of risk 
perception, leading to a reduction in safety participation. 

Third, this study addressed the role of social support in protecting 
and boosting employee safety. Previous studies have reported the 
role played by social support in preventing unsafe behavior and 
promoting safety behavior [64-66]. Our findings support these results 
and confirm that social support can promote job satisfaction despite 
perceived risk, which in turn has a positive effect on safety behavior. 
Therefore, we believe that social support can buffer the impact of risk 
perception on job satisfaction and promote safety behavior among 
construction workers. This finding supports the theory that job 
resources such as social support can alleviate the negative effects of 
hindrance demands on employee engagement [67].

Finally, our study also contributes to extending the scope of the 
JD-R model. Considering risk perception as a challenge demand on 
safety compliance, and as a hindrance demand on job satisfaction, we 
used the JD-R framework to demonstrate that job demands can act 
as challenge demands that affect work outcomes, and as hindrance 
demands that affect employee engagement. That is, the role of 
job demand (hindrance/challenge demand) is not consistent with 
employee engagement and positive work outcomes. With respect 
to the relationships among job demands, employee engagement, 
and work outcomes, we found that employee engagement 
(i.e., job satisfaction) suppressed the relationship between job 
demands (i.e., risk perception) and positive work outcomes (safety 
compliance). Employee engagement also had a mediating effect on 
the relationship between job demand and positive work outcomes 
(safety participation). Further research is required to gain a better 
understanding of the role of employee engagement (suppression or 
mediation) on job demands and positive work outcomes.

Practical implications
First, in order to promote safety compliance behavior, we 

recommend that managers can help improve the risk perception 
of construction workers by putting up safety warning signs in the 
construction site, sharing information on safety accidents, checking 
safety equipment regularly, and testing safe operation knowledge. 
However, since high risk perception leads to a decrease in job 
satisfaction, which in turn contributes to reduced safety behavior, 
very high risk perception is unlikely to promote safety behavior 
among construction workers.
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Second, since job satisfaction can promote both safety compliance 
and safety participation, managers must take the necessary measures 
to increase job satisfaction, such as providing more help and social 
support, taking the initiative to resolve confusion or ambiguity 
at work, providing suitable accommodation and meals, as well 
as promoting a friendly working atmosphere. Increased support 
can promote job satisfaction and improve safety behavior among 
construction workers.

Limitations and future directions
Our findings must be considered in the light of certain limitations. 

There is considerable bias in our research design, based on self-
reported data. Even though we were able to identify that job satisfaction 
suppressed the effect of risk perception on safety compliance, while 
it mediated the effect of risk perception on safety participation, 
further research must be conducted to understand whether employee 
engagement mediates or suppresses the relationship between job 
demand and positive work outcomes. Our findings show that risk 
perception among Chinese frontline construction workers can act as 
a challenge demand on safety compliance. Further studies must be 
conducted to assess whether these findings are generalizable to other 
high-risk industries and geographic areas. As far as we know, this 
is the first study examining the relationships among job demands, 
employee engagement, and work outcomes based on the JD-R model. 
In order to gain a better understanding of the impact of job demands, 
further studies must be conducted to evaluate the relationship 
between hindrance demands and engagement, as well as between 
challenge demands and positive work outcomes. 

Conclusions
In this study, we developed a conceptual model based on the 

hindrance/challenge job demand concept to test the impact of risk 
perception on safety behavior among Chinese frontline construction 
workers. Based on empirical data collected using a questionnaire, 
we confirmed that risk perception served as a hindrance demand, 
resulting in a negative effect on job satisfaction; it also served as a 
challenge demand, resulting in a positive effect on safety compliance. 
Considering the job demands, employee engagement, and work 
outcomes in the framework of the JD-R model, we found that job 
satisfaction had a significant suppressing effect on the relationship 
between risk perception and safety compliance, as well as a significant 
mediating effect on the relationship between risk perception and safety 
participation. Furthermore, our findings show that social support can 
help buffer the effect of risk perception on job satisfaction, which can 
in turn promote safety behavior. Therefore, safety behavior among 
construction workers can improve as long as they have sufficient 
social support and job satisfaction.

Declaration
Acknowledgements: The authors would like to thank the 

participants, the research assistants, and all institutional stakeholders 
involved in data collection.

Funding information: The research was supported by the 
Sichuan Provincial Social Science Planning Base Major Project 
(SC17EZD002).

Compliance with ethical standards: Ethical Approval All 

procedures performed in studies involving human participants 
comply with the ethical standards of the Institutional Research 
Committee and the 1964 Declaration of Helsinki and its subsequent 
amendments or comparable ethical standards.

Informed consent Informed consent was obtained from all 
individual participants included in the study.

References
1. Nahrgang JD, Morgeson FP, Hofmann DA. Safety at work: a meta-analytic 

investigation of the link between job demands, job resources, burnout, 
engagement, and safety outcomes. Journal of applied psychology. 2011; 96: 
71.

2. Xia N, Xie Q, Hu X, Wang X, Meng H. A dual perspective on risk perception 
and its effect on safety behavior: A moderated mediation model of safety 
motivation, and supervisor’s and coworkers’ safety climate. Accident Analysis 
& Prevention. 2020; 134: 105350.

3. Hofmann DA, Burke MJ, Zohar D. 100 years of occupational safety research: 
From basic protections and work analysis to a multilevel view of workplace 
safety and risk. Journal of applied psychology. 2017; 102: 375.

4. Dodoo JE, Al-Samarraie H. Factors leading to unsafe behavior in the twenty 
first century workplace: a review. Management Review Quarterly. 2019; 69: 
391-414.

5. Hofmann DA, Stetzer A. A cross-level investigation of factors influencing 
unsafe behaviors and accidents. Personnel psychology. 1996; 49: 307-339. 

6. Xia N, Wang X, Griffin MA, Wu C, Liu B. Do we see how they perceive risk? 
An integrated analysis of risk perception and its effect on workplace safety 
behavior. Accident Analysis & Prevention. 2017; 106: 234-242.

7. Beus JM, Dhanani LY, McCord MA. A meta-analysis of personality and 
workplace safety: Addressing unanswered questions. Journal of applied 
psychology. 2015; 100: 481.

8. Haslam RA, Hide SA, Gibb AG, Gyi DE, Pavitt T, Atkinson S, et al. Contributing 
factors in construction accidents. Applied ergonomics. 2005; 36: 401-415.

9. Leung MY, Liang Q, Olomolaiye P. Impact of job stressors and stress on 
the safety behavior and accidents of construction workers. Journal of 
Management in Engineering. 2016; 32: 04015019.

10. Kouabenan DR, Ngueutsa R, Mbaye S. Safety climate, perceived risk, and 
involvement in safety management. Safety Science. 2015; 77: 72-79.

11. Christian MS, Bradley JC, Wallace JC, Burke MJ. Workplace safety: a meta-
analysis of the roles of person and situation factors. Journal of Applied 
Psychology. 2009; 94: 1103-1127.

12. Rundmo T. Associations between risk perception and safety. Safety Science. 
1996; 24: 197-209.

13. Perlman A, Sacks R, Barak R. Hazard recognition and risk perception in 
construction. Safety Science. 2014; 64: 22-31.

14. Lee S, Yun T, Lee SY. Moderating role of social support in the stressor-
satisfaction relationship: evidence from police officers in Korea. International 
Review of Public Administration. 2015; 20: 102-116.

15. Wu F, Ren Z, Wang Q, He M, Xiong W, Ma G, et al. The relationship between 
job stress and job burnout: the mediating effects of perceived social support 
and job satisfaction. Psychology, health & medicine. 2021; 26: 204-211. 

16. Wang TK, Brower R. Job satisfaction among federal employees: The role of 
employee interaction with work environment. Public Personnel Management. 
2019; 48: 3-26. 

17. Chiok Foong Loke J. Leadership behaviours: effects on job satisfaction, 
productivity and organizational commitment. Journal of nursing management. 
2001; 9: 191-204.

18. Egan TM, Yang B, Bartlett KR. The effects of organizational learning culture 
and job satisfaction on motivation to transfer learning and turnover intention. 
Human resource development quarterly. 2004; 15: 279-301.

https://pubmed.ncbi.nlm.nih.gov/21171732/
https://pubmed.ncbi.nlm.nih.gov/21171732/
https://pubmed.ncbi.nlm.nih.gov/21171732/
https://pubmed.ncbi.nlm.nih.gov/21171732/
https://pubmed.ncbi.nlm.nih.gov/31715549/
https://pubmed.ncbi.nlm.nih.gov/31715549/
https://pubmed.ncbi.nlm.nih.gov/31715549/
https://pubmed.ncbi.nlm.nih.gov/31715549/
https://goal-lab.psych.umn.edu/orgpsych/2020/readings/16. Occupational Health and Safety/Hofmann, Burke, & Zohar (2017).pdf
https://goal-lab.psych.umn.edu/orgpsych/2020/readings/16. Occupational Health and Safety/Hofmann, Burke, & Zohar (2017).pdf
https://goal-lab.psych.umn.edu/orgpsych/2020/readings/16. Occupational Health and Safety/Hofmann, Burke, & Zohar (2017).pdf
https://ideas.repec.org/a/spr/manrev/v69y2019i4d10.1007_s11301-019-00157-6.html
https://ideas.repec.org/a/spr/manrev/v69y2019i4d10.1007_s11301-019-00157-6.html
https://ideas.repec.org/a/spr/manrev/v69y2019i4d10.1007_s11301-019-00157-6.html
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1996.tb01802.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1996.tb01802.x
https://pubmed.ncbi.nlm.nih.gov/28645020/
https://pubmed.ncbi.nlm.nih.gov/28645020/
https://pubmed.ncbi.nlm.nih.gov/28645020/
https://pubmed.ncbi.nlm.nih.gov/25243998/
https://pubmed.ncbi.nlm.nih.gov/25243998/
https://pubmed.ncbi.nlm.nih.gov/25243998/
https://pubmed.ncbi.nlm.nih.gov/15892935/
https://pubmed.ncbi.nlm.nih.gov/15892935/
https://www.researchgate.net/publication/275258431_Impact_of_Job_Stressors_and_Stress_on_the_Safety_Behavior_and_Accidents_of_Construction_Workers
https://www.researchgate.net/publication/275258431_Impact_of_Job_Stressors_and_Stress_on_the_Safety_Behavior_and_Accidents_of_Construction_Workers
https://www.researchgate.net/publication/275258431_Impact_of_Job_Stressors_and_Stress_on_the_Safety_Behavior_and_Accidents_of_Construction_Workers
https://halshs.archives-ouvertes.fr/halshs-01425831/document
https://halshs.archives-ouvertes.fr/halshs-01425831/document
https://www.researchgate.net/publication/26762637_Workplace_Safety_A_Meta-Analysis_of_the_Roles_of_Person_and_Situation_Factors
https://www.researchgate.net/publication/26762637_Workplace_Safety_A_Meta-Analysis_of_the_Roles_of_Person_and_Situation_Factors
https://www.researchgate.net/publication/26762637_Workplace_Safety_A_Meta-Analysis_of_the_Roles_of_Person_and_Situation_Factors
https://www.sciencedirect.com/science/article/abs/pii/S0925753597000386
https://www.sciencedirect.com/science/article/abs/pii/S0925753597000386
https://www.academia.edu/13782076/Hazard_recognition_and_risk_perception_in_construction
https://www.academia.edu/13782076/Hazard_recognition_and_risk_perception_in_construction
https://www.tandfonline.com/doi/abs/10.1080/12294659.2014.982271
https://www.tandfonline.com/doi/abs/10.1080/12294659.2014.982271
https://www.tandfonline.com/doi/abs/10.1080/12294659.2014.982271
https://pubmed.ncbi.nlm.nih.gov/32521168/
https://pubmed.ncbi.nlm.nih.gov/32521168/
https://pubmed.ncbi.nlm.nih.gov/32521168/
https://journals.sagepub.com/doi/full/10.1177/0091026018782999
https://journals.sagepub.com/doi/full/10.1177/0091026018782999
https://journals.sagepub.com/doi/full/10.1177/0091026018782999
https://pubmed.ncbi.nlm.nih.gov/11472508/
https://pubmed.ncbi.nlm.nih.gov/11472508/
https://pubmed.ncbi.nlm.nih.gov/11472508/
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.1104
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.1104
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.1104


J Psychiatry Mental Disord 7(1): id1056 (2022)  - Page - 07

Wang Y Austin Publishing Group

Submit your Manuscript | www.austinpublishinggroup.com

19. Bakker AB, Demerouti E. Job demands-resources theory. Wellbeing: A 
complete reference guide. 2014: 1-28.

20. Bakker AB, Demerouti E. The job demands-resources model: State of the art. 
Journal of managerial psychology. 2007.

21. Kwon K, Kim T. An integrative literature review of employee engagement 
and innovative behavior: Revisiting the JD-R model. Human Resource 
Management Review. 2020; 30: 100704.

22. Schaufeli WB. Applying the job demands-resources model. Organizational 
Dynamics. 2017; 2: 120-132. 

23. Cheung CM, Zhang RP, Cui Q, Hsu SC. The antecedents of safety leadership: 
The job demands-resources model. Safety Science. 2021; 133: 104979.

24. Tengilimoglu D, Celik E, Guzel A. The effect of safety culture on safety 
performance: Intermediary role of job satisfaction. Journal of Economics, 
Management and Trade. 2016: 1-12.

25. Boamah SA, Laschinger HKS, Wong C, Clarke S. Effect of transformational 
leadership on job satisfaction and patient safety outcomes. Nursing outlook. 
2018; 66: 180-189.

26. Griffin MA, Neal A. Perceptions of safety at work: a framework for linking 
safety climate to safety performance, knowledge, and motivation. Journal of 
occupational health psychology. 2000; 5: 347.

27. Podsakoff NP, LePine JA, LePine MA. Differential challenge stressor-
hindrance stressor relationships with job attitudes, turnover intentions, 
turnover, and withdrawal behavior: a meta-analysis. Journal of applied 
psychology. 2007; 92: 438.

28. Crawford ER, LePine JA, Rich BL. Linking job demands and resources to 
employee engagement and burnout: a theoretical extension and meta-
analytic test. Journal of Applied Psychology. 2010; 95: 834-848.

29. Van Woerkom M, Bakker AB, Nishii LH. Accumulative job demands and 
support for strength use: Fine-tuning the job demands-resources model using 
conservation of resources theory. Journal of Applied Psychology. 2016; 101: 
141.

30. Demerouti E, Bakker AB, Nachreiner F, Schaufeli WB. The job demands-
resources model of burnout. Journal of Applied Psychology. 2001; 86: 499.

31. Hakanen JJ, Schaufeli WB, Ahola K. The Job Demands-Resources model: A 
three-year cross-lagged study of burnout, depression, commitment, and work 
engagement. Work Stress. 2008; 22: 224-241. 

32. Gatti P, Ghislieri C, Cortese CG. Relationships between followers’ behaviors 
and job satisfaction in a sample of nurses. PloS one. 2017; 12: e0185905.

33. Aven T, Renn O. On risk defined as an event where the outcome is uncertain. 
Journal of risk research. 2009; 12: 1-11.

34. Slovic P. Perception of Risk. Science. 1987: 280-285.

35. Rogers RW. A protection motivation theory of fear appeals and attitude 
change. The journal of psychology. 1975; 91: 93-114.

36. Arezes PM, Miguel AS. Risk perception and safety behaviour: A study in an 
occupational environment. Safety science. 2008; 46: 900-907.

37. Locke EA. What is job satisfaction? Organizational behavior and human 
performance. 1969; 4: 309-336.

38. Saari LM, Judge TA. Employee attitudes and job satisfaction. Human 
Resource Management: Published in Cooperation with the School of 
Business Administration, The University of Michigan and in alliance with the 
Society of Human Resources Management. 2004; 43: 395-407.

39. Aziri B. Job satisfaction: a literature review. Management Research & 
Practice. 2011; 3.

40. Tella A, Ayeni CO, Popoola SO. Work motivation, job satisfaction, and 
organisational commitment of library personnel in academic and research 
libraries in Oyo State, Nigeria. Library philosophy and practice. 2007; 9.

41. Hemon-Hildgen A, Rowe F, Monnier-Senicourt L. Orchestrating automation 
and sharing in DevOps teams: a revelatory case of job satisfaction factors, 
risk and work conditions. European Journal of Information Systems. 2020; 

29: 474-499.

42. Mclain DL. Responses to health and safety risk in the work environment. 
Academy of Management Journal. 1995; 38: 1726-1743. 

43. Nielsen MB, Mearns K, Matthiesen SB, Eid J. Using the Job Demands–
Resources model to investigate risk perception, safety climate and job 
satisfaction in safety critical organizations. Scandinavian Journal of 
Psychology. 2011; 52: 465-475. 

44. Morrow PC, Crum MR. The effects of perceived and objective safety risk 
on employee outcomes. Journal of Vocational Behavior. 1998; 53: 300-313. 

45. Ito H, Eisen SV, Sederer LI, Yamada O, Tachimori H. Factors affecting 
psychiatric nurses’ intention to leave their current job. Psychiatric services. 
2001; 52: 232-234. 

46. Huang YH, Lee J, McFadden AC, Murphy LA, Robertson MM, Cheung 
JH, et al. Beyond safety outcomes: An investigation of the impact of safety 
climate on job satisfaction, employee engagement and turnover using social 
exchange theory as the theoretical framework. Applied ergonomics. 2016; 
55: 248-257.

47. Wei W, Guo M, Ye L, Liao G, Yang Z. Work-family conflict and safety 
participation of high-speed railway drivers: Job satisfaction as a mediator. 
Accident Analysis & Prevention. 2016; 95: 97-103.

48. Baron RM, Kenny DA. The moderator-mediator variable distinction in social 
psychological research: Conceptual, strategic, and statistical considerations. 
Journal of personality and social psychology. 1986; 51: 1173. 

49. Vaux A. Social support: Theory, research, and intervention. Praeger 
publishers. 1988.

50. Cutrona CE. Behavioral manifestations of social support: A microanalytic 
investigation. Journal of Personality and Social Psychology. 1986; 51: 201. 

51. Goldsmith DJ. Communicating social support. Cambridge University Press. 
2004.

52. Cranmer GA, Goldman ZW, Booth-Butterfield M. The mediated relationship 
between received support and job satisfaction: An initial application of 
socialization resources theory. Western Journal of Communication. 2017; 81: 
64-86.

53. Sultan S, Rashid S. Perceived Social Support Mediating the Relationship 
between Perceived Stress and Job Satisfaction. Journal on Educational 
Psychology. 2015; 8: 36-42.

54. Ganster DC, Fusilier MR, Mayes BT. Role of social support in the experience 
of stress at work. Journal of applied psychology. 1986; 71: 102.

55. Hayes BE, Perander J, Smecko T, Trask J. Measuring perceptions of 
workplace safety: Development and validation of the work safety scale. 
Journal of Safety research. 1998; 29: 145-161.

56. Zimet GD, Dahlem NW, Zimet SG, Farley GK. The multidimensional scale of 
perceived social support. Journal of personality assessment. 1988; 52: 30-41.

57. Ni G, Zhu Y, Zhang Z, Qiao Y, Li H, Xu N, et al. Influencing mechanism of 
job satisfaction on safety behavior of new generation of construction workers 
based on Chinese context: the mediating roles of work engagement and 
safety knowledge sharing. International journal of environmental research 
and public health. 2020; 17: 8361. 

58. Neal A, Griffin MA. A study of the lagged relationships among safety climate, 
safety motivation, safety behavior, and accidents at the individual and group 
levels. Journal of applied psychology. 2006; 91: 946. 

59. Muthén LK, Muthén BO. Mplus user’s guide (8.5th ed.). Los Angeles, 
California: Muthén & Muthén. 2020.

60. DiStefano C, Morgan GB. A comparison of diagonal weighted least squares 
robust estimation techniques for ordinal data. Structural Equation Modeling: 
A Multidisciplinary Journal. 2014; 21: 425-438.

61. Bryant FB, Satorra A. Principles and practice of scaled difference chi-square 
testing. Structural equation modeling: A multidisciplinary journal. 2012; 19: 
372-398. 

62. Marsh HW, Morin AJ, Parker PD, Kaur G. Exploratory structural equation 

https://onlinelibrary.wiley.com/doi/10.1002/9781118539415.wbwell019
https://onlinelibrary.wiley.com/doi/10.1002/9781118539415.wbwell019
https://www.emerald.com/insight/content/doi/10.1108/02683940710733115/full/html
https://www.emerald.com/insight/content/doi/10.1108/02683940710733115/full/html
https://www.researchgate.net/publication/335295033_An_integrative_literature_review_of_employee_engagement_and_innovative_behavior_Revisiting_the_JD-R_model
https://www.researchgate.net/publication/335295033_An_integrative_literature_review_of_employee_engagement_and_innovative_behavior_Revisiting_the_JD-R_model
https://www.researchgate.net/publication/335295033_An_integrative_literature_review_of_employee_engagement_and_innovative_behavior_Revisiting_the_JD-R_model
https://psycnet.apa.org/record/2017-27585-010
https://psycnet.apa.org/record/2017-27585-010
https://research.polyu.edu.hk/en/publications/the-antecedents-of-safety-leadership-the-job-demands-resources-mo
https://research.polyu.edu.hk/en/publications/the-antecedents-of-safety-leadership-the-job-demands-resources-mo
https://www.researchgate.net/publication/309820344_The_Effect_of_Safety_Culture_on_Safety_Performance_Intermediary_Role_of_Job_Satisfaction
https://www.researchgate.net/publication/309820344_The_Effect_of_Safety_Culture_on_Safety_Performance_Intermediary_Role_of_Job_Satisfaction
https://www.researchgate.net/publication/309820344_The_Effect_of_Safety_Culture_on_Safety_Performance_Intermediary_Role_of_Job_Satisfaction
https://pubmed.ncbi.nlm.nih.gov/29174629/
https://pubmed.ncbi.nlm.nih.gov/29174629/
https://pubmed.ncbi.nlm.nih.gov/29174629/
https://www.researchgate.net/publication/43488437_Perceptions_of_safety_at_work_A_framework_for_linking_safety_climate_to_safety_performance_knowledge_and_motivation
https://www.researchgate.net/publication/43488437_Perceptions_of_safety_at_work_A_framework_for_linking_safety_climate_to_safety_performance_knowledge_and_motivation
https://www.researchgate.net/publication/43488437_Perceptions_of_safety_at_work_A_framework_for_linking_safety_climate_to_safety_performance_knowledge_and_motivation
https://psycnet.apa.org/record/2007-03270-012/
https://psycnet.apa.org/record/2007-03270-012/
https://psycnet.apa.org/record/2007-03270-012/
https://psycnet.apa.org/record/2007-03270-012/
https://www.researchgate.net/publication/46254565_Linking_Job_Demands_and_Resources_to_Employee_Engagement_and_Burnout_A_Theoretical_Extension_and_Meta-Analytic_Test
https://www.researchgate.net/publication/46254565_Linking_Job_Demands_and_Resources_to_Employee_Engagement_and_Burnout_A_Theoretical_Extension_and_Meta-Analytic_Test
https://www.researchgate.net/publication/46254565_Linking_Job_Demands_and_Resources_to_Employee_Engagement_and_Burnout_A_Theoretical_Extension_and_Meta-Analytic_Test
https://pubmed.ncbi.nlm.nih.gov/26121090/
https://pubmed.ncbi.nlm.nih.gov/26121090/
https://pubmed.ncbi.nlm.nih.gov/26121090/
https://pubmed.ncbi.nlm.nih.gov/26121090/
https://psycnet.apa.org/record/2001-06715-012
https://psycnet.apa.org/record/2001-06715-012
https://www.researchgate.net/publication/46704148_The_Job_Demands-Resources_Model_A_three-year_cross-lagged_study_of_burnout_depression_commitment_and_work_engagement
https://www.researchgate.net/publication/46704148_The_Job_Demands-Resources_Model_A_three-year_cross-lagged_study_of_burnout_depression_commitment_and_work_engagement
https://www.researchgate.net/publication/46704148_The_Job_Demands-Resources_Model_A_three-year_cross-lagged_study_of_burnout_depression_commitment_and_work_engagement
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0185905
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0185905
https://www.tandfonline.com/doi/abs/10.1080/13669870802488883
https://www.tandfonline.com/doi/abs/10.1080/13669870802488883
https://www.science.org/doi/10.1126/science.3563507
https://pubmed.ncbi.nlm.nih.gov/28136248/
https://pubmed.ncbi.nlm.nih.gov/28136248/
https://www.researchgate.net/publication/222059532_Risk_perception_and_safety_behaviour_A_study_in_an_occupational_environment
https://www.researchgate.net/publication/222059532_Risk_perception_and_safety_behaviour_A_study_in_an_occupational_environment
https://www.sciencedirect.com/science/article/abs/pii/0030507369900130
https://www.sciencedirect.com/science/article/abs/pii/0030507369900130
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20032
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20032
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20032
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20032
https://www.researchgate.net/publication/222103547_Job_Satisfaction_A_Literature_Review
https://www.researchgate.net/publication/222103547_Job_Satisfaction_A_Literature_Review
https://www.tandfonline.com/doi/abs/10.1080/0960085X.2020.1782276
https://www.tandfonline.com/doi/abs/10.1080/0960085X.2020.1782276
https://www.tandfonline.com/doi/abs/10.1080/0960085X.2020.1782276
https://www.tandfonline.com/doi/abs/10.1080/0960085X.2020.1782276
https://psycnet.apa.org/record/1996-00220-010
https://psycnet.apa.org/record/1996-00220-010
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1467-9450.2011.00885.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1467-9450.2011.00885.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1467-9450.2011.00885.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1467-9450.2011.00885.x
https://psycnet.apa.org/record/1998-12695-010
https://psycnet.apa.org/record/1998-12695-010
https://pubmed.ncbi.nlm.nih.gov/11157125/
https://pubmed.ncbi.nlm.nih.gov/11157125/
https://pubmed.ncbi.nlm.nih.gov/11157125/
https://www.sciencedirect.com/science/article/pii/S0003687015300922
https://www.sciencedirect.com/science/article/pii/S0003687015300922
https://www.sciencedirect.com/science/article/pii/S0003687015300922
https://www.sciencedirect.com/science/article/pii/S0003687015300922
https://www.sciencedirect.com/science/article/pii/S0003687015300922
https://pubmed.ncbi.nlm.nih.gov/27423429/
https://pubmed.ncbi.nlm.nih.gov/27423429/
https://pubmed.ncbi.nlm.nih.gov/27423429/
https://pubmed.ncbi.nlm.nih.gov/3806354/
https://pubmed.ncbi.nlm.nih.gov/3806354/
https://pubmed.ncbi.nlm.nih.gov/3806354/
https://psycnet.apa.org/record/1988-98509-000
https://psycnet.apa.org/record/1988-98509-000
https://psycnet.apa.org/record/1986-27135-001
https://psycnet.apa.org/record/1986-27135-001
https://www.cambridge.org/core/books/communicating-social-support/E2F9BE7389537539095F405A39D5BF62
https://www.cambridge.org/core/books/communicating-social-support/E2F9BE7389537539095F405A39D5BF62
https://psycnet.apa.org/record/2017-02347-004
https://psycnet.apa.org/record/2017-02347-004
https://psycnet.apa.org/record/2017-02347-004
https://psycnet.apa.org/record/2017-02347-004
https://imanagerpublications.com/article/3103/
https://imanagerpublications.com/article/3103/
https://imanagerpublications.com/article/3103/
https://psycnet.apa.org/record/1986-18761-001
https://psycnet.apa.org/record/1986-18761-001
https://psycnet.apa.org/record/1998-06222-001
https://psycnet.apa.org/record/1998-06222-001
https://psycnet.apa.org/record/1998-06222-001
https://psycnet.apa.org/record/1988-18939-001
https://psycnet.apa.org/record/1988-18939-001
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7697761/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7697761/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7697761/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7697761/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7697761/
https://www.researchgate.net/publication/6950128_A_Study_of_the_Lagged_Relationships_among_Safety_Climate_Safety_Motivation_Safety_Behavior_and_Accidents_at_the_Individual_and_Group_Levels/
https://www.researchgate.net/publication/6950128_A_Study_of_the_Lagged_Relationships_among_Safety_Climate_Safety_Motivation_Safety_Behavior_and_Accidents_at_the_Individual_and_Group_Levels/
https://www.researchgate.net/publication/6950128_A_Study_of_the_Lagged_Relationships_among_Safety_Climate_Safety_Motivation_Safety_Behavior_and_Accidents_at_the_Individual_and_Group_Levels/
https://www.statmodel.com/download/usersguide/MplusUserGuideVer_8.pdf
https://www.statmodel.com/download/usersguide/MplusUserGuideVer_8.pdf
https://www.tandfonline.com/doi/abs/10.1080/10705511.2014.915373
https://www.tandfonline.com/doi/abs/10.1080/10705511.2014.915373
https://www.tandfonline.com/doi/abs/10.1080/10705511.2014.915373
https://www.tandfonline.com/doi/abs/10.1080/10705511.2012.687671
https://www.tandfonline.com/doi/abs/10.1080/10705511.2012.687671
https://www.tandfonline.com/doi/abs/10.1080/10705511.2012.687671
https://pubmed.ncbi.nlm.nih.gov/24313568/


J Psychiatry Mental Disord 7(1): id1056 (2022)  - Page - 08

Wang Y Austin Publishing Group

Submit your Manuscript | www.austinpublishinggroup.com

modeling: An integration of the best features of exploratory and confirmatory 
factor analysis. Annual review of clinical psychology. 2014; 10: 85-110.

63. Hayes AF. Introduction to mediation, moderation, and conditional process 
analysis: A regression-based approach. Guilford publications. 2017.

64. Huang YH, Sung CY, Chen WT, Liu SS. Relationships between social 
support, social status perception, social identity, work stress, and safety 
behavior of construction site management personnel. Sustainability. 2021; 
13: 3184.

65. Sampson JM, DeArmond S, Chen PY. Role of safety stressors and social 
support on safety performance. Safety Science. 2014; 64: 137-145.

66. Bronkhorst B. Behaving safely under pressure: The effects of job demands, 
resources, and safety climate on employee physical and psychosocial safety 
behavior. Journal of safety research. 2015; 55: 63-72.

67. Bakker AB, Demerouti E. Job demands-resources theory: taking stock and 
looking forward. Journal of occupational health psychology. 2017; 22: 273. 

https://pubmed.ncbi.nlm.nih.gov/24313568/
https://pubmed.ncbi.nlm.nih.gov/24313568/
https://www.guilford.com/books/Introduction-to-Mediation-Moderation-and-Conditional-Process-Analysis/Andrew-Hayes/9781462549030
https://www.guilford.com/books/Introduction-to-Mediation-Moderation-and-Conditional-Process-Analysis/Andrew-Hayes/9781462549030
https://www.mdpi.com/2071-1050/13/6/3184
https://www.mdpi.com/2071-1050/13/6/3184
https://www.mdpi.com/2071-1050/13/6/3184
https://www.mdpi.com/2071-1050/13/6/3184
https://psycnet.apa.org/record/2014-03702-016
https://psycnet.apa.org/record/2014-03702-016
https://pubmed.ncbi.nlm.nih.gov/26683548/
https://pubmed.ncbi.nlm.nih.gov/26683548/
https://pubmed.ncbi.nlm.nih.gov/26683548/
https://psycnet.apa.org/record/2016-48454-001
https://psycnet.apa.org/record/2016-48454-001

	Title
	Abstract
	Introduction
	Theoretical Background and Hypotheses
	JD-R model
	Link between risk perception and safety behavior
	Role of job satisfaction
	Role of social support

	Conceptual Model
	Methods
	Procedures and participants
	Measures
	Statistical analyses

	Results
	CFA
	Hypothesis testing

	Discussion
	Theoretical contributions
	Practical implications
	Limitations and future directions

	Conclusions
	Declaration
	References
	Table 1
	Table 2
	Figure 1
	Figure 2
	Figure 3

