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[bookmark: _Toc214578218]Chapter 1: Introduction and Research Design
1.1 [bookmark: _Toc214578219]Introduction: The Strategic Imperative of Safety in KSA Logistics
The idea of safety culture has become a key one in any organization in high-risk environments. Aviation, maritime, transportation, energy, shipping, and logistics know that without the strength of a mature and sound safety culture, technical controls of any level are not enough to reduce the risk of incidents. Safety culture is a common set of values, beliefs, attitudes, and standards individuals apply for everyday safety initiatives to their responsibilities within their organization. Saudi Global Ports (SGP), located at King Abdulaziz Port in Dammam, is one of the major commercial port operators in the Kingdom of Saudi Arabia. It is heavily involved in many operations, such as the constant flow of loading and unloading of heavy equipment, berthing in a vessel, dangerous container handling, and sophisticated logistics activities. This is an environment where disciplined oversight of operational processes with a firmly ingrained safety culture is critically important, as it ensures safe operations across all functional groups, including crane, equipment, chemical handling, administrative personnel, and safety professionals. Leadership is key in establishing and maintaining safety culture. Supervisors and managers have direct responsibility to shape employees’ behavior through their communication styles, decision-making, engagement, and day-to-day interaction. There are two styles of leadership that have the greatest impact; transformational leadership which motivates, inspires, empowers, and motivates employees to work towards achieving collective safety goals, compared to micromanagement which restricts autonomy, undermines trust, and produces reactive, safety-driven compliance behaviors. This study investigated the effects of transformational leadership and micromanagement on SGP safety culture, offering action-oriented guidance for improving leadership capability and organizational safety maturity.

1.2 [bookmark: _Toc214578220]Problem Statement

SGP is heavily reliant on formalized systems such as Integrated Management System (IMS) follow-up and advanced digital controls like Telematics and Video Analytics to uphold and monitor high standards that are critical to a world-class port. These systems are clearly successful in delivering Safety Compliance (employees wear PPE, follow simple procedures). As seen from the findings, some aspects, such as safety infrastructure, technology integration, and process management, can make a good impact, but the overall safety culture is not homogeneous throughout SGP. Some supervisors display transformational characteristics to empower employees, while others are micromanager centric, producing differences in communication transparency, hazard reporting, and employee involvement. Preliminary observations show that:  
• Near-miss and hazard reporting of the incident differs tremendously between departments.  
• Employees participate in safety programs at differing standards.  
• Trust in supervisors varies with leadership behavior.  
• Some employees are afraid to speak up because they feel they’re being overcontrolled or afraid of being criticized.  

This discrepancy of strong systems but weak culture embodies a major research issue. It requires the examination of how leadership behaviors either help or hinder the development of a mature safety culture. In particular this study examines whether transformational leadership improves safety culture and whether micromanagement impedes it. It is not just a descriptive issue; it is a quantitative and structural one. Micromanagement is, in fact, a systemic organizational weakness:  
1. Dismantle the Psychological Safety, as is the case with Micromanagement and Abusive Supervision, which disarms employees when they do not believe they can report mistakes or hazards without fear of humiliation or retaliation.  
2. Conflict with International Standards (ISO 45001): Micromanagement style is in direct conflict with the highest standards of safety governance. ISO 45001:2018 Clause 5.4 requires the organization actively “identify and remove obstacles to participation,” which are described with “policies that discourage worker participation, and fear of reprisals”.
[bookmark: _Toc214578221]1.3 Study Objectives
The targets of this study are as follows:
1. Evaluate the influence of transformational leadership on safety culture within SGP.
2. Assess the impact of micromanagement on safety culture.
3. Compare safety culture maturity across different organizational departments.
4. Examine the combined predictive power of transformational leadership and micromanagement on safety culture.
5. Provide recommendations for leadership development and safety culture enhancement aligned with Vision 2030.
6. Analyze the distinct effects of Schedule Crashing on the five critical dimensions    of project performance: duration, cost, scope, quality, and stakeholder satisfaction




1.4 [bookmark: _Toc214578222]Research Questions

This research seeks to discover and answer the following research questions:  
1. Prevalence: What is the measured prevalence and distribution of Transformational Leadership and Micromanagement styles in the SGP supervisory environment?  
2. TL Effect: Does a statistically significant relationship exist between Transformational Leadership and enhanced Occupational Safety Culture indicators (e.g., Safety Participation and Leadership Commitment)?  
3. Micro Effect: What is the influence of Micromanagement (detailed supervision) on the flexibility, autonomy, and willingness of employees to report hazards and deviations (Safety Voice)?  
4. Optimal Balance: What is the competitive strength of influence between the two leadership styles, and how can effective supervision be balanced with employee empowerment without sacrificing safety standards?  
5. Do perceptions of safety culture differ across departments?  
6. How can leadership transformation enhance safety engagement and cultural maturity at SGP?
1.5 [bookmark: _Toc214578223]Research Hypotheses 

This study, rooted in leadership theory, safety culture models, and initial observations at SGP, constructs the following hypotheses:  
H1: Transformational leaders have a positive and significant impact on the safety culture of SGP. It is anticipated that leaders with vision, motivation, guidance, and empowerment will lead to increased safety participation, trust, and proactive behavior among employees. Transformational leaders engender psychological safety, foster dialogue, and establish a sense of collective accountability for reducing risk.  
H2: Micromanagement has a negative and statistically significant influence on safety culture at SGP. Micromanagement itself is anticipated to diminish engagement, limit the ability for employees to work autonomously, and deter them from reporting dangerous conditions and near-misses. Excessive control will produce compliance-based and reactive safety behaviors instead of proactive problem solving.  
H3: Transformational leadership has a stronger influence on safety culture maturity than micromanagement. Both types of leadership styles have a significant effect on safety culture, but transformational leadership will have a higher standardized beta coefficient for regression analysis, suggesting more impact on safety climate, teamwork, communication, and transparency of reporting.  
H4: Departments led by transformational leaders shall demonstrate higher levels of safety engagement, reporting frequency, and adherence to safety practices compared to departments led by micromanagers. This proposed hypothesis seeks to investigate different operational units (operations, maintenance, chemical section, etc.) to look at differences and how leadership behavior impacts safety engagement in practice.  
H5: Leadership styles combined account for a significant proportion of the variance in safety culture at SGP. This hypothesis assumes that leadership behavior is a major factor of safety culture maturity which could explain 50–70% of statistical variance (R²) in safety culture change. This positions leadership as a strategic lever to drive organizational safety improvement.
1.6 [bookmark: _Toc214578224]Significance of the Study

Major scientific, practical, and organizational contributions are made by the research in leadership, safety management, and port operations.

A. Scientific Significance  
Fills a gap in Middle Eastern and Saudi research  
Few studies focus on the safety culture in Saudi ports. This study generates new empirical evidence from one of the largest terminal operators in the Kingdom and provides insights on the leadership effects in a Gulf maritime context.  
Improves theoretical implications for leadership-safety interrelations.  
The study combines transformational leadership and micromanagement, offering an evenhanded account of both positive and negative leadership dynamics, an aspect that is often overlooked.  
Adds to the global literature of high-risk industries.  
Most of the leadership and safety culture studies are based on aviation, oil & gas, and healthcare. This study generalizes the theory to port operations, featuring unique safety dynamics such as vessel interface, heavy machinery, and hazardous containers.  
Helps validate a leadership–safety culture model.  
The regression analysis supports the use of models like the Safety Culture Maturity Model, Transformational Leadership Theory, as well as High-Reliability Organization (HRO) frameworks for safety.

B. Practical Significance  
1. Gives practical insight for improving leadership capability.  
Results will assist SGP management in determining which leadership activities support safety engagement and which impede cultural development.  
2. Funds SGP leadership development initiatives.  
The findings can help supervisors and frontline managers with staff training, coaching, evaluation of employees' performance, succession planning, etc.  
3. Directs safety culture changes (Strategic safety culture programs).  
Results can enable SGP to plan targeted interventions, e.g., reporting systems, empowerment programs, and departmental action plans.  
4. Focuses on minimizing incidents and operational risks.  
Leadership behavior that boosts safety reduces unsafe acts, process deviations, and preventable accidents.  
5. Communicates and motivates employees better.  
Results reflect an emphasis on open lines of communication; trust; and non-punitive reporting – all attributes of a strong safety culture.

C. Significance to the Nation and Vision 2030  
This is in line with Vision 2030 targets around operational excellence and the development of the workforce. Enhancing leadership is one of the major pillars of Saudi Arabia’s national human capital development framework.  
Advances modernization and digitalization in logistics.  
An effective culture of safety is at the heart of smooth, reliable, and sustainable port operations, and essential to the Kingdom’s global logistics ambition.  
Enhances the image of Saudi ports abroad.  
Showcasing safety excellence rooted in leadership is also reflected positively in SGP’s competitiveness and quality of service within the global maritime sector.

D. Importance of Organization for SGP  
Encourages standardized safety action throughout the various departments.  
Focusing on leadership influence to harmonize safety practice in operations, maintenance, chemical management, and support functions.  
Shifts the focus from rules vs safety to shared responsibility.  
Leadership plays a role in transitioning from a safety mindset rooted in compliance-based behavior to a culture of engagement and learning with safety.  
Supports data-driven decision-making.  
Quantitatively assess the results of the study as supporting strategic planning, allocation of resources, and performance measurement.  
Building blocks for continued safety culture monitoring.  
The validated questionnaire can be utilized every 6–12 months for assessing the maturity of the culture and impact of leadership over time.

[bookmark: _Toc214578225]1.7 Scope and Limitations
Scope.  
•Location: Saudi Global Ports – Dammam  
• Time: The study is conducted in 2025  
• Participants: Employees from operations, maintenance, engineering, safety, administration, and sustainability  
• Variables: Transformational leadership (independent), micromanagement (independent), safety culture (dependent)  

Limitations.  
• The study uses self-reported perceptions, which may contain bias.  
• The research is cross-sectional, limiting long-term trend analysis.  
• Generalizability may be limited to port environments with similar characteristics.  
• Time constraints prevented inclusion of third-party contractors in the sample.

[bookmark: _Toc214578227]Chapter 2 – Literature Review

[bookmark: _Toc214578228]2.1 Introduction

In organizational behavior, safety culture and leadership are two intertwined concepts, especially in high-risk industries such as maritime logistics, oil and gas, aviation as well as building construction. Leadership helps to shape employee attitudes, the perception of risks, trust, and communication effectiveness, the commitment to company mission and values. Weak safety culture leads to greater incidents and near-miss underreporting or irregular safety performance. On the other hand, when culture is strong, proactive participation and exposure to hazards and continual learning for new hazards are encouraged. The last, and more important, thing that should be mentioned is the connection to organization’s leadership. A positive safety culture is increasingly viewed as the cornerstone of sustainable organizational performance, especially in high operational risk industries like maritime logistics. A central part of establishing that culture lies in leadership. Leadership is a key determinant of the behavior, motivation, and adherence to the safety protocol, according to research in organizational psychology, safety management (Clarke, 2013), and industrial engineering (Lu & Yang, 2019). This chapter carries out a literature review to describe the theoretical and empirical underpinning for transformational leadership, micromanagement and safety culture. It locates these concepts within global and regional contexts, specifically through the lens of Saudi Arabia’s logistics and port sector. As a large operator in this part of the Kingdom of Saudi Arabia's maritime logistics industry, Saudi Global Ports (SGP) are highly dependent on operational risk management, with safety engagement among key leadership drivers for the Sultanate. Learning how leadership styles such as transformational leadership and micromanagement influence the safety culture can provide a window on how SGP should strengthen its cultural maturity and conform to global standards and Saudi Vision 2030 goals. This section is a review of the literature related to safety culture, transformational leadership, micromanagement and their contribution to occupational safety. In order to do so, this chapter also investigates the local and global studies, theoretical basis and gaps in the industry.
[bookmark: _Toc214578229]2.2 Safety Culture: Definitions, Concepts, and Importance

Safety culture emerged after major industrial disasters—most famously the Chernobyl nuclear accident in 1986—which made investigators decide that technical failures were secondary to human, managerial, and cultural failings. But since then, the term "safety culture" has been used more and more often throughout the field, with the common values, behavior and beliefs about safety being taken as critical that can define how such a company may prioritize safety initiatives. According to Reason (1997), culture is "the set of enduring values and attitudes toward safety that a company shares among everyone in its organization." Cooper (2000) also develops this insight, conceptualizing safety culture as a dialectic among psychological, behavioral, and situational dimensions. In other words, safety culture isn’t just something that people say or think — it can be seen in what they do and in the systems that management has in place. In port facilities such as SGP, safety culture is particularly important – huge machines, moving traffic, dangerous cargo, work with time-critical activities. One shortcoming — poor communication or a complacent supervisor — can result in disastrous accidents with wide operational implications. Elements of safety culture are:  
1. Shared Safety Values and Beliefs. Employees should all have a shared belief that safety is a fundamental organizational priority. When shared values do not exist, the roles of safety are procedural, not cultural.  
2. Behavioral Norms. That includes the daily practices that determine whether employees do procedures, step in when someone does something unsafe, or avoid what happens when faced with pressure.  
3. Risk Awareness. To create a mature safety culture, you need situational awareness, familiarity with hazards, and proactive risk management behaviours.  
4. Reporting Culture. Employees are more comfortable reporting hazards, near-misses and unsafe conditions without fear of retaliation.  
5. Learning Culture. Organizations with strong safety cultures use incident investigation and data to improve systems rather than blame people. The significance of safety culture is well-known. In port operations, where the environment comprises heavy machinery, vessel movements, suspended loads and hazardous containers, safety culture is very important in mitigating potential risks for injuries, damage to equipment and operational delay.


[bookmark: _Toc214578230]2.3 Leadership Theories Relevant to Safety

At the center of safety culture are leaders: because the ways we communicate, perceive risk, and engage directly reflect supervisors and managers’ influence. Several leadership models have provided insight into safety performance and outcomes:

Transformational Leadership Theory. Bass and Avolio's (1994) transformational leadership focus on inspiring, intellectually stimulating, and improving followers. Transformational leaders articulate a memorable vision, empower followers, and cultivate trust—behaviors that are closely correlated with positive safety outcomes. Transactional Leadership Theory. Transactional leadership is concerned with compliance, monitoring, and reward/punishment systems. Effective as a rule enforcer if not as a proactive safety deterrent or as an open communication facilitator. Situational Leadership Theory. According to this theory, a leader has to adjust their style according to the maturity, competence, and needs of their followers. Leadership flexibility is crucial for the safety industry where there are variable levels of risk and diverse experiences among the workforce in which flexible leadership is vital. Leader-Member Exchange Theory (LMX). LMX also explains that strong relationships between leaders and followers create trust, which enhances safety communication and reporting. Across these theories, one conclusion remains consistent: leadership style has a strong effect on employee behavior in high-risk settings.


[bookmark: _Toc214578231]2.4 Transformational Leadership and Safety Outcomes

Transformational leadership is widely regarded as the most effective approach for enhancing safety behaviors and fostering a positive safety culture. This leadership style is characterized by four key components:

1. Idealized Influence (Role Modeling): Transformational leaders serve as ethical role models, demonstrating a strong commitment to safety. Employees are likely to emulate these behaviors.

2. Inspirational Motivation: These leaders articulate a compelling vision of safety excellence, motivating employees to strive for high standards in safety performance.

3. Intellectual Stimulation: Employees are encouraged to think creatively about safety challenges, which can lead to improved hazard identification and innovative solutions.

4. Individualized Consideration: Transformational leaders provide personalized support and coaching, which enhances employee morale and engagement.

Numerous studies have established a positive link between transformational leadership and safety outcomes:

- Barling et al. (2002) found that transformational leadership is associated with a reduction in workplace injuries.
- Clarke (2013) showed that this leadership style enhances safety participation and reporting among employees.
- Lu & Yang (2019) discovered that transformational supervision in container terminal operations leads to increased safety compliance.

In the context of port operations, such as those at SGP, transformational leadership proves particularly valuable. It cultivates trust within multicultural teams, enhances communication across shifts, and promotes collaboration during high-pressure situations.


[bookmark: _Toc214578232]2.5 Synthesis and Discussion of Previous Studies
Micromanagement and Its Negative Impacts on Safety Culture

[bookmark: _Toc214578233]2.5.1 Transformational Leadership → Positive Impact on Safety Culture
Transformational leadership is considered one of the best predictors of safety culture maturity. Engaging individuals, giving them meaningful feedback, showing commitment to safety, and dedication to health and safety drive changes from reactive to proactive safety behavior from leaders. Key pathways include:
• Role Modeling: Employees emulate leaders who consistently demonstrate safe behavior.
• Empowerment: Workers feel responsible for identifying and correcting hazards.
• Psychological Safety: Employees feel safe to report near-misses.
• Improved Communication: Leaders create open channels for safety feedback.
• Motivation: A compelling vision (e.g., “Zero Harm”) inspires voluntary commitment.
Studies in container terminals (Lu & Yang, 2019) show that transformational leadership improves hazard identification, adherence to procedures, and teamwork—critical factors in SGP’s daily operations.


[bookmark: _Toc214578234]2.5.2 Micromanagement → Negative Impact on Safety Culture
Because micromanagement leads to lower safety engagement, which is why micromanagement has also been linked to decreased safety because employees tend to avoid taking initiative when they are over supervised or over controlled, safety engagement has also been shown to be negatively correlated with safety engagement. The negative effects include:
• Fear of being blamed causes underreporting of hazards.
• Workers refuse to speak up when they believe they do not have a voice and therefore their opinions do not count.
• Workers only obey when supervisors are available which results in inconsistent safety behavior.
• There is a lack of creativity and proactivity in problem-solving.
Micromanagement fosters what some safety researchers term a “compliance culture”: employees don’t fully appreciate the hazards, but they follow the rules anyway.
In port environments this is problematic because:
• Conditions change quickly, demanding flexible, empowered decision-making.
• Delays in reporting hazards can lead to immediate operational risks.
• In the absence of a supervisor, lapses in safety behavior are often made.


[bookmark: _Toc214578235]2.5.3 Combined Leadership Effects 

Studies have shown that the overall leadership styles combined contribute to a significant proportion of the variation in safety culture perceptions across departments. Transformational leadership facilitates communication and trust, while micromanagement undermines both these dimensions. The joint effect means:
• Departments with transformational leaders have higher levels of safety initiative, near-miss reporting, teamwork, and situational awareness.
• Departments with micromanagers tend to have lower safety scores, more violations, and fewer proactive behaviors.
• Mixed environments (both styles are present) lead to inconsistent expectations and uneven safety culture maturity.
In the context of SGP—where only ~20% of managers adopt transformational practices—the overall safety culture reflects these inconsistencies.

[bookmark: _Toc214578236]2.6 Summary and Discussion of Previous Studies

Empirical studies examining leadership and safety culture have grown substantially across various industries, including oil and gas, aviation, maritime transport, healthcare, and logistics. Although the body of literature is extensive globally, empirical research specific to port operations and the GCC region remains limited. This section provides a systematic review of key studies and their relevance to the current research.


[bookmark: _Toc214578237]2.6.1 Global Empirical Evidence

One of the most notable contributions is Clarke’s (2013) meta-analysis, which reviewed over 50 studies across high-risk industries. Clarke found that transformational leadership consistently produced positive safety outcomes, including higher employee safety participation, reduced accidents, and stronger safety climate perceptions. This reinforces the theoretical argument that leadership must extend beyond procedural enforcement to shaping values and beliefs.
Barling et al. (2002) provided another influential study by demonstrating that leadership training could significantly reduce workplace injuries. Their findings support the premise that leadership behaviors can be developed, and that investments in leadership capability can yield measurable safety improvements.
Research in maritime and container terminal settings, such as the study by Lu and Yang (2019), further confirms that leadership significantly influences compliance and hazard reporting. Their work revealed that transformational leadership improved safety participation more strongly than transactional leadership, a finding directly relevant to SGP’s context.


[bookmark: _Toc214578238]2.6.2 Regional (Arab/GCC) Empirical Evidence

There is an increasing volume of research concerning safety culture within the Arab world and the Gulf, but it is still a fairly new area. Many of the GCC research studies stress the effects of top-down approaches to management, high power distance, and limited openness in communication on the development of the safety culture. Al-Shehri et al. (2020) showed that transformational leadership predicted safety compliance and participation in Saudi industrial organizations and concluded that trust and empowerment of employees are culturally congruent and beneficial within the Saudi context. In the Saudi logistics sector Al-Qahtani (2023) was concerned with investigating the negative influence of micromanagement on safety engagement. The study showed that excessive close supervision has decreased the near-miss reporting of potential hazards, hindered identifying hazards, and fostered compliance based on the level of stress instead of value-based safety behavior. Studies from UAE ports (see Khalifa Port and Jebel Ali) report some of the same results, with leadership commitment being the most powerful predictor of safety performance, far surpassing procedural control and training.

[bookmark: _Toc214578239]2.6.3 Comparative Evaluation of Studies

There are several gaps while global findings are consistent:
• Transformational leadership has dominated in most studies but there is very little focus on micromanagement.
• Very few works on comparing these two leadership styles across the same model.
• There is scant research on port operations in the Arab region, yet ports are very important to the national economy.
• Most of the previous studies focus on safety climate rather than safety culture maturity.
• Only a few incorporate multidisciplinary teams with a focus on operations, maintenance, engineering, safety, and administration.
These shortfalls emphasize the necessity of a wider approach, and this research seeks to fill these voids through examining both positive and negative leadership behaviors within SGP.

[bookmark: _Toc214578241]2.7.1 Sector-Specific Gaps

There is a noticeable lack of studies examining safety culture in port locations, particularly within the Middle East. Most research focuses on oil and gas, manufacturing, aviation, or construction. Ports have distinctive operational characteristics—such as ship traffic, crane operations, and dangerous cargo management that require focused study.

[bookmark: _Toc214578242]2.7.2 Geographic Gaps

Under Vision 2030, Saudi Arabia is undertaking rapid modernization in logistics, positioning itself as a global supply chain hub. Nevertheless:
     • Only a handful of studies examine safety culture in Saudi ports.
     • Leadership-related safety research in the GCC remains underdeveloped.
     • Cultural variables such as hierarchy, communication patterns, and power distance are seldom integrated into safety models.

[bookmark: _Toc214578243]2.7.3 Leadership-Specific Gaps

This research helps close these geographic gaps. Previous studies have primarily centered on transformational leadership, although limited attention is given to micromanagement despite evidence of its prevalence in the region. Furthermore:
     • Few studies examine the simultaneous influence of positive and negative leadership         behaviors.
     • There is minimal research comparing leadership effects across different departments within the same organization.
     • There is limited use of structured quantitative methods to test leadership-safety relationships in ports.




[bookmark: _Toc214578244]2.7.4 Measurement and Methodological Gaps

Previous studies often rely on: 
• Compliance to safety alone, neglecting participation, reporting, and engagement. 
• Limited sample sizes that do not capture organizational variation. 
• Self-reported leadership assessments instead of employee-rated perceptions. 
• Non-validated measurement tools. This study addresses these concerns by employing: 
• A validated questionnaire 
• A sample from multiple departments at SGP 
• Statistical methods (correlation, regression) to quantify relationships 
• Sizable participation (~200 employees)

[bookmark: _Toc214578245]2.7.5 Organizational Gaps

At SGP specifically: 
• Safety culture maturity is moderate (~3/5)
 • Departments have widely different styles of leadership 
• Micromanagement seems widespread (~80%) 
• Employee safety engagement ranges from moderate to low 
• Reporting culture is not consistently strong 

These conditions justify the need for leadership-focused research within the organization.

[bookmark: _Toc214578246]2.8 Theoretical Framework of the Study

The following study conceptually integrates transformational leadership, micromanagement, and safety culture as one model to explore the impact of leadership behavior on organizational safety culture at SGP.
[bookmark: _Toc214578247]2.8.1 Rationale for the Framework

The model logic is derived from three fundamental arguments:
1. Leadership behavior is one of the strongest determinants of safety culture. Decades of research illustrate that leadership affects:
• Safety communication
• Employee engagement
• Trust and psychological safety
• Decision-making autonomy
• Incident reporting
• Compliance and participation
Hence, leadership styles are the independent variables of the present study.
2. Safety culture reflects how employees interpret the actions of leaders. Safety culture is constructed from how employees perceive:
• Supervisory support
• Management priorities
• Organizational fairness
• Safety versus production balance
This renders safety culture an appropriate dependent variable.
3. Transformational leadership and micromanagement represent opposite ends of the leadership spectrum.
• Transformational leadership = empowerment, trust, inspiration
• Micromanagement = control, pressure, punitive oversight
Together their joint impact provides a complete picture of leadership effects at SGP.

[bookmark: _Toc214578248]2.8.2 Model Structure
Independent Variables:
1. Transformational Leadership
o Idealized Influence
o Inspirational Motivation
o Intellectual Stimulation
o Individualized Consideration
2. Micromanagement
o Excessive control
o Punitive supervision
o Limited autonomy
o Narrow communication
Dependent Variable:
• Safety Culture
(employee perceptions of engagement, reporting, communication, leadership commitment)

[bookmark: _Toc214578249]2.8.3 Conceptual Model Diagram
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[bookmark: _Toc214578250]2.8.4 Justification for Using This Framework

This model is applicable to SGP due to:
1. The organization displays both transformational leadership (20%) and micromanagement (80%), thus requires dual analysis.
2. Safety culture maturity, moderate (3/5), also shows leadership interventions can boost performance considerably.
3. SGP is undergoing digital transformation, sustainability initiatives, and AI-based safety systems, but these require empowered communication instead of micromanaging.
4. A multicultural workforce increases the need for trust-based leadership.
5. The port environment calls for expedient decisions; excessive control postpones responsiveness to safety concerns.
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