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Abstract 

In the current global economy, improving productivity in the construction industry is becoming vastly 

important in order to achieve projects success. Many management tools were built based on key 

productivity factors, particularly in developed countries to help construction organisations achieve high 

levels of productivity. However, these management tools may not apply globally since factors affecting 

productivity differ from country to country. Additionally, it becomes a complex subject when workers 

motivation is included. 

 

In the case of Jordan, there has been a lack of research in the area of workers motivation and 

productivity, despite it being an issue identified by academics, and a challenge facing the Jordanian 

construction industry. Hence this study developed a framework aimed at enhancing productivity based 

on the key motivational factors identified. 

 

A thorough literature review was carried out on the theories of motivation as well as the contemporary 

works on productivity in the construction industry led into the identification of 52 factors that were 

summarised under four major groups: socio-logical, physical, economical, and organisational factors. 

Additionally, due to the lack of research in the subject area in Jordan; a preliminary study was conducted 

where the results were used as a benchmark for the main research approach. 

 

An explanatory mixed methods approach was used to identify the key motivational factors affecting 

productivity. A questionnaire survey was sent to construction workers of all levels in various 

construction sites in Jordan. Analysis of the results using the severity index produced ten main factors: 

(1) work satisfaction; (2) pay on time; (3) feeling of achievement; (4) organised site management; (5) 

good site supervision; (6) good relationship with employer; (7) high responsibility job; (8) clear work 

schedule; (9) materials availability; and (10) amount of pay. Factor analysis was used as a data reduction 

technique to produce five main components that were used in the development of the productivity 

framework. Semi structured interviews were carried out after the analysis of the quantitative data to 

further reinforce the data obtained, identify the role of organisational culture in impacting workers 

productivity, and to validate the workability of the framework. The novelty and the contribution of the 

research is that the proposed framework will enhance the productivity and competitive advantage of 

Jordanian companies when competing against others and enhance both their practice and decision 

making. 
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1. Chapter 1: Introduction 

 

1.0 Background 

Productivity has always been regarded as a vital element to the economic growth of both 

developing and developed countries. Due to its importance, it is often linked with the success 

and consequently the failure of construction projects (Yi and Chan, 2013). Hence it is currently 

one of the most discussed contemporary issues within the industry, with researchers and 

practitioners a like constantly seeking methods to improve productivity. Furthermore, 

productivity is used as a prime indicator for evaluating the performance of construction projects 

due to it being a flexible resource (Jarkas, 2010). Productivity can be defined as the ratio of 

output of goods to the input of resources. In the context of the construction industry the main 

resource of productivity is manpower (Kisi et al. 2017). Hence workers productivity is an 

important construction productivity measure, (Swies et al. 2013). 

 

 In recent years, the construction industry has been criticised for low levels of performance and 

productivity, with the industry having taken a big hit since the global recession and has still not 

fully recovered. Moreover, due to the high levels of competitiveness in the industry and the 

importance of productivity to countries’ economies, many of the challenges facing the industry 

have been tackled by past studies, which have generated significant interest in both the 

construction business and academia, (Park et al., 2005). Maloney (1983) suggested a 

productivity improvement program where the introduction of a rewards system and job security 

guarantees could encourage workers towards increased productivity. Olomolaiye (1990) 

explored the work of bricklayers and the relationship between motivation and productivity. A 
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list of motivating and demotivating factors was presented in this study, which concluded that 

good supervision and on-site management were the most influential. Thomas et al. (1990) 

argued that industry-based productivity models were inaccurate when applied to labour 

intensive industries, and instead two productivity models were proposed, which were, the factor 

model, and the expectancy model. Kaming et al. (1998) investigated craftsmen working on 

high-rise buildings in Indonesia and concluded that low levels of productivity were due to lack 

of materials, change in work order and absenteeism. In the USA, Rojas and Aramvareekul 

(2003) studied labour productivity drivers on multiple construction sites, and the results of their 

study revealed surprising results, where external factors, usually cited as a cause of productivity 

issues, were found to be one of the least relevant drivers. Instead, management skills and 

manpower issues were found to be the two important drivers to improve productivity. Abdul 

al Kadir et al. (2005) investigated delay-factors affecting productivity in Malaysian residential 

projects and identified: material shortage on site, changed orders, incompetent site management 

by the contractor, and late payment to the contractor, as the most important factors affecting 

productivity. Durdyev and Mbachu (2011) studied labour productivity in New Zealand, 

identifying: rework, level of skill and experience of the workforce, adequacy of method of 

construction, buildability issues, and inadequate supervision/coordination as the key factors 

affecting on-site productivity. Jarkas (2015) investigated the factors affecting workers 

productivity and identified: design errors, change orders, poor supervision, and overtime as the 

most impactful factors.  In a study done in Cambodia, Duryev and Mbachu (2017) identified 

the key constraints to labour productivity in residential projects and where shown to be: site 

management, external factors, workforce, and resources factors. Alaghbari et al. (2019) 

examined the factors affecting workers productivity in Yemen. Using the relative importance 
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index method, their study showed that work experience, materials shortage, good site 

management, availability of suppliers, and the political situation as the most impactful factors. 

 

Various factors impact labour productivity in the construction industry. The impact of these 

factors on productivity can be quantified by productivity models. These models play an 

important role in estimating, scheduling, and planning decisions for construction. Thomas and 

Yiakoumis, (1987) proposed a model to identify the factors impacting construction-labour 

productivity. Sonmez and Rowings (1998) measured the productivity of concrete casting, 

formwork, and concrete finishing tasks by using regression and neural-modelling techniques.  

Kisi et al. (2017) presented a framework for optimising productivity using a qualitative factor 

modelling technique. Thomas et al. (1999) studied the productivity levels of ironworkers 

operating in cold weather conditions. Hewage and Ruwanpua (2006) studied time wasted at 

the job sites on the productivity of carpentry workers. Faridi and El-Sayegh (2006) examined 

the effects of management-system techniques on productivity and the overrun time of projects. 

Dai et.al (2009) conducted a survey aimed at quantifying the perceptions of craft workers on 

the factors affecting productivity. Previously, in 2007, the same researchers carried out an 

analysis of craft workers, and the perceptions of foremen, on the factors affecting construction 

labour productivity. Sweis et al. (2008) investigated the factors affecting baseline productivity 

in the US and the UK when compared with Jordan. In a study in Egypt, El-Gohary and Aziz 

(2013) classified productivity factors into three categories, which were: human; management; 

and industrial. The results of their study ranked the management category the highest of the 

three categories. In a similar study done in Egypt, Gerges et al. (2016) identified materials 

shortage and delivery, payment delays, and unskilled labour as the most impactful factors 

affecting productivity.  Johari and Jha (2020) examined workers motivation and its link to their 
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productivity in Indian construction sites using nonlinear regression analysis, they concluded 

that workers motivation was not impacted by factors such as financial rewards or job security, 

but rather by feelings of accomplishment and gaining respect among their co-workers.  

 

While these past studies identified many key factors affecting productivity, few of them 

considered the motivational factors, or more importantly, how the organisational culture 

influences workers on site. Additionally, productivity models developed in the past focused on 

applying theories to measure productivity, rather than understanding workers motivation. 

 

1.1 Justification of the Research 

In Jordan, the construction-industry sector accounts for 5.5% of the Kingdom’s gross domestic 

product (GDP) which is 2.8% higher than the electricity and water sector, and 1.5% higher than 

the agriculture sector (Central Bank of Jordan, 2016). The industry has been criticised for its 

suboptimal performance, which has resulted in higher construction cost and unemployment as 

most of the construction projects are executed by foreign firms. Additionally, the Jordanian 

construction industry is shown to lack the needed productivity levels (Hiyassat et al., 2016). 

Indeed, this is evident from the constant time and cost project overruns (Sweis et al. 2008; Abu 

Hammad et al. 2010; Smadi and Mattarneh, 2015). To assess the challenges faced by the 

industry, several studies targeted the many challenges facing the Jordanian construction 

industry and they classified them as: (1) Project delays (Al-Momani, 2000; Odeh and Battaineh, 

2002; Assaf and Al-Hejji, 2006; Sweis et al. 2008); (2) Health and safety (El-Mashaleh et al. 

2010; Alkilani et al. 2013); and (3) Information Technology (El-Mashaleh et al. 2006; El-

Mashaleh et al. 2007).  
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Although multiple issues and challenges were receiving considerable attention from 

organisations and researchers alike, few studies targeted productivity, and research in the area 

of motivation was scant. Studies in the field of productivity focused mainly on external factors 

such as weather conditions, material availability and shortage, technology, and managerial 

skills (Sweis et al. 2008; Sweist et al. 2013; Hiyassat et al., 2016). However, none of these 

studies considered the more complex aspects of productivity, such as the motivation of workers 

or the cultural differences between them which need to be fully explored. These factors, as an 

integral part of construction projects; are worth researching because it will give a deeper 

understanding of the issues and provide empirical analysis and possible mitigating approaches 

to professionals and academics. 

 

The kingdom of Jordan being a haven of security in the troubled middle east, and thus accepting 

more and more refugees over the years, hence, demands for housing and investments projects 

are ever increasing. This has led to a boom in the construction industry which presents a unique 

condition that warrants research into improving the construction industry through studying 

workers productivity. The work of this thesis is the first major study in Jordan to focus on the 

widely recognised productivity problem in Jordanian construction projects, critically 

identifying the major causes behind this issue, by examining both the organisational culture, as 

well as what motivates them. 
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1.2 Research Aim and Objectives 

This research aims to examine the key motivational factors affecting construction labour 

productivity, in order to develop a framework to enhance the productivity levels of Jordanian 

construction companies. The novelty and the contribution of the research is that the proposed 

framework will enhance the productivity and competitive advantage of Jordanian companies 

when competing against others and enhance both their practice and decision making. The study 

objectives are: 

1. To identify factors affecting the productivity of workers in the Jordanian construction 

industry 

2. To determine the key motivational factors influencing workers on sites 

3. To examine the role of organisational culture and its influence on the motivation of 

construction workers 

4. To investigate the possible remedial measures required to improve labour productivity 

5. To develop a framework to enhance productivity based on key influential motivational 

factors 

 

1.3 Research Questions 

The research aims to answer the questions below: 

1. What are the major motivational factors affecting labour productivity in the Jordanian 

construction industry? 

2. What is the link between culture and the motivation of workers, and how does it 

impact productivity?  

3. How can the influential factors be used to measure and predict labour productivity 

and thus improve practice and decision making? 
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1.4 Research Design 

This study intends to adopt pragmatism as the research epistemology, using both a qualitative 

and quantitative research strategy. This is because a real-world issue is examined where both 

paradigms are considered essential to contribute to a meaningful conclusion (Farrell, 2016). 

The data collection methods included both quantitative and qualitative techniques. The 

research design was done in multiple stages. Firstly, a preliminary study was conducted to gain 

first-hand data on motivational factors affecting productivity in Jordan, this was used as a 

benchmark for the main research approach. Secondly a questionnaire survey was deployed to 

identify the key motivational factors affecting workers productivity in the Jordanian 

construction industry. Thirdly the productivity framework was developed based on the results 

from the quantitative analysis. Lastly semi structured interviews were conducted with 

participants from the questionnaires in order to reinforce the study results, identify the role of 

organisational culture in influencing workers motivation, and to validate the workability of the 

developed framework. 

 

1.5 Research Scope 

This study focuses on identifying the key motivational factors affecting productivity in 

Jordanian construction sites, four major groups were identified from the past literature and 52 

factors were surveyed. Severity index ranking was used in identifying the top factors, 

moreover, factor analysis was used to develop a framework to assess worker productivity. This 

framework will help in enhancing the productivity and performance levels of companies, by 

focusing on worker motivation. Finally, this research critically reviewed the role of 
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organisational culture through the use of semi structured interviews, which has aided in 

reinforcing the results of this study. 

1.6 Publications 

Throughout the duration of this study, there were several outputs that were produced and 

contributed to the existing knowledge, the researcher have produced and is continuing to 

produce outputs based on the results of this study, the publications produced are listed below: 

 

1. What Motivate Workers in Construction Sites? A Quantitative Approach. Alabbadi, G., 

Arewa, A. and Agyekum-Mensah, G.2020 Journal of Management in Engineering [In 

press] 

2. The Effects of Motivational Factors on Construction Workers Productivity in Jordan. 

Alabbadi, G. and Agyekum-Mensah, G. 2019 International Journal of Construction 

Management  

3. Workers Productivity in Construction Sites: A Critical Review.   Proceedings of the 

International Conference on Industrial Engineering and Operations Management Paris, 

France, July 26-27, 2018  

4. An examination of the factors affecting worker productivity in the Jordanian 

Construction Industry AlAbbadi, G. and Agyekum-Mensah, G. 2017 Proceedings of 

the International Conference on Industrial Engineering and Operations Management. 
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1.7 Thesis Layout 

This thesis has eight chapters, as illustrated in Figure 1.1. Brief description of each chapter is 

shown below: 

1.7.1 Chapter 1- Introduction 

The first chapter of this thesis outlined an introduction to this research project, and the origin 

of the idea that built this thesis, the research aims and objectives, the research methodology, as 

well as the research’s scope and publications. 

 

1.7.2 Chapter 2- Motivation Theories and their Applications in the Construction 

Industry 

This chapter discussed the background and history of human motivation, as well as critically 

discussing the main motivation theories in terms of applicability on different cultures. Finally, 

the chapter illustrated their applications in construction industry. 

1.7.3 Chapter 3- Productivity in the Construction Industry 

This chapter discussed and critically analysed productivity and its effects in construction sites, 

published literature on factors affecting productivity, key motivational factors, and comparison 

studies carried out between several countries were discussed and critically reviewed. 

1.7.4 Chapter 4- Preliminary Study  

This chapter presented an initial study carried out in Jordan to gather preliminary data to serve 

as a benchmark for the main research method. The primary research technique focused on 
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observing the craftsman and interviewing the site engineers in a hotel project undertaken in 

Amman, more specifically the Abdali Boulevard. 

1.7.5 Chapter 5- Research Methodology 

This chapter described the research method adopted in this study, as well as the justification of 

using a mixed method approach. Additionally, it illustrated the method of data collection, 

sample of population, methods of analysis, and reliability and validity of the research as well 

as the research ethics. 

1.7.6 Chapter 6- Data Analysis 

This chapter included the analysis of the questionnaire survey, motivational factors were listed 

in terms of their corresponding groups, as well as multiple rankings were used. The factors 

were ranked in terms of their severity index. Additionally, it showed the method of factor 

analysis used to produce the five main components that resulted in the framework development. 

Finally, it analysed the interviewees opinions using content analysis. 

1.7.7 Chapter 7- Discussion 

This chapter discussed the results obtained from the questionnaire survey. It critically discussed 

the top motivational factors obtained by comparing them with existing studies on factors 

affecting workers productivity. Moreover, it demonstrated the framework development and 

validation processes. 
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1.7.8 Chapter 8- Conclusion 

This chapter concluded this thesis, with the main objectives of the research represented and 

critically discussed. The goal of each objective was illustrated and discussed, moreover the 

research key contributions were discussed, and recommendations based on the study findings 

were made. 



25 

 

 

 

 Figure 1.1 Thesis Structure 
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1.8 Summary 

This chapter provided an overview of the thesis where a brief background of the research was 

provided. The research aim and objectives, justification, knowledge gap, research design and 

scope were discussed. This study has developed a framework based on key motivational factors 

affecting productivity as there are currently no major studies within the Jordanian construction 

industry on this topic. 

 

The next chapter will critically review the various theories of motivation with their related 

definitions and concepts. Furthermore, the chapter critically reviews the application of the 

motivation theories in the context of the construction industry. 
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2. Chapter 2: Motivation Theories and their 

Applications in the Construction Industry 

 

2.0 Introduction 

Early assumptions on motivation were based around people seeking pleasure and comfort, 

while avoiding hard work and displeasure (Griffin and Moorhead, 2011). These assumptions 

while making perfect sense, do not explain many frequently observed human behaviour 

examples. For instance, medical doctors who constantly check up on their patients, employees 

who work extra shifts to get ahead, people who simply care and help one another, researchers 

who spend more quality time to ensure they contribute to existing knowledge, are all being 

driven by the motivational force, (Pinder, 2014). Hence researchers have realised that 

motivation cannot be contained within this limited view of human behaviour, (Latham, 2012). 

Griffin and Moorhead (2011) describe motivation as a force that causes a person to engage in 

a certain behavior or in a way of living. A good example for expressing motivation; is much 

like a vehicle that requires fuel to run. In human terms, each of us needs a specific fuel to help 

us run and to fill us with the desire to work, love, produce offspring and ultimately achieve our 

desired goals. As it is with engines, all people are different, and they don’t all run using the 

same fuel. Morrison and Burke (2007) stressed that not everybody is motivated in the same 

way, what motivates one person will not necessary motivate the other. In this respect, it is 

essential for the management of construction companies to gain a clear understanding of the 

basic motivation factors to help them understand their employee needs, and to fuel their desire 

to work so as to enhance productivity and project delivery. However, Freeman-Bell and 
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Balkwill (1996) claimed that identifying the key motivational factors can be challenging as it 

is widely recognized as a complex issue where many factors are involved. 

This chapter discusses the main motivational theories developed throughout the years, 

highlights its strengths and weaknesses, and critically discusses the differences and similarities 

between them. Finally, it presents their applications in the context of the construction industry 

in multiple countries. 

2.1 Motivation Theories 

Motivation theories are commonly split into need, and process theories. Need theories refer to 

those that are associated with the force within a person (e.g. need, desire, drive) which explore 

what motivates them. Maslow's Hierarchy of Need, Aldefer's ERG theory, Herzberg’s Two-

Factor theory, and McClelland's Theory of Needs, are all examples of need-based theories. 

Process theories are basically associated with how a person is motivated, and the major theories 

which fall under this category are expectancy theory, equity theory, reinforcement theory, and 

job characteristics theory. 

2.2 Need Theories 

2.2.1 Maslow's Hierarchy of Needs 

Abraham Maslow’s theory was first discussed in his book “Motivation and Personality” in 

1943. The main assumption behind the theory is that people will seek to fulfil certain needs 

before moving on, and such needs act as a motivator until they are fulfilled. Once they are met, 

however, they are no longer a motivator, and the person will then look for higher needs to 

accomplish as they progress in their lives. Maslow’s theory is often illustrated as a pyramid, 

where the bottom of the pyramid represents the basic physical needs for any person, such as 
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the needs for food, water, warmth, and sleep. Once these basic needs are met, the person can 

then progress up the pyramid towards more complex needs. As people progress up the pyramid, 

the needs become increasingly psychological and social, the need for love, friendship and 

intimacy becoming more important. Further up the pyramid, the need for personal esteem and 

feelings of accomplishment take priority. Maslow’s Hierarchy of Needs is shown in Figure 2.1, 

below: 

 

 
Figure 2.1 Maslow's Hierarchy of Needs 
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The five levels in Maslow’s pyramid are discussed below: 

 

2.2.1.1 Physiological Needs  

These include the basic needs required for any person’s survival, such as the need for oxygen, 

food, water, and warmth. According to Maslow (1943), the physiological needs are the most 

important of all needs; with the deprivation of all needs, the physiological needs will come first 

in a person’s search for satisfaction. Once these needs are fulfilled, a person will then advance 

to the next level, which are the safety needs. 

 

2.2.1.2 Safety Needs 

Safety needs deal with the achievement of control over someone's life uncertainties, which, in 

essence, reduces anxiety, such as: searching for job security; having a pension plan or health 

insurance. While these needs are important for survival, they are not as important as 

physiological needs, generally adults do not frequently require these needs, however they are 

clearly seen in children, who often show signs of insecurity and the need to be safe. 

 

2.2.1.3 Social Needs 

When a person fulfils the physiological and safety needs, the social needs become the 

motivator, these include the needs for love, affection, and belonging. Maslow (1943) explained 

that these needs are less basic than the two previous needs but argued that people will generally 

try and overcome feelings of loneliness, and alienation. A person may fulfil social needs by 

being a part of a social group, such as a supportive work group, or by simply having friendly 

interactions with managers. Once a person is satisfied within this level, they will then advance 

up the pyramid towards esteem needs. 
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2.2.1.4 Esteem Needs 

These needs refer to the human desire for internal and external esteem. Internal esteem includes 

self-respect, self-confidence, and personal worth. External esteem includes public image, 

public status, the respect of co-workers, and appreciation. When these needs are met, the person 

will feel valued, successful, and self-confident, consequently, not fulfilling these needs will 

lead to the person feeling weak, and helpless. 

 

2.2.1.5 Self-Actualization Needs 

Once all the previous levels of needs are satisfied, the need for self-actualisation is reached, 

this final level according to Maslow is the highest a person can reach, and it is there where a 

person needs are fully satisfied. This particular need is different from other needs, when a 

person is lacking food, sleep, love, or being jobless, it is clear what needs to be satisfied, 

however with the self-actualisation needs, a person can be restless, or lacking something, 

without particularly knowing what it is. This is the point where the desire to do what a person 

was born to do, is activated. 

 

2.2.2 Alderfer’s ERG Theory 

In 1972 Clayton Alderfer further developed Maslow’s theory, through the introduction of the 

ERG theory, where the needs were summarised into three groups: Existence, Relatedness and 

Growth. Existence needs were similar to Maslow’s physiological and safety needs,  relatedness 

needs represent the social needs that a person requires, similar to the social needs in Maslow’s 

theory, and growth needs which are the highest needs in this theory, are similar to self-

actualisation needs. 
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Alderfer’s theory, while similar to Maslow’s in many aspects, has two main differences. First, 

while Alderfer suggested that the needs are indeed on different levels, a person does not 

necessarily have to follow the hierarchy and satisfy a low-level need before moving up, 

multiple needs on different levels can be sought simultaneously. Secondly, the ERG theory 

suggests that when a person cannot satisfy a higher-level need, such as a growth need, like. 

more flexibility in the work environment, then lower level needs will be sought instead, such 

as working harder for a better wage or rewards. 

 

The ERG theory received more empirical support than that of Maslow’s, mainly due to the 

actual flexibility of the theory, and the assumption that multiple needs can be sought 

simultaneously to achieve satisfaction. However, both theories share an inherent weakness in 

that “they do an adequate job of describing the factors that motivate behaviour, but they tell us 

very little about the actual processes of motivation” (Griffin and Moorhead, 2011). 

Additionally, there have been debates on whether, or not, both of these theories might be 

culturally biased., because the fixed levels of needs in both of these theories was derived from 

results of experiments conducted within The United States, however people’s needs and 

priorities may change depending on the culture in which they live which has been shown in a 

number of studies.  

Studies conducted by Hofstede (1980), and Trompenaars (1993) suggest that culture can play 

a part in determining the importance of a particular need. For example, countries like Greece 

and Japan, where the culture places a high emphasis on uncertainty avoidance, as opposed to 

countries like the United Kingdom and the United States, where security and safety needs (e.g. 

job security) will motivate employees more than higher level needs like self-actualisation. 
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Another study conducted with Chinese employees by Nevis (1983) showed that Maslow’s 

needs were ranked differently, with belonging needs being the basic need, and safety needs 

being ranked highest in the hierarchy together with self-actualisation being  achieved by service 

in the community. The findings of these studies sparked off the assumption that the way the 

needs are ranked and valued as important, varies according to the cultural differences in each 

country. Additionally, they suggest that culture as a factor has an important influence on worker 

motivation and behaviour. 

 

2.2.3 Herzberg’s Two-Factor Theory 

The two factor theory, also referred to as the motivation-hygiene theory, was developed in 

1966, based on research done by Herzberg, Mausner and Snyderman (1959), when they 

examined the relationship between job satisfaction and productivity with 200 engineers and 

accountants. Based on the results of their research, Herzberg developed the motivation-hygiene 

theory, which suggests there are two unrelated dimensions which are: motivators, which are 

factors that lead to job satisfaction, and hygiene factors, which are factors that prevent 

dissatisfaction but do not necessarily guarantee satisfaction (Griffin and Moorhead, 2011). 

 

According to Herzberg (1966), motivators include all the intrinsic factors that affect employees 

in any work environment, these include but are not limited to: the work itself; work 

appreciation; growth and achievement; responsibility, and recognition. Hygiene factors 

represents the extrinsic aspects of work such as: pay amount, supervision, company policy, 

work environment, and social relations. The differences between extrinsic and intrinsic 

motivation is that extrinsic motivation refers to the actions a person performs to earn a reward 

or to get something in return for it, not because of enjoyment or satisfaction. While intrinsic 
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motivation refers to the activities a person performs for its own rewards rather than looking for 

external rewards such as money (Herzberg, 1966). Herzberg argued that the hygiene aspects of 

work may not provide satisfaction if they were met, but if absent from the workplace, could 

cause dissatisfaction and hence demotivate employees. In essence, for the motivators inside the 

workplace to function, the hygiene factors should be met, when an employee reaches the state 

of no dissatisfaction in the workplace, the motivators will then act on the employee to increase 

satisfaction and productivity (Tyson, 2014). 

In the literature, there has been considerable criticism regarding the two-factor theory, mainly 

on the methodology from which the theory was derived. In their research, Herzberg used the 

“incident recall” method for gathering data, which was, the idea that recalling a good or bad 

experience can be biased, because a person will have the tendency to attribute himself when 

recalling a good experience, and blame factors such as company policy, regulations, co-

workers, in the case of a bad experience that caused job dissatisfaction (Vroom, 1964). 

Additionally, the scope of the research was deemed as narrow, since the research only included 

203 engineers and accountants, and did not include low level workers such as assembly-line 

workers. These workers would be more likely to view finance as a motivator, as opposed to 

Herzberg’s theory which would view it as a hygiene factor (House and Widgor, 1967; 

Goldthrope, 1968; Locke, 1975; Holloway, 1991). 

 

There were multiple studies supporting Herzberg’s results and his theory (Kendall and 

Robinson, 1975; Jones and Lloyd, 2005; Jowett, 2008), however, it is interesting to note that 

most of the studies supporting Herzberg were conducted in America and the United Kingdom. 

Both of these are considered to be first-world countries and are developed, which could 

influence the results of Herzberg’s and the later supportive studies. In these countries, 
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satisfying the basic level of need is done through the benefits-system provided by government 

policy, in which case, employees could consider it as a hygiene factor, and hence look for other 

factors inside the workplace to act as motivators. 

 

The important assumption to draw from the two-factor theory criticism is that no theory can be 

applied globally, because people with different mind-sets and different motives are involved. 

In which case, multiple factors, that will influence the importance of intrinsic and extrinsic 

motivation on employees, such as: culture, education, type of work, living conditions, and 

personal goals need to be considered. (Morrison and Burke, 2007). 

 

2.2.4 McClelland's Theory of Needs 

The theory of learned needs is one of the most ubiquitous and pragmatic in personality and 

organisational scholarship (Royale and Hall, 2012). Developed by McClelland in 1961, the 

theory of needs suggests that a person is motivated by just three factors, which are: affiliation; 

achievement; and power. McClelland (1967) further argued that these needs are not in a set 

order, and through environmental factors inside the organisation as well as training, a person 

can develop a greater motivation to achieve. 

 

Achievement needs are the drive to reach high achievements relative to a set of standards. 

McClelland (1961, 1985) suggested that people with high achievement need possess an 

unwavering drive to succeed, motivated by the desire for personal achievement rather than 

rewards. They often strive to do better than their peers, and seek situations with high levels of 

responsibility, and challenging tasks. However high-achievers often seek feedback en-route to 

goal completion, to identify whether or not they are being successful (Eisenberger et al., 2005; 
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Royale and Hall, 2012). McClelland (1961, 1985) also added that, high achievers get a feeling 

of growth and satisfaction after overcoming challenging tasks and obstacles, but they need to 

acknowledge that it was achieved through their own actions. 

 

Power needs are the desires to gain power, making people strive to be influential and impactful 

on others. These people prefer to be placed into competitive and status-oriented situations and 

tend to be more concerned about prestige and gaining influence over others than with effective 

performance. McClelland (1961) argued that successful managers possess a high degree of this 

need. 

 

Affiliation needs create desires in people to connect; interact; and seek friendships and healthy 

social activities with others; and to look for tasks that involve social reactions and teamwork, 

rather than competition. 

 

Despite the many need theories, with their similarities and differences, the understanding and 

determination of what exactly constitutes a human need is not agreed upon. Table 2.1 below 

presents a comparison between the need theories discussed. 
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Table 2.1 Needs Theories of Motivation Comparison 

Maslow Alderfer Herzberg  McClelland 

Social needs 

➢Need for love, affection, and 

belonging 

➢Work groups, family and loved 

ones, good relationship with 

management 

Existence  

➢The social needs that a 

person requires 

Hygiene factors 

➢Improving factors 

leads to no 

dissatisfaction 

Factors: 

1) Pay Amount 

2) Supervision 

3) Company policy 

4) Work Environment 

Power needs 

➢Gaining influence over others 

desires to gain power 

Esteem needs 

Internal Esteem 

➢Self-respect, self-confidence, 

and personal worth 

External Esteem 

➢Public image, public status, the 

respect of co-workers, and 

appreciation 

Relatedness 

➢Need for interpersonal 

interactions 

Motivators 

➢Increases satisfaction 

and productivity when 

reached 

Factors: 

1) Work itself 

2) Work appreciation 

3) Growth 

4) Achievement 

5) Responsibility 

Affiliation needs 

➢Desires in people to connect 

Good Teamwork 

 

Self-actualization needs 

➢Highest a person can reach 

desire to reach full potential 

➢A person can be satisfied 

without reaching it 

Growth 

➢Need for self-growth 

and personal 

development 

 Achievement needs 

➢Unwavering drive to succeed 

➢Motivated by achievement 

rather than rewards 
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2.3 Process Theories 

2.3.1 Reinforcement Theory 

This theory also referred to as “behaviour modification”, was initially developed by Skinner 

(1963). The main assumption behind this theory is that outcomes from an event will dictate a 

person’s actions. In other words, it identifies which behaviour is learnt as a result of the 

consequences flowing from it. If a person realises that a certain behaviour or action will achieve 

the desired outcome, it is there where reinforcement takes place (Steers et al., 2004). This 

additionally indicates that similar behavioural actions are likely to be repeated under the same 

conditions in the future. the work itself; work appreciation; growth and achievement; 

responsibility, and recognition. 

 

 Reinforcement can be defined as the environmental factors inside the workplace, such as work 

conditions, work appreciation, and rewards. Based on that, Skinner (1963), studied the effects 

of different types of reinforcements on people’s behaviour, by continuous reinforcement and 

intermittent reinforcement. The former involves the use of rewards once a certain behaviour is 

noted, while the latter includes the use of positive reinforcement, such as rewards, or negative 

reinforcements, such as punishment at irregular intervals. 

 

Basically, the main focus of reinforcement theory is the effect of the environment on people, 

and how changes in the environment will cause changes in a person’s behaviour. It further 

argues that people will behave in a certain manner to achieve pleasant consequences, and 

similarly, avoid certain behaviours that cause unpleasant consequences. This indicates that 
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behaviours that lead to pleasant consequences for the person are likely to be repeated in the 

future, and, in a similar manner, behaviours that lead to troublesome consequences are less 

likely to be repeated.  

 

Interestingly, the core of the reinforcement theory does not consider a person’s feelings, 

attitudes, and other variables that affect behaviour, and focuses solely on the results of a certain 

behaviour. Following that logic, organisational management teams can use positive or negative 

inducements to ensure an employee will perform to the expected level.  

 

2.3.2 Equity Theory 

A widely recognised theory, the Equity theory, was introduced by Adams (1963). The main 

hypothesis of this theory is that individuals are not particularly concerned with what rewards 

they receive after completing a certain milestone, but more with what their colleagues received. 

Equity theory states that frequently, employees will compare their work effort and rewards 

relative to others in the workplace. The theory further argues that the motivation to work and 

ultimately work output is influenced by whether employees feel they are being treated fairly 

by the company. 

 

Since equity in the workplace addresses the allocation of outcomes across employees, social 

comparisons need to take place. Often the employees will do these comparisons by contrasting 

their work effort with the outcome they received, relative to that of their fellow employees. If 

the ratio feels unequal, that person will experience inequity tension (Kanfer, 1990). Feelings of 

inequality cause tension in the workplace which results in employees seeking fair treatment to 
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relieve that tensions. According to Campbell and Pritchard (1976), a person can reduce this 

tension by: 

1. Using a different approach when comparing the input-output ratio relative to the other 

employees. 

2. By changing the inputs e.g. doing more or less work, to observe a change in outputs. 

3. By altering the person, e.g. comparing with someone who is less successful or is doing 

an undesirable task.  

4. By leaving the situation, as in leaving the company or the field of work. 

 

According to Adams (1963), the method of preserving equity, and the magnitude of the 

responses depends on several factors; a) The strength of the perceived inequity, b) The strategy 

by which the person chose to restore equity, and c) Situational and individual restrictions on 

action. The multiple factors involved in whatever strategy a person chooses for comparison, 

further complicates the prediction of behavioural changes in the workplace (Kanfer, 1990). 

 

The feeling of inequity can exist in any organisation regardless of the cultural background, as 

for example, an employee in Jordan may feel just as frustrated as an employee in England. 

However, the difference lies in the degree of tolerance that an employee can take when 

constantly faced with inequity in the workplace. Westerners tend to be more assertive, and are 

not afraid to voice their disagreement if they are faced with a degree of inequity (Westwood, 

1992), but in the Middle East, people are willing to endure when faced with inequity for the 

sake of keeping peace and not cause issues in the workplace. So, it is crucial that managers do 

not dismiss these behaviours as minor issues that would fade with time. 
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Although it is accepted that employee satisfaction with organisational rewards is determined, 

in part, by comparisons with significant others, the process by which individuals arrive at their 

conclusions would be practically impossible to model. While people are perfectly able to do 

calculations for the ratio of inputs relative to outputs, they do not possess enough information 

to do so for others. This entire calculation process might be based on a subconscious feeling, 

that a fellow employee might be better off or worse off than oneself. This process, whether it 

is rational or not, is likely to be influenced by a person’s personality or perception of things. 

For an example, some people will consider themselves worse off than others, while some would 

consider themselves better off than others, even though they were both experiencing the same 

conditions. 

 

2.3.3 Job Characteristics Theory 

This theory first proposed by Hackman and Oldham (1976) is based on aspects of the need 

motivation theories of Maslow and Alderfer (self-actualization, growth needs). The theory 

proposes conditions in which employees can be intrinsically motivated while performing a 

specific task, and by achieving these conditions can reach high levels of motivation and job 

satisfaction. 

 

According to Hackman and Oldham (1976), there are various dimensions within the workplace 

that affect employee motivation, hence, for organisations to increase employee motivation and 

enhance work attitude and quality, they should enhance jobs along five dimensions, which are: 

1. Variety: an employee occupying a job that requires different set of skills to perform 

multiple activities, is likely to feel that the job is meaningful, which will increase 

motivation and job satisfaction. 



42 

 

 

2. Identity: which basically means performing a certain task that will have a visible 

outcome, this way employees will feel satisfied knowing that their piece of work was 

important. 

3. Significance: this refers to the importance of certain tasks to other people lives, in 

which case, employees will feel motivated and satisfied in the work they do knowing 

that it impacts other people. 

4. Autonomy: this refers to the degree of freedom and independence for employees to 

schedule their own work and decide which method to use in order to complete it. 

Having more freedom would lead people to take more responsibility in completing 

tasks, and consequently take responsibility for the results achieved. 

5. Feedback: this refers to receiving feedback on the performance of a task from others 

in the workplace, such as supervisors, managers, or even colleagues. 

 

Fulfilling these five dimensions will cause employees to gain higher job satisfaction, and 

internal motivation, which will lead to an increased work performance, as seen in Figure 2.2, 

below. 
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Figure 2.2 The Five Dimensions (Hackman and Oldham, 1976) 

 

As can be seen from figure 2.2, achieving the five proposed dimensions will lead to 

experiencing psychological states in the form of meaningfulness, responsibility, and 

knowledge of the results, which in return will produce positive outcomes in the form of overall 

satisfaction and intrinsic motivation. When employees are satisfied with their work and are 

experiencing high-levels of motivation, they will enjoy their job which will lead them to 

perform at higher levels, as workers feel they have the chance to gain personal growth and 

ultimately a sense of achievement. Additionally, workers possessing these psychological states 

are less likely to leave their jobs. (Hackman and Oldham, 1976; Tiegs et al., 1992). 

 

2.3.4 Vroom’s Expectancy Theory  

Victor Vroom (1964) introduced the expectancy theory of motivation into the work 

environment. Unlike the need theories, the expectancy theory rejects the idea that people follow 

a fixed set of needs and adjust their behaviour accordingly, instead, it values the variance and 

complexity of people’s needs. The theory strives to see how people behave in the workplace 

and speculates that a person’s motivation level will vary according to whether the expected 

outcome has been achieved. (Purvis et al., 2015). According to Vroom (1964), the expectancy 

theory proposes three key elements that form motivation: 
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1. Instrumentality (I) is the person’s belief that good performance will be rewarded 

accordingly, the degree of the reward, depending on the task required. 

2. Expectancy (E) is the belief that putting in more effort in the work will lead to an 

increased performance level 

3. Valence (V) is the importance a person places on a certain outcome, after 

performing the needed task. In order for valence to be positive, the anticipated 

outcome must be given in the form the person expects. For example if a person is 

motivated by financial rewards, money, instead of extra time off, will be the 

preferred outcome. 

 

Although each of these three key elements can have an influence on a person’s motivation, 

together, these elements can have a larger impact, and leads to a person setting higher goals 

(Parijat et al., 2014), thus the expectancy theory can be formularised as follows: 

 

𝑬𝒇𝒇𝒐𝒓𝒕 = 𝑬 × 𝑰 × 𝑽 

 

 

By utilising aspects of the expectancy theory, managers can gain a better understanding of the 

motivation force influencing the behaviour of employees in the workplace, and how certain 

outcomes can trigger certain behaviour patterns (Estes and Polnick, 2012). For example, using 

expectancy theory, staff in higher education would settle on choices with respect to production and 

research efforts according to the extent they value the results of their own efforts (i.e. valence). 

Additionally, understanding the level by which employees value the expected outcomes, can aid in 
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predicting effort (i.e. instrumentality). Lastly, managers can use the theory to predict performance, 

depending on whether or not employees expect to be successful on a given task (i.e. expectancy).  

 

Vroom’s expectancy theory in general, attempts to bolster the thought that people’s behaviour or 

inputs in the workplace, are guided by the belief as to whether they can achieve a certain outcome 

at a satisfactory level, and what reward they will receive in return. Past studies have illustrated that 

every aspect of the expectancy theory is a valuable element for deciding the level of motivation a 

person can possess, and the willingness of that person to be more or less productive, (Porter and 

Lawler, 1968; Mitchell and Biglan, 1971; Nadler and Lawler, 1980). 

 

2.4 Motivation Theories Applications in the Construction Industry  

2.4.1 Maslow’s Hierarchy of Needs  

The Hierarchy of Needs theory claims has sparked off significant interest in construction 

industry research, and over the years researchers have attempted to test the importance and 

applicability of the theory to construction projects. Barrett (1993) studied the effects on 

professionals of different levels in the UK, with three levels of Maslow’s theory, which were: 

social needs, self-esteem, and self-actualisation. The results of this study indicated that desires 

in the top level of the hierarchy increase, particularly for the low-level professionals, and 

concluded that the needs of the participants in the study agreed with Maslow’s theory.  

 

Schrader (1972), who studied the effects of Maslow’s theory on construction workers, claimed 

that safety needs, particularly job security, were inapplicable to the construction industry, due 

to the fact that construction-worker contracts were never permanent, and would change 

depending on the completion of project phases. Instead, Schrader claimed that construction 
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workers will value social needs, due to the constant social interaction and teamwork required 

for construction tasks. This was confirmed in the study by Wilson (1979), where the rankings 

of Maslow’s needs on construction sites in the UK were evaluated and participants ranked 

safety needs as the number one need, with psychological and belonging needs being ranked 

third and fourth respectively. Also, the results of the studies of Schrader and Wilson found that 

the future of construction projects was uncertain, and the contracts of construction workers 

were not permanent. This could indicate mixed feelings among the participants from both 

studies, particularly in respect of safety needs which depended on the strength of the country’s 

economy and the status of the construction industry as a whole. Having a healthy construction 

industry and plenty of projects will lead to a high demand for construction workers, and hence 

safety needs such as job security will no longer be quite as important. This is shown in the 

study of construction workers in the UK by Olomolaiye and Ogunlana (1988), where the 

participants ranked belonging needs as the highest need, and job security as 5th, which showed 

that construction workers had moved up the hierarchy and were focused on the higher level 

needs. Yet, in a study carried out in Nigeria by Olomolaiye and Ogunlana (1988) construction 

workers ranked payment factors (i.e. physiological needs) as the highest need. The researchers 

concluded that this demonstrated that needs were being satisfied at the bottom level of 

Maslow’s hierarchy. The results of these studies showed that factors such as the economy and 

the industry status, as well as cultural elements played a vital role in the motivation of 

construction workers in different countries. 
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2.4.2 Herzberg’s Two-Factor Theory  

As with Maslow’s theory, Herzberg’s two-factor theory has generated curiosity among 

researchers in the construction industry which has resulted in studies to test the applicability of 

the theory to construction workers. Borcherding and Garner (1981) studied the factors affecting 

the performance of workers in various sites within the U.S, and, following Herzberg’s theory, 

classified the factors in terms of motivators and de-motivators. The results from the study 

showed that the top motivators were: good safety procedures, paid overtime, level of pay, work 

appreciation, and the work itself. De-motivators were shown to be: change orders, foreman 

incompetence, supervisor delays, and material shortage. Results from a study by Borcherding 

and Garner (1981) agreed with these findings, showing the potential applicability of the 

Herzberg theory within the construction industry. In a study in Australia by Chan (1993) the 

relationship between salaries and project size was examined using Herzberg’s two-factor 

theory. The study found that managers with a higher level of income valued working on large 

projects whereas the size of the project was not so important for those on lower incomes. 

Additionally, it was shown that as salary increased, the need for accomplishment increased. 

Through these results, Chan (1993) concluded that Herzberg’s theory would be more applicable 

to workers with low levels of experience and lower salaries. 

 

2.4.3 Vroom’s Expectancy Theory  

Maloney and McFillen, (1986) in their study involving construction workers on various sites 

in the U.S, researched new ways to improve performance and productivity and used the 

expectancy theory in their questionnaire and calculations. The results of their analysis showed 

a variance in productivity levels which ranged from very low to highly productive. Maloney 

and McFillen (1986) claimed there was little effort made to improve the productivity of 
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workers and reasoned that this was due to contractors, in an attempt to increase productivity 

levels and eliminate poor performance, disciplined, rather than rewarded their workers,. 

According to the workers in the study, with no reward systems such as extra pay for overtime 

or for producing work of a good quality, contractors failed to motivate them. Based on the 

results of their study, Maloney and McFillen, (1986), concluded with two main points. Firstly, 

Vroom’s theory, by proposing methods to handle various key factors influencing motivation in 

the workplace, clearly demonstrated an understanding not only for construction workers 

motivation, but for all types of employees. Secondly, by applying expectancy theory to the 

workplace, it ensures a clearer understanding of factors affecting the motivation of workers, 

which accordingly will spark off an increase in productivity. 

Maloney and McFillen divided expectancy theory into three aspects of performance which 

were: 

 

1. Performance definition: This provides workers with the needed start point; a clear 

approach and an understanding of the importance, for performance in the workplace. 

2. Performance simplification: This indicates the ability of workers to perform to the required 

standard, which can be enhanced by providing the needed training and resources 

3. Performance encouragement: This refers to the process of constantly refuelling worker 

motivation, to ensure that no drop in productivity occurs  

2.5 Summary 

Over the years, understanding motivation and its influence on employees in the workplace has 

been the target of many studies. To understand the impact of motivation on employee behaviour 

is vital for studies targeting productivity in the workplace. This chapter has discussed the main 
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theories of motivation and critically evaluated both the needs and process theories of 

motivation. Additionally, it has discussed the effects of culture on the needs theories of 

motivation and finally, illustrated the applicability of motivation theories to the construction 

industry. 
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3. Chapter 3: Productivity in the Construction 

Industry 

3.0 Introduction 

The subject of workers productivity has always been a contemporary issue challenging the 

construction industry, with many researchers tackling the subject, identifying factors, 

producing various models and framework. It still is a highly discussed subject today (Johari 

and Jha, 2020). This is particularly because factors differ from country to country, and whether 

it is a developing or a developed country. Jordan is no exception, with many issues plaquing 

the industry, productivity related issues are often overlooked (Sweis et al. 2013; Khlaifat et al. 

2019). This chapter explores and critically reviews past research carried out on the subject of 

productivity and motivation. It summaries the key studies present within the current literature, 

which lead to the identification of the key factors to be used in the context of the Jordanian 

construction industry. 

3.1 Background 

The construction industry provides vital contributions that are essential to the economies of 

countries. Therefore, understanding the impact of productivity can yield valuable outcomes in 

terms of economic growth, wellbeing, and overall prosperity. Egan (1998) argued that for an 

organisation to achieve economic growth, it needs to thoroughly understand the importance of 

productivity and how it can impact the organisation as a whole. Furthermore, Lowe (1987) 

explained that the construction industry contributes to (4-10) % of the gross domestic product 

(GDP) on average in almost all countries.  
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Few studies on the subject of productivity have been carried out in Jordan, where there have 

been several studies in USA, Europe and Easy Asia (Hiyassat et al. 2016). Additionally, there 

have been plenty of research in the area of workers motivation. While these studies identified 

multiple key factors affecting productivity, they did not address that these factors can differ 

and are influenced by key contributors such as the country studied (Swies et al. 2017). Hence 

this led to less effectiveness in providing productivity improvements since the construction 

industry is complex by nature and differ from country to country (Jarkas, 2016). 

There have been several studies on factors affecting productivity in other industries such as the 

manufacturing industry (Jarkas and Radosavljevic, 2013). However, the application of these 

factors in the construction industry may prove to be difficult. Since the construction industry 

operates in a constantly changing environment, with potentially unpredictable conditions, and 

situations differ from project to project (Sweis et al. 2017)). With each project having a 

different workflow, and different volumes of workforce. Additionally, the technological 

adaptations are significantly less in the construction industry compared to other industries, 

since its labour intensive (Swies et al. 2013). While there have been many technological 

innovations in the construction industry such as BIM, precast concrete and improved 

formwork, the nature of work in sites is heavily labour influenced (Bekr, 2016).  

3.2 Factors Affecting Productivity in Construction Sites 

In a study to identify factors affecting bricklayers motivation in the UK construction industry, 

Olomolaiye and Price (1989) concluded that motivational factors cannot be generalised to all 

countries as these factors may vary depending on the country, and even on individual projects 

status. They identified two main categories of factors affecting motivation: external (nature of 
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work, client knowledge, weather conditions, and country’s economic status); and internal 

factors (labour, management related issues, and technological advances). 

 

Steel and Porter (1990) studied the critical factors affecting workers productivity in 

construction sites and produced to classifications: site related factors (design specifications, 

project location, climate conditions and materials usage); and organisational factors 

(teamwork, amount of pay, and work relations). These results led them to produce a model 

based on the relationship between the obtained factors and their effects on productivity 

improvement. 

  

In a study to identify factors affecting productivity in the Ugandan construction projects 

Alinaitwe et al (2007) identified five key factors with relations to the effects of cost and time. 

The top influential factors were shown to be: 

➢ Materials Shortage 

➢ Unskilled Labour 

➢ Weather Conditions 

➢ Managers Incompetence 

➢ Change Order 

 

To identify demotivational factors affecting productivity in Gaza Strip. Enshassi et al. (2007) 

identified four groups of factors. The top factors from the related groups were shown to be: 

➢ Lack of Skill labour 

➢ Health and safety 

➢ Incompetent Supervisors 
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➢ Political issues 

➢ Quality of Work 

➢ Rework 

In another study concerning factors affecting productivity in the Singapore construction 

industry. Lim et al. (2000) identified workers absence, communications issues, supervision, 

and amount of pay as the top factors affecting productivity. 

 

Sanders and Thomas (1993) studied the factors affecting the productivity of masons in the 

united states and concluded with; the work itself, physical factors, design issues, weather 

conditions and lack of skilled workers. 

 

Kazaz and Ulubeyli (2006) classified four groups of factors affecting productivity of 

construction workers in Turkey and identified the top factors as: 

➢ Site conditions 

➢ Site supervision 

➢ Material shortage 

➢ The work itself 

➢ Financial incentives 

➢ Lack of training 

➢ Teamwork 

 

Heizer and Render (1990) studied the site factors affecting productivity of workers and 

produced multiple groups: work related group, site conditions group, and time-wasting 

activities. Bishop (1968) stressed that productivity on site can be improved by limiting design 
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changes and reworks. Low (2001) studied the relationship between project buildability and 

productivity in construction sites and found that productivity positively correlated with 

buildability. Fox et al. (2002) suggested that one of the challenges limiting improvements in 

productivity is designs made the client which led to multiple reworks and change orders. 

 

Olomolaiye and Price (1991) concluded that having good site supervision is one of the key 

contributors to improving productivity and stressed on the importance of having competent 

supervisors on site. This suggests that site supervisors play a key role on workers behaviour at 

work and can either have a positive or a negative impact on their productivity. Reinshmidt 

(1980) argued that having good communications will lead to a quick decision-making process 

which will reduce delays, change orders, and overall improve motivation. 

 

Stukhard (1987) stressed that in order to obtain good productivity in projects, there needs to be 

a minimization of client interference, while maintaining good communications and teamwork 

on site. Additionally, Parker (1980) elaborated on the importance of work communications 

between the management and site teams in relation to improving work execution while 

maintaining high levels of productivity. 

3.3 Motivational Factors Affecting Productivity  

The motivation theories discussed in chapter 2 often receive criticism since the early theories 

were mainly based around how a certain individual’s behaviour can influence their motivation 

rather than taking into account work-related factors (Price, 1992). Nevertheless, these theories 

helped in providing a baseline for future studies. 
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Maslow’s Hierarchy of needs and Herzberg’s two factor theory seemed to be the most common 

theories used by researchers in studying workers motivation in construction sites. Many 

researchers have used these theories as a baseline for their studies. 

 

Ruthankoon and Ogunlana (2003) stated that in terms of workers motivation, the construction 

industry should not be compared with other industries due to its volatile nature and unique 

characteristics. Additionally, they argued that switching between projects and the lack of 

continuity in the construction industry plays a vital role in workers motivation. 

 

 In an attempt to prove the effectiveness of Herzberg’s two factor theory. Nichols and Langford 

(1987) adopted his methodology and were indeed able to confirm his theory. As it was shown 

that hygiene factors such as the amount of pay, job security and working conditions prevented 

dissatisfaction, however, did not really act as motivators. Moreover, their study concluded that 

the factor high job responsibility was regarded as the top factor which is indeed considered a 

motivator that can lead to satisfaction. Furthermore, the study showed that the top factor was 

high job responsibility which is regarded as a motivator that can lead to work satisfaction. 

 

 In the context of the Nigerian industry, Aiyetan and Olotuah (2006) attempted to understand 

how workers motivation influenced their productivity. Table 3.1 below shows the top 

motivational factors obtained 
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Table 3.1 Motivational Factors in the Nigerian Construction Industry 

 

 

 

Using both Maslow’s hierarchy of needs and Herzberg two factor theory. Ogunlana and Chang 

(1998) analysed the motivators and demotivators of workers in construction sites. As seen in 

table 3.2 below. 
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Table 3.2 Motivational Factors in Thailand 

 

 

However, using Maslow’s hierarchy of needs. A cross country comparison between the UK, 

Nigeria, and Thailand. Showed different results. Workers from developed countries such as the 

UK had different motivators compared to those in developing countries like Thailand and 

Nigeria. Where workers in both Nigeria and Thailand valued motivators such as money, this 

was not the case for workers in the UK. One could argue that workers in the UK have better 

pay and therefore surpassed Maslow’s basic needs. Furthermore, this leads to the conclusion 

that motivational factors cannot be globalised and many factors like the countries’ economy 

and the cultural differences influence motivation. 
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Jarkas and Radosavljevic (2013) investigated the motivational factors of master craftsmen in 

Kuwait. From the results of their study, they concluded that the craftsmen productivity was 

most impacted by payment delays; lack of financial incentives; frequent change orders; 

supervisor incompetence, and materials shortage. 

 

In a similar study by Khan et al. (2013). The effects of motivational factors on workers 

productivity in Pakistan were surveyed in attempt to provide conclusions to improve the 

productivity of the construction sector. The top factors were shown to be: 

➢ Eid bonus 

➢ Education and training 

➢ Pay on time 

➢ Financial rewards 

➢ Financial incentives 

➢ Systematic flow of work 

➢ Free lunch 

➢ Site conditions 

➢ Quality of site management 

 

In a study carried out in the Yemeni construction industry, Alaghbari et al. (2019) studied the 

prominent factors affecting workers motivation. Results from their study indicated that the 

organisational management, as well as the management on site played an important role in 

impacting workers motivation. Additionally, participants from their survey stressed on 

importance of the political conditions as well as the country’s economic condition on their 

motivation. 



59 

 

 

 

In the Iranian construction industry, Zakeri et al. (1996) investigated the factors affecting 

motivation of construction operatives. It was shown that the participants in the survey valued 

the intrinsic parts of motivation as they regarded the factors work relationships, the work itself 

and work recognition as their top factors, while regarding factors like fairness of pay, pay on 

time, promotions, and rewards as valuable factors affecting their motivation. In a similar study 

carried on a few years later by Yisa et al. (2000), the factors affecting the motivation of site 

managers were investigated. Their study showed similar results, as the site managers in the 

study identified intrinsic factors such as decision-making ability; work recognition; work 

responsibility; and good relations with colleagues as the most impactful factors. This indicates, 

at least in the context of the Iranian construction industry that the intrinsic part of motivation 

was the prominent factor in influencing both the site operatives and the managers. 

 

In the context of the Nigerian construction industry. Aiyetan and Olotuah (2006) stressed on 

the importance of providing health care incentives; good site conditions; transportation, and 

paid holidays, in order to improve workers motivation. 

 

Kaming et al. (1998) carried out a case study in Indonesia in attempt to understand what 

motivate workers in construction sites. Their study resulted in five top impactful factors: 

➢ Fairness of pay 

➢ Good relationship with workmates 

➢ Overtime payment 

➢ Bonus 

➢ Good safety regulations 
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To investigate how the management strategies in construction projects affected motivation and 

productivity, Doloi (2007) surveyed sites in the Australian construction industry and developed 

a framework based on the key motivational factors identified. Using factor analysis, the study 

identified work environment and employment contract as the two impactful factors. 

 

In the context of the Jordanian construction industry, there have been lack of studies on the 

subject of productivity and motivation. Hiyassat et al. (2016) studied the factors affecting 

workers productivity using factor analysis, and identified the top factors as: 

➢ Financial incentives 

➢ Trust and communications 

➢ Proper scheduling 

➢ Commitment and loyalty 

➢ Team spirit 

➢ Climate conditions 

 

In another study in the Jordanian construction industry, Alabbadi and Agykeum-Mensah 

(2019) studied the motivational factors affecting productivity of workers using a mixed 

methods approach. Analysis of the questionnaire survey and the semi structured interviews 

showed the top ten motivational factors affecting productivity: 

➢ Career Improvement 

➢ Pay on time 

➢ Decision making ability 

➢ Having a respectful job 
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➢ Rewards 

➢ Pay amount 

➢ High responsibility job 

➢ Challenging tasks 

➢ Work appreciation 

➢ Team cooperation 

3.4 Background to the Jordanian Construction Industry 

In the recent years, Jordan has been regarded as a haven of security in the conflicted Middle 

East. This is due to the stable and progressive leadership present within the country, which led 

to the implementation of foreign and economic policies that benefited the country over the last 

twenty years (Lucas, 2010). This led to an influx of foreigners seeking work and investment 

opportunities from neighbouring countries which arguably lead to a growth in the Kingdom’s 

economy. Nevertheless, Jordan being a developing country is constantly faced with many 

challenges particularly in the construction sector with workers productivity being an area not 

thoroughly researched (Sweis et al. 2016). 

 

Jordan’s geographic location contributed to its economic challenges since its landlocked with 

one southern port in the city of Aqaba, this has affected the Kingdom’s importing and exporting 

activities as well as having a shortage in water supply. Additionally, much of Jordan’s ground 

water is not renewable, with rainfalls having high variance. Moreover, there is a lack of natural 

resources such as coal, and oil. Much of Jordan’s oil supply was provided from Iraq which was 

severely hindered since the 2003 invasion. All of the mentioned issues lead to the Kingdom 
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relying on financial aid from USA and the gulf countries, revenues from tourism, and exporting 

phosphates, and potash. Which made for the majority of the hard currency earnings. 

 

Since his ascendance to the throne in 1999, King Abdullah with the aid of his selected 

government ministers issued a reform plan to enhance the economy and the living standards in 

Jordan. The plan began with providing better education methods, promoting conferences in 

academia and in industrial practice; influencing frequent meetings with local and international 

investors; exploring possible tax reductions; and signing new traditional agreements with 

various industrial investors; in addition to signing several agreements with the USA (FTA) and 

the EU ( access to the WTO in 2000). This effort made by his Majesty and the government had 

a positive impact on the living standards of the Jordanian citizens and foreigners alike; in 

addition to improving the Kingdom’s economic status with regards to the international 

economy, which lead to expanding the market for suppliers in the construction, water, services, 

and other sectors. Particularly for the construction sector, latest reports by the Jordan 

Construction Contractor Association, JCCA (2017) indicated that the sector contribution to the 

economy has increased by 13% in the last five years, which was made possible by the economic 

reform plans made by the government. 

 

Despite the government efforts with its reforming plans that lead to a positive contribution to 

the Kingdom’s GDP. The construction industry faced challenges following the global recession 

in 2008 and 2009 which impacted the global economy and forced government worldwide to 

change or rethink its economic policies. Several large projects in Jordan were delayed or halted 

which led to an increased unemployment rate. The GDP contribution of the sector fell to 1.1% 

in 2010 compared to the 4.5% it had in 2009. However, a 2014 report indicated that the sector 
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would see a slow return to growth. This indeed can be seen as the recent sector’s contribution 

was shown to be 5.5% (The Bank of Jordan, 2016). 

 

 

3.5 Productivity in the Jordanian Construction Industry 

From the comprehensive study of the motivation theories applications as well as the factors 

affecting productivity in sections 2.4, 3.2, and 3.3. The researcher was able to obtain 52 factors 

affecting productivity. From 13 key studies discussed across multiple countries. These factors 

were put into four groups based on the motivation theories related to them and the past studies 

classifications. These four major groups are: 

➢ Socio-physiological Factors 

➢ Organisational Factors 

➢ Physical Factors 

➢ Economic Factors 

This categorization of groups was adopted by Kazaz et al. (2008) in their study of motivational 

factors affecting productivity in Turkey. 

 

Appendix (II) shows the 52 motivational factors in their related groups. Furthermore Table 3.3 

below shows the studies matrix used. 
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Table 3.3 Studies Matrix 

Motivational 

factors 

1 2 3 4 5 6 7 8 9 10 11 12 13 

Pay on time x 
 

x x x 
    

x 
 

x 
 

Rework x 
  

x 
         

Change order x x 
 

x 
  

x 
      

Supervisor 

competence 

x 
            

Financial 

rewards 

x 
  

x x x 
  

x 
 

x x x 

Work 

interference 

x 
            

Work 

scheduling 

x 
    

x 
       

Materials 

availability 

x 
  

x 
  

x 
      

Delays for 

Information 

x 
            

Job security 
 

x 
     

x x 
    

Fringe benefits 
 

x 
           

Safe working 

environment 

 
x 

     
x 

 
x 

 
x x 

Work 

recognition 

 
x 

 
x 

    
x x x x 
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Motivational 

factors 

1 2 3 4 5 6 7 8 9 10 11 12 13 

Good 

relationship 

with work 

mates 

 
x 

     
x 

 
x x 

 
x 

Decision 

making ability 

 
x 

       
x 

 
x 

 

Challenging 

tasks 

 
x 

           

Provision of 

transport 

   
x 

      
x 

  

Promotions 
        

x 
  

x 
 

Salary increase 
          

x 
  

Site conditions 
  

x 
    

x 
  

x 
  

The nature of 

work 

       
x x x x 

  

High 

responsibility 

Job 

       
x 

   
x 

 

Achievement 
       

x 
    

x 

Fairness of pay 
         

x 
 

x x 

Good working 

facilities 

        
x 

    

Financial 

security 

        
x 
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Motivational 

factors 

1 2 3 4 5 6 7 8 9 10 11 12 13 

Obligation to 

family support 

        
x 

    

Career 

advancement 

       
x 

     

Skilled 

workers on site 

   
x 

 
x x 

      

Trust and 

communicatio

n with the 

management 

     
x 

       

Team spirit 
     

x 
       

Weather 

conditions 

     
x 

       

Bonus on Eid 
    

x 
        

Systematic 

flow of work 

  
x 

          

Free lunch 
    

x 
        

Labour loyalty 
   

x 
 

x 
       

Inspection 

delay 

   
x 

         

Too many 

working hours 

   
x 

         

Amount of pay 
  

x 
          

Work 

discipline 

  
x 
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Motivational 

factors 

1 2 3 4 5 6 7 8 9 10 11 12 13 

Working at 

similar tasks 

  
x 

          

Work 

satisfaction 

             

Work 

competition 

             

Distance from 

home 

             

Overtime 

payment 

            
x 

Good 

relationship 

with employer 

           
x 

 

Quality of site 

management 

  
x 

 
x 

 
x 

      

Material 

management 

  
x 

 
x 

        

Style of 

supervision 

  
x 

    
x 

 
x 

 
x x 

Accurate job 

description 

         
x 

 
x 

 

 

Legend: (Table 3.3) 

1. Jarkas and Radosavljevic (2013) 

2. Ogunlana and Change (1998) 
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3. Kazaz et al. (2008) 

4. Enshassi et al. (2007) 

5. Khan et al. (2013) 

6. Hiyassat et al. (2016) 

7. Alaghbari et al. (2019) 

8. Ruthankoon and Ogunlana (2003) 

9. Doloi (2009) 

10. Zakeri et al. (1996) 

11. Aiyetan and Olotuah (2006) 

12. Yisa et al. (2000) 

13. Kaming et al. (1998) 

3.6 Summary 

This chapter critically reviewed the past literature on factors affecting productivity, it further 

explored the past research done on motivation. Key studies were critically discussed, and 52 

factors were identified that will be used in the main research method of this study. Furthermore, 

it explored productivity in the context of the Jordanian construction industry, which showed 

the lack of research in the subject of productivity and motivation in Jordan as a developing 

country. 
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4. Chapter Four: Preliminary Study 

 

4.0 Introduction 

This chapter provides an insight into the preliminary study done in a large construction site in 

Amman/Jordan. This study was carried out to provide the researcher with data regarding factors 

affecting productivity in Jordan, since there is a lack of research in the area of motivation and 

productivity as previously discussed. It has aided the researcher in collecting first-hand data 

that will be helpful for the main research approach of this study. The primary research 

technique focused on observing the craftsmen and interviewing the site engineers in a large 

hotel project undertaken in the Abdali Boulevard of Amman. The observations took place 

where the site engineers interviewed worked. Initial interviews were held with each of them 

and information was obtained regarding productivity-loss factors, and potential elements 

influencing their motivation. The interviews were audio recorded, while ensuring the identity 

of the engineers remain anonymous, and detailed notes and a complete report of the interviews 

were produced. 

 

4.1 Observations 

The initial plan was to gain full access to the surveyed sites; however, the researcher was only 

given limited access to some parts of the sites and then only for a maximum of 2 hours per day. 

This was, so as not to interfere with the workers, and ensure they remained comfortable while 

doing their daily duties.  
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The observations were made over a period of 7 working days, and the researcher recorded the 

factors that affected worker productivity in the observed sites, such as material shortage, smoke 

breaks, unproductive time, adverse weather conditions. The way the site engineers were 

instructed as they go about their work was also noted. The researcher is an experienced site 

engineer in the field of construction industry in Jordan, which helped in reducing observational 

bias, additionally, the researcher did not interfere with the workplace; followed the same 

procedure throughout the duration; and used the same time-frame for the daily observations.   

 

At the time of the observations, the only factor that was observed which affected productivity 

was the adverse weather conditions, since prolonged observations were not allowed, and site 

access was limited. Of the 7 days observed, only 1 day was not affected by weather conditions, 

at that time the crew were installing glass windows at high altitude. The temperature was below 

the average for that time of the year, and a strong wind made installing the glass dangerous. 

Because of this, the crew would stop, then, either finish work early, or do inside work, such as 

cleaning, or preparing materials for the next day. Table 4.1 below shows the observations made. 
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Table 4.1 Workdays Observed 

Workday # Temperature C Weather condition Comments 

1 0 Heavy rain Moved to inside 

work 

2 4 Clear -------- 

3 -1 Cold, High wind Stopped working on 

curtain wall 

4 -3 Snow flurries Very cold, no work 

done, Engineers 

moved to office 

work 

5 -1 Cold, light rain Too slippery for 

glass works, tiling 

work continues 

6 2 Clear, High wind Too risky to 

operate the crane 

7 6 Clear, windy ------- 

 

 

With these observations undertaken with limited access, the factors observed were useful as a 

benchmark, since observations really needed to be made over a longer period of time, and for 

most of the workday, in order for the results to be valid. However, on day 6 and day 7 the 

researcher was able to talk with members of the crew, although no official interviews took 

place, but general questions were asked regarding the factors affecting productivity and the 

motivation to work. 

 



72 

 

 

To ensure their work hours remained unaffected by the researcher’s observations, members of 

the crew were asked several questions during their lunch break on day 6 and 7. The questions 

mainly focused on what would motivate them to increase their productivity inside the 

workplace. Most of the crew members replied that getting more money by a process called 

“finish and go” in Jordan. (and also known as “job and knock” in England) would make them 

more motivated in their work. What this means is that the crew members would be assigned to 

do a specific job and if they completed it, they were either given a financial reward or allowed 

to go home early. Crew members were asked if the cold weather conditions affected their 

motivation and they replied that, while it did affect their productivity, it did not necessarily 

affect their motivation, as they were used to cold weather in the same months every year in 

Jordan. 

 

Data obtained from the limited observations, as well as the answers given by the crew members, 

would serve as a partial guideline and benchmark for the researcher to consider when the 

primary research of this thesis takes place. 

 

4.2 Interviews 

When the observations were completed, the researcher asked permission to interview the 

management team which consisted of two site engineers, a foreman, and the construction 

manager in charge of the site. The interviews were audio recorded, and a detailed report of their 

insights was produced. Purposive sampling was used for choosing the interviewees, who 

needed to: have at least 5 years’ experience, and to be from middle or top management. Two 

reasons were behind establishing these criteria: firstly, they will account for the validity of the 
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answers given by the participants, and secondly, by including middle and top management 

workers it would give a better overall understanding of worker motivation on construction sites. 

Table 4.2 below shows the position within the organisation and the work experience of the 

interviewees. With their permission, the interviews were audio recorded to capture the 

interview results. A semi-structured approach was used by the researcher having prepared 

interview questions targeting the research problem. The interview, which took approximately 

45 mins, enabled the researcher to probe further into the answers given to the questions by the 

participants. General questions were asked such as age, years of experience, and hours spent 

working. These were accompanied by more detailed questions regarding factors affecting 

productivity, motivation, and cultural background. Finally, the interviewees were asked to give 

their suggestions for improving productivity. The interviews were then transcribed and 

analysed. Content analysis was used for analysing the answers, where new themes were 

discovered which could not be obtained from the survey questionnaire. 

 

Table 4.2 Interviewees’ Position and Experience 

Position Years of Experience 

Site Engineer   7 

Site Engineer 10 

Foreman 15 

Construction Manager 21 
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4.2.1 Motivating Workers 

When the engineers were asked on how would they motivate their workers, their response was 

that they will use financial rewards to make sure the job is done in time, more specifically using 

a method described earlier called “finish and go”, a response from the study participants are 

presented for better understanding: When the engineers were asked how they motivate their 

workers, they replied that they used financial rewards to make sure the job was done in time 

and using a method described earlier called “finish and go”. The response from one of the 

engineers follows: 

 

“…When limited by time and I need to get a job done, say for example I need to tidy up an area 

before tiling. Simply telling the workers to get it done won’t work, instead I’d tell them finish 

this quick and you get paid for the entire day, or finish this and go home. This way more often 

than not the workers get it done much earlier than normal…”- (Site Engineer) 

 

Getting this response, the engineers were then asked whether they considered money to be the 

way to motivate workers, instead of using other means like work appreciation. They replied 

that, since most of the workforce were from Egypt, Syria, and India, a lot of them have families 

they support back home, so their prime interest was working to provide for their families, so 

getting more money will motivate them. The response from one of the engineers follows: 

 

“…Honestly, it’s been for many years now, the construction industry here depends on foreign 

workers, while living conditions back home wasn’t ideal for them in terms of finance, they 

sought to work in Jordan for more money, however with recent events in the middle east, most 

of them have no home to go back to, and some of them moved their families here, hence they 

are looking to get more money to support them, simply telling them that you are doing well, 

wont motivate them at all…”- (Site Engineer) 
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4.2.2 Motivating the Engineers 

Having asked the participants their thoughts regarding motivating workers, the researcher was 

interested in seeing if the engineers would be motivated differently. On being asked the 

question the response was that while money was indeed an important factor, feeling that they 

were appreciated by the company and that they had accomplished something were equally 

important. Some of the responses from those interviewed follows: 

 

“…I mean if you tell me I’ll be getting more money, sure that will motivate me. But it’s not the 

most important motive; feeling appreciated for what I accomplished in any given day has more 

impact on the way I view the job. I get the feeling that the company values what I do at work, 

whether it happens at any normal day or if it’s snowing in the field…”- (Site Engineer) 

 

“…Feeling appreciated is important for me, or any other engineer I imagine, however that 

alone is not enough in the long run, as time passes so does the engineer’s experience, so for 

me or anyone else I’ll be looking to get promoted because I believe I am doing a better job 

than when I started with lower experience, this way I feel that the company is valuing my work, 

which in return will give me a sense of belonging to the company…”- (Site Engineer) 

 

“…Motivating engineers is a bit different, being an engineer means having responsibility, what 

I did to motivate the junior engineers was to give them tasks and responsibilities, even if they 

made mistakes, I could correct them, by constant monitoring, this way they feel they are part 

of the team, and it worked well in the long run as they progressed and gained experience…”- 

(Construction Manager) 

 

4.2.3 Interviewees’ Perception on Factors Affecting Productivity 

After asking the participants about motivation, they were then asked about factors affecting 

productivity in the workplace. Mixed answers were given (see below) and several factors and 

issues were raised, which included: supply issues leading to material shortage, strikes by the 
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workers due to issues with the head office, workers absence, tight rules from the foreign affairs 

office leading to the use of unskilled labour, and adverse weather conditions. Some of the 

responses from those interviewed follows: 

 

“…One of the issues we encountered in this project was the installation of the curtain wall, the 

glass is supplied from Dubai, when the delivery made it to the project, we found out that the 

dimensions of some of the glass parts were not as ordered, which meant we had to reorder 

them again and wait, with all of that happening we could not install the rest of the parts which 

greatly delayed the work, and affected preceding activities…”- (Foreman) 

 

“…In my opinion many issues causing productivity loss in projects is due to issues within the 

workforce, the crew we’re in charge off consists of 30-35 workers, more often than not we have 

between 4 to 7 workers not showing up to work for different reasons, so whatever you had 

planned for the day will be affected, simply because you arranged your plans depending on the 

amount of workers you have, so having a significant number of workers not showing up greatly 

affected the work productivity on that day. Another example is we had some days were we could 

not do any work because of workers being on strike caused by issues with the company’s head 

office, these issues are usually delayed payments or low wages, this not only affected 

productivity but affected my motivation as a project engineer because whatever I had planned 

will be delayed because of issues outside my control…” – (Construction Manager) 

 

“…There is an issue when it comes to how the foreign affairs offices regulates and limits how 

many workers you can have in any given project, which causes multiple issues that goes beyond 

loss of productivity, moreover a lot of the skilled workers or subcontractors if you’d like, that 

we often work with constantly have issues with the office, which leads us or the company as a 

whole to hire workers just to get the job done, sadly a large portion of this workforce is 

unskilled, and cause multiple issues ranging from taking too long to finish a task, or producing 

work which is below standards…” – (Foreman) 
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“…We annually run into productivity issues and work halt during winter, which is from late 

October to early March, at least 60 working days are lost due to heavy wind, rain, and snow. 

Some periods it will rain for 5 days straight in which no outside work can be carried on, and 

on some occasions even if it rained for 2 hours at the start of the day then stopped, it will 

already be too late because the contractors and subcontractors couldn’t start working, and 

therefore went home…” – (Foreman) 

 

“…Apart from the frequent rain and snow flurries in winter, we constantly ran into the issue 

of heavy wind, especially as we progressed to work at high altitude, with increasing wind speed 

as we go up, more often than not we ran into the problem of not being able to use the tower 

crane which caused material shortage issues, moreover we couldn’t do critical activities like 

installing glass, stone, and scaffolding due to safety concerns, so we halted the work on these 

activities, and went to work on non-critical activities, as a way of mitigating the damage caused 

by weather conditions…” – (Site Engineer) 

 

Upon receiving these answers from the participants, the researcher then asked if there were 

factors that increased or helped in increasing productivity in the workplace and all the 

participants mentioned how technology had a great influence on increasing productivity. Some 

of the responses from those interviewed follows: 

 

“ …In this project, we have a website where all the shop drawings and relevant work is stored, 

think of it as a drop box if you like, this website can be accessed by the contractor, the client, 

and the design teams, newly made shop drawings can be seen by all parties and agreed upon, 

so work can start at a moment’s notice, while the signing and other paperwork can be done 

meanwhile, this greatly speeded the work process, moreover with the search engine present in 

the site, any needed drawings can be found quickly. 10 years ago, we didn’t have such 

technology within the construction industry, so in my eyes among other factors, technology had 

the most influence on productivity…” – (Construction Manager) 
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“…I think the use of smartphones, and their apps provided has been helpful in the field, quick 

texts can be sent to members of the team using WhatsApp regarding a certain issue that 

requires the use of pictures, when you are working in a large project, this eases the process, 

for example one of the junior engineers might encounter an issue, he sends me a picture 

through WhatsApp, I review it, and we issue the necessary solutions. Moreover, we started 

doing this with some of our suppliers, we text them the materials needed for a specific task, 

and provide pictures if needed, this in my eyes is faster than phoning or emailing them…” – 

(Site Engineer) 

 

4.2.4 Suggestions for Increased motivation and Productivity 

To corroborate what interviewees thought about motivation and productivity in the workplace, 

they were asked to identify or give examples of methods that could increase motivation in the 

workplace, and how the organisation should implement such ideas. The responses received 

gave indications of key organisational strategies aimed at engaging company workers in certain 

activities or courses to increase their productivity. Some of the responses from those 

interviewed follows: 

 

“…In my view, one of the ways to increase staff productivity, is through the use of training 

courses, courses in PMP, coordination, and material usage will increase staff’s knowledge and 

experience, and hence will increase productivity, and with a better quality of work. This method 

will give staff members of the engineering team a sense of responsibility towards the 

organisation, and will motivate them to work better towards the company that valued them…” 

– (Construction Manager) 

 

“…Having a reward-based system should help in motivating workers, the idea of this system 

is to put a reward for achieving a certain milestone or finishing a specific task within an agreed 

upon timeframe, the rewards can be inform of increments, promotions, or simply an 

appreciation certificate. This way workers will feel appreciated and rewarded by the 

organisation…” – (Site Engineer) 



79 

 

 

 

“…Apart from all the software that were given to us through technological advances, a 

productivity-based software will be of great value to any given project, where it can predict 

certain factors that will affect productivity, and present precautions on how to counter or 

mitigate them…” – (Foreman) 

 

4.3 Preliminary Study Findings 

Analysis of the study participants views revealed interesting results, showing a significant 

difference between craftsmen and engineers, particularly in what motivates them to work. The 

main reason for this is that most of the workforce within the construction industry in Jordan 

are foreign, which indicates their interest in having more money. Another reason could be 

caused by the recent events in the Middle East, because most of them have no home to go back 

to, and need to start rebuilding their lives and getting more money will help them to achieve 

that (Errighi and Griesse, 2016). 

 

The participants were asked about the factors affecting productivity and mixed answers were 

given which are listed below: 

➢ Supplier issues; 

➢ Workers absence; 

➢ Workers’ strike; 

➢ Weather conditions. 

 

It is not surprising that common factors such as supplier issues and weather conditions were 

affecting productivity, as they were issues present in most construction projects. However, as 

one of the participants mentioned, to mitigate the damage caused by suppliers, the use of 

multiple suppliers will avoid future issues if problems are experienced with a particular 
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supplier. As for weather conditions, at least in Jordan, the periods of the year where there are 

strong winds and heavy rain are well known. The construction companies mitigate this problem 

in a number of different ways, which include: change from outside work to inside work, 

performing non-critical activities that are not affected by adverse weather conditions, or simply 

adding contingencies for cost and time in the project plan to compensate for the delays. 

 

Interestingly most of the factors mentioned by the participants are related to the workforce 

within the construction industry. One of the reasons for this could be that there is no union or 

organisation in Jordan representing workers, to regulate the construction companies. This 

means that companies can decide on whatever wage or workhours they see fit, with no legal 

consequences, which explains the frequent strikes. 

 

According to the participants, the continuous technological advances within the construction 

industry, (e.g. the use of smartphones and websites like Dropbox) has been one of the most 

important factors that has increased productivity and the quality of work, This is particularly 

interesting because compared to other industries, there hasn’t been many technological 

changes, and the work process today is more or less the same than it was 20 years ago. The 

aspects of technology mentioned by the participants have all helped to reduce paperwork and 

speed up the work process. This indicates that professionals within the construction industry 

tend to welcome any technological invention that will improve the work process and reduce 

the completion time for any given task. 
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4.4 Summary 

The main objective of this chapter was to gather first-hand information from professionals 

within the Jordanian construction industry, to serve as a guideline for the main research method 

of this thesis. Full scale observations could not be conducted due to restrictions placed on the 

study by the management of the company, and hence the initial results obtained from the 

observation will serve as a benchmark, or ideas to consider and keep in mind, while the main 

research continues. The results from the analysis of responses from the participant interviews, 

produced findings that would not be possible by quantitative means. It raised and clarified an 

important issue experienced by foreign workers in the construction industry, as well as 

demonstrating clear differences in the motivation of engineers and craftsmen. Lastly the results 

showed that technology was indeed valuable to the construction industry, not only in Jordan, 

but globally. The findings from this preliminary study will be taken into consideration while 

moving forward into the main research theme. 
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5. Chapter Five: Methodology 

 

5.0 Introduction 

This chapter focuses on the research design, discussing the research philosophy, purpose, and 

approach to achieve the aim and objectives and selecting the most appropriate methods to 

answer the research questions. This chapter also presents the explanatory research steps, which 

takes the form of a questionnaire survey and semi structured interviews. Then the pilot study, 

questionnaire design and sampling processes are discussed in detail. Finally, the reliability, 

validity and ethics of the study are discussed.  

5.1 Methodology Definition 

Methodology in its simplest form, refers to analysing and explaining the use of a particular 

method in a specific research study. Additionally, it refers to the approach and strategy of the 

research, and the data collection procedures undertaken. Moreover, research methodology 

describes the needed tools and information required for designing the data collection 

procedures, managing the process, and finally describes the analysis of the data acquired, and 

linking the results and their implications, (Fellows and Liu, 2015). 

 

The methodology of the research is concerned with the multiple methods used in the research 

to gather the required data to effectively identify the motivational factors affecting productivity, 

and to investigate the role of culture in influencing the motives of construction professionals. 

Therefore, the study began by critically reviewing the motivation theories, and past studies on 

motivational factors affecting productivity, based on the available secondary data. 
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This research used two types of primary data to address the problem at hand. Primary data in 

any given study is classified as either qualitative or quantitative (Creswell and Clark, 2011). 

Over the years several approaches were identified by methodology researchers regarding these 

two types of primary data, from those who suggested that the two research strategies are 

entirely separate, to others that suggested a mixed approach combining the two strategies. arch. 

For instance, Tashakkori and Teddlie (1998); Johnson et al. (2007); and Fellows and Liu (2015) 

encouraged the mixing of both quantitative and qualitative approaches to obtain robust results. 

 

 Nevertheless, viewing both methods separately, the use of survey questionnaires can be 

regarded as a quantitative research approach, while the use of interviews and observations is 

seen as a qualitative approach. Structured interviews are analysed in a quantitative manner 

when dealing with numerical values, or when answers are numerically coded. Alternatively, 

questionnaires have the option of being open ended which leads to further analysis on certain 

in the case of certain respondents. Crewell and Clark (2011) explained that mixed-method 

research provides more evidence and robust results for a specific research problem, rather than 

using either a quantitative or a qualitative approach, because the strengths of one approach can 

make up for the weaknesses of the other. Therefore, this study has used a mixed approach to 

gather the required data to answer the research questions, using a questionnaire survey as the 

quantitative approach, and semi structured interviews as the qualitative approach. 

5.2 Research Design 

Research design is often defined as the procedures carried to collect, analyse, and ultimately 

interpret data in any given study (Fellows and Liu, 2015; Creswell and Clark, 2011). Using 
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these procedures, the researcher can decide on the study sample, decide the sub-groups it 

should contain, and what comparisons needs to be made, which will lead to valid conclusions, 

(Oppenheim, 2000). 

 

A research design is described as a map that leads the researcher to achieve the objectives of 

the research by elaborating on the research approach, strategy, and determination of the 

research sample, (Aaker et al. 2007). According to Creswell (2013), the design of any research 

study aims at producing valuable conclusions from the data obtained, and acts as guidance to 

answer the study questions. The steps detailed below were followed to achieve the research 

aims and objectives. 

 

Figure 5.1 Research Design Stages 
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5.3 Research Philosophy 

The research philosophy refers to the method in which data is gathered when researching a 

certain phenomenon (Saunders et al. 2016), it serves as a framework which acts as a guidance 

in scientific research. Saunders et al. (2016) argued that there are different ways in undertaking 

research. Furthermore, they mention three paradigms for research: positivism, interpretivism, 

and pragmatism. 

 

A positivistic research philosophy focuses on the ideas and causes behind a certain 

phenomenon (Farrell, 2016) with the researchers familiarising themselves with the study 

concept using quantitative research. Thus, the information gathered would be in the form of 

numbers that can be quantified and analysed using mathematical techniques, and the final 

results would be illustrated in statistical terms (Bryman and Bell, 2013). 

 

The Interpretivist philosophy is concerned with the interpretation of the reality when it cannot 

be done through quantification, particularly when a research is influenced by many factors that 

are difficult to control. Thus, the reality is understood through qualitative means. Interpretivists 

stress on studying an issue in its natural habitat to obtain meaningful conclusions, while 

acknowledging that they cannot avoid affecting the issues they research (Saunders et al. 2016). 

This can lead to many interpretations of a certain phenomenon; however, these interpretations 

are part of the knowledge they seek to achieve (Farrell, 2016). 

 

A pragmatism philosophy recognises that there are multiple methods of interpreting a reality 

and conducting research, and that no single view can give the entire picture. The research 
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question is essential for a pragmatistic philosophy since it can combine both positivist and 

interpretivism depending on the research questions (Farrell, 2016). Unlike both methods above, 

pragmatism research philosophy can combine both quantitative and qualitative methods in the 

same study to achieve the desired outcomes (Bryman and Bell, 2013). 

 

 

This research has adopted pragmatism as the research epistemology; thus, using both a 

qualitative and quantitative research strategy. This is because this study intends to examine a 

real-world issue where both paradigms are considered essential to contribute to a meaningful 

conclusion (Farrell, 2016). The data collection methods will include quantitative and 

qualitative techniques. 

5.4 Research Approaches  

Research approaches are recognised as either inductive or deductive, and these two approaches 

are used to establish what is true or false, and consequently produce relevant conclusions. A 

quantitative research method is usually regarded as a deductive approach, and this includes the 

use of numerical methods of analysis, and the adaptation of statistics to provide answers about 

relationships or differences between the measured variables (Sekaran and Bougie, 2016). On 

the other hand, an inductive research approach is carried out using a qualitative research 

technique, where the data collection involves words, interpretations, and observations. The 

analysis of this type of data includes the answering of the research questions through the views 

or occurrences of a certain event rather than numbers. 
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Knight and Ruddock (2008) advised the use of research aims and objectives to determine the 

correct research approach. Considering the objectives of this research, a deductive approach 

was selected. However, a triangulation technique was applied to the primary data where the 

qualitative data obtained from the semi structured interviews was used to support and reinforce 

the quantitative findings (Creswell and Clark,2011). However, Fellows and Liu (2015) 

suggested three key elements to consider before choosing the research approach; time limit, 

nature of the study, and risks involved. Therefore, the deductive research rationale is: 

a. Currently the past literature on motivation and productivity allows for developing a 

theory that can be tested in later stages of the research, which, as argued by Knight and 

Ruddock (2008), is a deductive approach. 

b. Compared to induction, it is a relatively low-risk approach, although there are risks 

such questionnaires not being fully completed or returned. However, with the inductive 

approach there is a risk of failing to discover useful patterns, thus a specific theme 

would not appear. 

c. This research aims at generalising the findings obtained to represent the entire 

population. This makes it an appropriate environment to use the deductive approach, 

whereas an inductive approach aims at discovering new ideas or themes (Creswell and 

Clark, 2011). 

5.5 Research Purpose 

In any given research study, it is usually the aims and objectives set by the researcher, that 

governs the research purpose. The research design can be explanatory, exploratory, or 

descriptive, (Collis and Hussey, 2013). These are described in the following paragraphs. 
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-Explanatory Research Design: The main purpose of this design, is to use a qualitative 

technique, to explain the quantitative results (Creswell and Clark, 2011). This is usually used 

by the researcher when qualitative data is needed to explain significant or non-significant 

results, outliers, positive-performing exemplars, or simply surprising results obtained from the 

quantitative approach (Curry et al. 2009; Morse, 1991). Additionally, researchers can use this 

method to groups the quantitative results, and to follow up with these groups using qualitative 

strands, or to use the participants characteristics as a method for deliberate judgment sampling 

to be used in the qualitative phase (Morgan, 1998; Tashakkori and Teddlie, 1998; Creswell and 

Clark 2013). 

 

Figure 5.2 Explanatory Research Design 
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-Exploratory Research Design: The purpose of this design is to gather data and generalise 

qualitative findings from a small sample of participants to help explain some phenomena and 

suggest a hypothesis. As with the explanatory design, the objective of the two-phased 

exploratory research technique is to use the results obtained from the qualitative strand to 

develop the quantitative method (Greene et al. 1989; Creswell and Clark, 2017). 

 

-Descriptive Research Design: The purpose of this design is to systematically describe facts 

of a research population or a specific area of interest. It aims at describing variables within an 

area of interest and the association between them. Descriptive design includes the use of 

secondary data such as past literature, and mainly the use of quantitative approaches such as 

surveys. 

 

This research approach for this research included a combination of explanatory and descriptive 

designs; however, one could argue that aspects of the exploratory design were used. As this 

research started with a qualitative preliminary study that produced certain themes that will be 

used in the qualitative stage of this study and additionally it shed lights on the difficulties of 

using observations as a qualitative technique.  

 

This research will focus on identifying the motivational factors affecting productivity 

quantitatively, then will follow up with a qualitative approach to explain the significant results 

obtained, and to examine the role of culture in influencing workers motives. 

 

Thus, this research main design began with a quantitative approach through the use of a 

questionnaire survey, then semi structured interviews were deployed.  
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5.6 Research Strategies 

A research strategy is a map used by researchers to answer their study questions (Creswell and 

Clark, 2011; Fellows and Liu, 2015). Moreover, it is used to specify the required data collection 

sources and the potential constraints, such as time consumption, location of the study, ethical 

issues, and cost requirements. For deductive and inductive approaches, there are many research 

strategies classified for both approaches such as, surveys, case studies, experiments, and 

grounded theory. However, the focus here is not on which strategy is attached to which 

approach, but rather whether a chosen strategy is the appropriate one to tackle the research 

questions. There are six research strategies classifications according to Saunders et al. (2016): 

experiment, case study, grounded theory, survey, action research and ethnography. 

 

Since some of the mentioned strategies are associated with either deductive or inductive 

approaches, they can fit with the paradigm of this research when considering the benefits and 

potential issues of each strategy. To start with the experiment research strategy, it is considered 

to be a deductive research design, where the researcher would aim to find relationships between 

independent and dependent variables and measure the changes between one variable and 

another. 

 

 The second strategy is the case study, which is considered to be an inductive approach. A case 

study involves detailed research into individuals, organisations, processes or projects. The 

primary use of the case study strategy is to provide insights and ideas for the researcher on a 

certain topic. The data for case studies can come from different sources, which include: past 

literature on the topic, questionnaires, interviews, and observations. However, this strategy 
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requires the access and analysis of archival data rather than samples, so it was not used in this 

research.  

 

The third strategy to be discussed, is the grounded theory, this strategy is dependent on 

gathering data using observations to discover a theoretical framework without having 

structured objectives, which is heavily time consuming compared to other strategies (McGhee 

et al. 2007). 

 

The fourth strategy is ethnography, in this strategy, researchers undertake observations while 

being present in the social group, in order to study them closely, observations being undertaken 

until a theory appears, which can be a very time-consuming strategy. 

 

The final strategy is the survey. This is widely considered as deductive; hence data is usually 

collected using questionnaires. However, other data collections methods such as structured 

observations and interviews are associated with the survey strategy because these methods aid 

the researcher in collecting large amount of data from a certain population, while saving time 

and money. Additionally, this strategy is easy to understand, and simplifies the comparison of 

data. It is essential to note though, that while a considerable time is spent on the designing of 

the questionnaire, and doing the pilot work, it has a faster data collection time compared to 

other methods. Finally, it allows for more control over the research process 

 

Resulting from the above discussed advantages, the researcher used the survey strategy in the 

data collection for this research. Additionally, the abundance of secondary data on motivational 

factors affecting productivity in the past literature, allowed for the development of the 
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questionnaire by examining previous studies. Table 5.1 below summaries the advantages and 

disadvantages of the research strategies discussed. 

Table 5.1 Research Strategies Advantages and Disadvantages 

Research Strategy Advantages Disadvantages 

Experiment ➢ Researchers have control over variables 

➢ Can be combined with other research 

methods 

➢ Results may be difficult to replicate 

➢ Sample may not be representative 

➢ Human response can be difficult to 

measure 

Case study ➢ Can be done remotely 

➢ Utilizes different research methodologies 

➢ Cost efficient 

➢ Time-consuming 

➢ Labour intensive data-collection 

➢ Results may be difficult to replicate 

Grounded theory ➢ Allows for creativity 

➢ Provides data depth 

➢ Systematic approach to data analysis 

➢ Time-consuming 

➢ Results may be hard to generalise 

➢ Risk of methodological errors 

Ethnography ➢ Gives valuable insight to the subject 

studied 

➢ Provides good understanding of groups 

behaviour 

➢ Time-consuming 

➢ Difficulty in recruiting participants 

➢ Can be costly compared to other 

methods 

Survey ➢ Practical and cost-effective 

➢ Time-efficient  

➢ Can be done remotely 

➢ Allows for the collection of data from a 

large sample 

➢ Results can be generalised, and replicated  

➢ Inaccurate answers 

➢ Hard to measure feelings and 

emotions 

➢ Response late can be low 
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5.7 Data Collection Methods 

The process of collecting data is usually regarded as a communication process. Not only does 

it involve the interaction between the participant and the researcher, and the transfer of data 

between the two parties, but it also involves the researcher in collection, and assembly of the 

data, (Fellows and Liu. 2015). The main objective of data collection is to maximise the volume 

and accuracy of the data collected from the participant. The success of this process depends 

largely on the data collection methods used. 

 

Data collection methods in any research are classified as either primary or secondary (Saunders 

et al. 2016). Most studies start by analysing the available secondary data for a certain topic 

(databases, published materials, syndicated source) to aid them in answering the proposed 

study questions and objectives. Then supporting the secondary data by using primary data 

collection techniques. In this research, both primary and secondary data were used for data 

collection, to gather relevant information from Jordanian construction companies and sites. 

Both primary and secondary data were of great value for looking at the different theories and 

techniques used by past studies on motivational factors affecting productivity. 

 

Secondary data is gathered by researchers when the need for information to answer or raise 

specific questions arises throughout the research process. Additionally, the availability of 

secondary data does aid the researcher to save time and effort, while being cost effective, as 

there are plenty of studies targeting factors affecting productivity in all sectors, across different 

countries. However, when the proposed research problem cannot be solved by the use of the 

secondary data alone, it is then, where a technique is used to gather primary data to reach more 
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robust conclusions. By capturing the opinions of professionals in the subject area, more up-to-

date results on the construction industry, particularly on worker motivation and productivity 

can be obtained. 

 

 

5.7.1 Quantitative and Qualitative Data Collection Methods Used 

The main aim of using questionnaires in any given study, is to gather data at a point of time to 

study a potential relationship between sets of variables. The data can be used for different 

themes, such as testing the frequency or severity between factors or to investigate a 

relationship. Surveys normally operate on the basis of collecting data through statistical 

sampling while saving time and effort, and researchers have argued that the questionnaire is 

the most common method for performing surveys (Creswell and Clark, 2011; Fellows and Liu, 

2015). 

 

According to Krosnick (2018), there are several types of questionnaire surveys, which include 

postal surveys, web surveys, self-administered surveys, and telephone interviews. Krosnick 

argued that two or more methods can be combined for data collection, given the right 

circumstances. All these methods have been reviewed by the researcher, and based on the 

advantages and disadvantages of each, a suitable questionnaire type was chosen. These are 

discussed in the following paragraphs. 

 

-Telephone Interviews: 

This method depends on the researcher reading questions to the respondents as they appear on 

the questionnaire. However, according to Krosnick (2018), this method requires a crew 
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operating on multiple workstations with telephone lines for each one. While this method 

requires less time than other methods, since it uses a direct line, the respondents are limited to 

simple questions requiring a yes/no answer and requires a precise targeted sample using a well-

timed questionnaire which should not be long, (Hague et al. 2004). The main advantage of this 

method is the ability to reach a large range of respondents and to achieve a high response rate 

due to the ability of the researcher to call at any time and similarly, receive a call back without 

the need for travel. However, this method could prove to be expensive, especially when dealing 

with a targeted sample internationally, when each call could take between 10 to 25 minutes. 

International calls could also suffer from poor telephone reception affecting the quality of the 

interview, and the list of numbers used could be outdated which would be problematic for the 

researcher. 

 

Since this research was conducted internationally and required a large sample from Jordanian 

construction sites, the researcher considered that this method would require a lot of time, and 

be expensive, because of the current rates for international calls between UK and Jordan. 

Additionally, the time differences were considered as an issue, as it could result in the 

researcher missing a considerable number of participants. Finally, some of the respondents in 

this research were hard to reach via telephone, like subcontractor tradesmen. Thus, after these 

considerations, the researcher avoided this method.  

 

-Postal Surveys:  

This type of survey is simply defined as questionnaires sent through postal mail to a targeted 

population. This type of data collection involves respondents completing the questionnaire and 

then sending it back to the researcher through postal mail. In some situations, the researcher 
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would receive fewer than expected returns, and would have to resend the questionnaire after a 

period of time to the same sample, or alternatively find a different sample of the population. 

(Chisnall, 2001). There are advantages for using this method; being cost effective compared to 

other methods when sending a large number of questionnaires, and, it is able to cover a large 

range of participants once it is successfully distributed. Moreover, the respondents have the 

choice to complete the questionnaire whenever they are free. Furthermore, since this method 

does not include the involvement of the researcher while respondents are completing the 

questionnaire, potential bias is removed, which produces more valid results. Finally, since 

respondents can complete this whenever they are free, it gives the opportunity to ask critical 

questions on various issues, that could prove difficult to discuss directly with the researcher. 

 

Bearing in mind the advantages of this method, the main reasons it was not used by the 

researcher, was the time needed to collect a sufficient number of responses, particularly 

because this was an international study carried out in the UK, on a targeted sample located in 

Jordan. This meant that if a small number of responses was received, the questionnaires would 

have to be sent out again to a different sample population, which would increase the overall 

time needed, and would not be cost efficient. Finally, the postal system in Jordan is poor with 

multiple reliability issues. After considering these problems the researcher decided not to use 

this method,  

 

-Web Survey: 

Similar to postal surveys, this method is able to reach a large sample of population, and can 

encounter the same issues as postal surveys, as in partial completion of the questionnaire, or 

no responses. However, it is still considered to be more cost efficient, as responses can be 
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collected in a short time. Additionally, the responses received are already in an electronic form, 

which helps in managing, storing, and analysing the data, for future use. This method has 

multiple advantages, the data distribution can be completed more quickly than postal survey 

distribution, and there are no charges for using this method, which makes it cost efficient 

compared to other options. Traditionally, the main disadvantage of this method, was the lack 

of technology usage, especially on construction sites. However, this is no longer the case, as 

more people have access to technology such as laptops, and smartphones. Based on these 

advantages, the researcher used this method together with self-administered questionnaires, 

which were designed appropriately so that they could be viewed through smaller devices such 

as iPads, and smart phones. 

 

-Self-Administered Surveys: 

This method basically relies on handing out questionnaires to respondents to answer, or leaving 

them in the workplace to be filled, the method for returning the questionnaires could be by 

emails, postal mail or simply retrieved physically by the researcher. According to Krosnick 

(2018), this was the most common quantitative data collection method used in organisational 

and management studies. Compared to other methods, it has a higher response rate, is 

considered to be more cost efficient, researcher bias is at a minimum, and has accurate 

sampling. However, with this method the research has no control over the returning of the 

questionnaires which could increase the overall time needed to collect the data 

 

The researcher used this method together with web surveys to reach craftsmen on construction 

sites, which would be difficult using any of the other methods described above. To ensure the 

questionnaires were processed quickly questionnaire responses were collected by the 
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researcher during a field trip to Jordan. This method did not require either knowledge of the 

participants home addresses or exceptional skills to answer the questionnaires. Moreover, it 

ensured a faster data collection and a higher response rate. 

 

-Mixed Methods Surveys: 

Researchers usually consider three factors when choosing a certain type of survey. Which were: 

the time required for survey completion, the research strategy, and the targeted sample size. It 

was considered more effective to combine multiple types of questionnaire surveys during data 

collection. Similar to combining quantitative and qualitative strategies, the method of 

combining multiple types of surveys served more or less the same purpose, one method 

covering the weaknesses of the other. Creswell and Clark (2011) argued that this method has 

proven to be valuable over recent years in both increasing the creditability of the research and 

increasing the response rate. This research combined both the web survey and the self-

administered survey. 

 

Combining multiple survey methods gave the researcher flexibility in answering the proposed 

research questions and ultimately reach the objectives set. Moreover, combining both methods 

gave access to a good-sized population, and an increased response rate. It is essential to note 

that this method requires more effort by the researcher and requires particular skills and 

experience for carrying out the data collection steps. 

 

The reasons for using this method of data collection by the researcher was: to ensure that all 

key players in the construction process (e.g. Clients, managers, site engineers, consultants, 
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foremen, tradesmen), were included in the research; to generate reliable results; and to increase 

the response rate of the questionnaires. 

5.8 Questionnaire Design 

The aim of the questionnaire (Appendix I) used in this study was to identify the motivational 

factors affecting worker productivity, thus the questionnaire consisted of two main parts. The 

first part consisted of questions regarding the job role and experience of the participant to 

account for the validity and credibility of the questionnaire responses. The second part 

consisted of a comprehensive list of the potential motivational factors affecting productivity, 

derived from past motivation theories and studies, together with the preliminary study 

conducted in this research. Participants were asked to state the degree of importance and the 

frequency of occurrence of the listed factors which were presented on a five and three-degree 

Likert scale respectively, finally the questionnaire was available in an Arabic version for the 

ease of comprehension for some of the participants, while ensuring there was little to no loss 

of meaning. 

 

The Likert scale is relatively straightforward to create by the researcher. Moreover, respondents 

find it simple to provide their opinions on a certain subject using this format.(Krosnick, 2018) 

and Subedi (2016), The limitations of the scale, is that it examines the level of agreement of 

respondents to a certain statement, rather than the magnitude of the statement (Kothari, 2004). 

 

Following the literature review, the potential motivational factors were first classified into four 

specific categories (see Appendix II), then, by conducting a survey amongst the key players in 

the construction industry the factors affecting productivity were determined. 
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The Jordanian construction industry targeted sample consisted of: - 

a) Clients;  

b) Consultants; 

c) Site Engineers; 

d) Contractors; 

e) Foremen; 

f) Subcontractors – skilled tradesmen. 

 

The questionnaire was sent to different construction sites, and construction companies 

operating in the capital Amman, and Aqaba the coastal tourist city. Although there were 

projects under construction in all of Jordan’s cities, there were two main reasons for choosing 

these two major cities. Firstly, the projects used the most advanced construction technologies 

and techniques, and secondly, they included the highest variety of skills, which would account 

for the accuracy of the data to be obtained from the survey. Using both web surveys and self-

administrated surveys, procedures were designed to follow up and collect responses and secure 

a 45.8% return rate. Questions may arise on the inclusion of clients and consultants in the 

survey questionnaire targeting productivity in construction sites. However, a closer 

examination of the Jordanian construction industry showed that during a project lifecycle, 

engineers that operated on sites often interchanged positions between contractor and consultant 

companies. Additionally, opinions of clients were included, so that the questionnaire responses 

would include all levels of management in any given construction project. 

 

A combination of random sampling and purposive sampling was used to identify and select the 

questionnaire participants. This was used to ensure that the targeted sample was representative 

of the construction industry population. Additionally, purposive sampling was used to ensure 
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the participants had sufficient work experience and technical understanding to effectively 

answer the questionnaire. The proposed factors were related to the four major groups identified 

from the literature: 

 

➢ Economic Factors; 

➢ Organizational Factors; 

➢ Physical Factors; 

➢ Socio-psychological Factors. 

 

The formulas below were used to determine the importance index, frequency 

index and severity index. (Lim and Alum, 1995; Abdul Kader et al., 2005): 

 

𝐼𝑚𝑝𝑜𝑟𝑡𝑎𝑛𝑐𝑒 𝐼𝑛𝑑𝑒𝑥 =
5𝑛1 + 4𝑛2 + 3𝑛3 + 2𝑛4 + 𝑛5

5(𝑛1 + 𝑛2 + 𝑛3 + 𝑛4 + 𝑛5)
 

 

𝐹𝑟𝑒𝑞𝑢𝑒𝑛𝑐𝑦 𝐼𝑛𝑑𝑒𝑥 =
3𝑚1 + 2𝑚2 + 𝑚3

3(𝑚1 + 𝑚2 + 𝑚3)
 

 

𝑆𝑒𝑣𝑒𝑟𝑖𝑡𝑦 𝐼𝑛𝑑𝑒𝑥 = 𝐼𝑚𝑝𝑜𝑟𝑡𝑎𝑛𝑐𝑒 𝐼𝑛𝑑𝑒𝑥 × 𝐹𝑟𝑒𝑞𝑢𝑒𝑛𝑐𝑦 𝐼𝑛𝑑𝑒𝑥 

 

Where, 

n1 = number of responses for “Very Important” degree of importance 

n2 = number of responses for “Important” degree of importance 

n3 = number of responses for “Neutral” degree of importance 

n4 = number of responses for “Not Important” degree of importance 

n5 = number of responses for “Strongly Not Important” degree of importance, 

and n1, n2, n3, n4, and n5 each have a weight of 5, 4, 3, 2, and 1 respectively 

m1 = number of responses for “High” frequency of occurrence 

m2 = number of responses for “Medium” frequency of occurrence 

m3 = number of responses for “Low” frequency of occurrence, and 
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m1, m2, m3 each have a weight of 3, 2 and 1 respectively 

 

5.8.1 The Pilot Study 

Using the mixed methods survey, pilot testing was divided into two stages. Stage one involved 

distributing the questionnaires to a small size sample, targeting twelve participants, which were 

mainly professionals working in the Jordanian construction industry. These participants were 

selected on the basis of having previous research experience, high work experience, and a 

general understanding of questionnaire analysis and design. This was to ensure the researcher 

received valuable feedback so that the questionnaire design and layout could be improved. 

Stage two involved distributing the questionnaire to four academics within the University of 

Jordan with previous work experience in the construction industry. The questionnaire was 

piloted in English in both stages. The benefits of piloting the survey on two stages was to gain 

comments from both academics and professionals, based on their comments and 

recommendations; the design and layout of the questionnaire was modified for a better 

understanding, as well as some questions were rephrased. Generally, the questionnaire has 

received positive feedback in terms of clarity and accuracy from both professionals and the 

academics. After addressing the Comments on the questionnaire, the final draft was produced. 

Figure 5.3 below, illustrates the pilot study stages. 
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Figure 5.3 Pilot Study Stages 

5.8.2 Response Rate 

Once the design of the questionnaire, and the pilot study was completed, the questionnaire was 

distributed to 390 professionals working in different sites in Jordan. 175 responses were 

received, in which 8 were ineligible. Thus, securing a 45.8% response rate, according to Baruch 

and Holtom (2008) the average response rate for data collected from individuals is 52% while 

data collected from organizations was 35.7%. The Neuman (2013) formula used to calculate 

the response rate is shown below. According to Saunders et al. (2016) this was an adequate 

response rate to produce reliable results. 

𝑅𝑒𝑠𝑝𝑜𝑛𝑠𝑒 𝑟𝑎𝑡𝑒 =  
𝑅𝑒𝑠𝑝𝑜𝑛𝑠𝑒 𝑛𝑢𝑚𝑏𝑒𝑟

𝑆𝑎𝑚𝑝𝑙𝑒 𝑛𝑢𝑚𝑏𝑒𝑟 − 𝐼𝑛𝑒𝑙𝑖𝑔𝑖𝑏𝑙𝑒
× 100% 
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5.9 Qualitative Data: 

Qualitative research is a data collection method that is concerned with the reasons on why a 

certain phenomenon occurred rather than how it occurred. Unlike quantitative research, 

qualitative research does not rely on statistics but rather on realities of people’s opinions, 

behaviour, and the reasons behind a certain phenomenon. This is done through analysing 

different kinds of data which can be in structured and unstructured forms, (Creswell, 2018). 

Bryman and Bell (2013) define qualitative research as the arrangement of data collected from 

both structured and unstructured interviews, as well as observation notes that tend to be difficult 

to summarise in a numerical terminology. According to Bryman and Bell (2013) there are two 

main qualitative data collection methods classified as direct and indirect, as illustrated below: 

 

 

Figure 5.4 Qualitative Research Techniques Classification (Malhotra and Birks, 2006) 
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5.9.1 Methods of Collecting Qualitative Data: 

5.9.1.1 Focus Groups:  

A focus group is basically the meeting of multiple experts of the researched problem, the main 

idea is to gather data and insights from these experts that is difficult to obtain otherwise. 

Furthermore, the experts would possess characteristics that are relevant to the topic discussed 

so they can properly evaluate the problem at hand while understanding the strengths and 

limitations of the research, in an attempt to gather knowledge. 

 

Fellows and Liu (2015) explained that the main purpose to conduct a focus group is to view 

the people’s opinion on the research problem and have a general understanding behind their 

arguments. Additionally, they argue that the researcher must keep the study participants active 

during the meeting, and act as a guide in the discussion so that all participants can reach an 

agreement, and hence meaningful conclusions can be obtained. Creswell and Clark (2017) 

classified three types of focus groups: exploratory, clinical, and experiencing. Exploratory 

group is basically a group with its main purpose being defining a research problem. The clinical 

group is where participants attempts to share their opinions regarding the problem at hand. 

Finally, the experiencing group is concerned with participants feelings regarding past 

experiences. An important aspect of conducting a focus group is having a list of guidelines to 

help the researcher cover specific topics related to the research. Hence the focus group will be 

able to discuss issues relevant to solving the problem at hand and obtain preliminary results. 

 

Having a common understanding and shared experience of the discussed topic creates a 

comfortable environment for the participants, this can further be improved by having an 
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organised guide created by the researcher which can help in motivating the participants in 

sharing their knowledge on the topic. Furthermore, it encourages participants who may not be 

comfortable in individual interviews to share their views. With that being said, the focus group 

requires the researcher to be highly qualified in organising such meetings to be able to expertly 

motivate and encourage participants to share their views while limiting any research bias. This 

will lead to reliable findings which can then be generalised. However, there are certain 

limitations to this method, as it requires an organised time and avenue to have 8 to 10 

participants present at the same time. Additionally, some participants might have difficulties 

sharing their ideas in a large group. Bearing these in mind, the researcher did not consider using 

this method.  

 

5.9.1.2 Individual Interviews:  

Interviews are considered by many researchers as an effective and reliable qualitative data 

collection tool, due to its ability to understand specific topics through extensive discussions 

that leads to generating new ideas and valuable data. Creswell and Clark (2017) divide 

interviews into two categories: nondirective and semi structured. The indirective interviews are 

based on open-ended questions asked to the participant and is given maximum freedom to share 

their view. The success of this method highly depends on the researcher ability to guide the 

discussion to achieve the needed results while ensuring minimum researcher bias. 

 

The second type is the semi-structured interviews. In this method the researcher manages the 

time of the interview with the intend to cover a prepared list of questions, with the flexibility 

to probe the discussion further on specific questions depending on the participants answers. 

Moreover, the researcher should be prepared to answer questions from the interviewee while 
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staying relevant to the intended topic. Farrell (2016) stresses that in this method, the researcher 

is able to generate large number of data, new themes and detailed ideas since it relies on direct 

interaction with participants which leads to the in-depth exploration of topics. Additionally, 

this method is cost effective when compared to focus groups, since the participants can freely 

choose the time and place within their workplace and are able to provide their insight at no 

cost. Furthermore, having direct contact with participants can allow the researcher to observe 

their feelings regarding a certain topic, which could lead to follow up questions to further probe 

the subject. However, Creswell and Clark (2017) argue that the researcher should possess the 

needed skills to manage the interview in terms of time spent, and the relevancy of the discussion 

to the subject area. Additionally, the flexibility of this method can lead to generating a large 

volume of data that can be challenging to analyse and interpret. 

 

The researcher decided to adopt the semi-structured interviews for this study. This is because 

it will provide deep insight and understanding of the research phenomena, which may not be 

gained through indirective interviews, since the participants will have freedom in expressing 

their ideas and discuss issues that would potentially consume more time and mislead the 

research. Furthermore, the semi-structured interviews are well suited to discuss deep 

information regarding participants motivation, and their views on their organisation culture. 

Finally, it allows the researcher to explore topics that were not covered the questionnaire 

survey. 

 

This research targeted construction organisations in Jordan that dealt with all kinds of 

construction work. Therefore, companies that dealt with specific work such as electro-

mechanical or insulations were not considered. Within these organisations, the researcher 
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targeted all chains of management from clients to site engineers and foremen, with large 

working experience in the construction industry, to ensure their ability to provide detailed and 

accurate information relating to workers motivation. Interviews were audio recorded with the 

participants permission. Additionally, notes were taken during the interviews in case the audio 

was not clear. The interviews were held at different parts within the organisations depending 

on the participants time, comfort, and convenience. The interviews took no more than 45 mins. 

 

The interviews process was a success since participants were cooperative and professional. 

Valuable information was acquired from the interviews which helped the researcher to validate 

the results from the questionnaire and to further understand the subject matter. No serious 

problems were faced during the interviews, despite the challenges in securing the interviews 

with the targeted sample. 

5.10 Validity and Reliability of the Data Collection Methods:  

This section discussed the potential issues of validity and reliability which often accompany 

methods of data collection. 

 

5.10.1 Data Collection Validity  

According to Leedy and Ormrod (2005), quantitative approaches, especially questionnaires can 

potentially end up measuring what was not intended to be measured by the researcher, which 

could affect the data analysis and consequently the conclusions drawn. With this in mind, the 

researcher carried out a comprehensive review of the literature, including a critical examination 

of the motivation theories, and past studies on factors affecting productivity. In addition to this, 

motivation and productivity in the construction industry was researched and compared to other 
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industries, to understand the differences in worker motivation in other industry sectors, and the 

fluctuation in productivity levels. These factors could then be included and explained in the 

questionnaire in the later steps. Additionally, the survey questionnaire was based on an 

adaptation of the most important factors from 13 studies in the literature, as well as the initial 

results from the preliminary study, which will make it possible to compare the research findings 

with the past studies. Before producing the final questionnaire draft, a pilot study was 

performed which was completed in two stages by firstly capturing results from construction 

professionals, and then from academics, which helped in establishing the validity of the 

contents. Finally, the results obtained from the questionnaire survey were further reinforced 

and validated using the participants opinions and views from the qualitative part of the study. 

  

5.10.2 Data Collection Reliability 

The use of quantitative or qualitative methods, which in the case of this research were 

questionnaires and the semi structured interviews from the preliminary study, often raises the 

issue of the quality and the reliability of the data (Sekaran and Bougie, 2016). Data collection 

reliability is concerned with the degree of consistency of the findings and how the conclusions 

drawn from the data analysis can be compared with other researchers when the entity measured 

did not change. This study has used the combination of web survey and self-administered 

questionnaires which were completed during the field work carried out in Jordan, to ensure that 

the targeted participants would complete the survey. Robson and McCartan (2016) argued that 

semi structured interviews could potentially produce inconsistent results from other studies, 

due to the lack of standardisation present in the actual method. Additionally, participants 

involved could provide biased information during the interview, which could affect the findings 

of the study. To counter that issue, the interviewees were informed that the data provided would 
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only be used for research purposes. They were also provided with a supporting letter to ensure 

the confidentiality of the interviews. Furthermore, permission for the interview to be audio 

recorded was gained from the interviewees beforehand, finally the interviews were translated 

from Arabic to English with minimum loss of meaning. However, even with all these 

procedures taken, full reliability cannot be guaranteed, as it is the case with any research study. 

5.11 Data Analysis 

In any research study following a quantitative or qualitative approach, researchers more or less 

carry out the same steps: Data preparation for analysis, data exploration, data analysis and 

representation, and finally interpreting and validating the data. This research began with a 

preliminary study to develop themes, using semi structured interviews. Then the research used 

a quantitative approach to identify the motivational factors affecting productivity in 

construction sites. When the data analysis from the quantitative approach was completed, the 

research continued with the qualitative approach, to further explore and investigate the most 

important factors produced from the questionnaire, and to reinforce the results obtained, as well 

as critically examining the role of organisational culture and its effects on construction workers. 

 

The preliminary-study data analysis was in the form of interviews which used content analysis 

to develop themes, that was used in the follow up approaches of the study. Statistical data 

analysis methods were used in the quantitative approach, starting with the descriptive analysis 

of participants roles. Additionally, the Cronbach’s Alpha (α) test was used to measure the 

internal consistency of the questionnaire. To produce a ranking for the motivational factors 

affecting productivity, a ranking analysis in form of severity index using the formula in section 

5.8 was used. Furthermore, factor analysis was used to examine how the variables will group 
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into related factors in the questionnaire. And to develop the productivity framework for the 

Jordanian construction industry. 

5.12 Research Ethics 

Ethics in research is concerned with the good or bad principles involved in the acts or conduct 

of a group of research subjects. It also includes how appropriately a researcher handles the 

subjects of the study, (Saunders et al. 2016). Questions on whether a certain action is considered 

right or wrong can arise at any point in the study, being either the research stage, collection of 

data, or analysis of data. 

 

Since the researcher has full responsibility for the research and the study subjects during the 

various stages of the research, cautious measures needed to be taken. 

 

 During the preliminary study, the researcher made sure the ongoing work of the site operatives 

was not affected and that they were only approached during their breaks, and that permission 

was obtained to ask questions related to the observations being conducted. Additionally, the 

researcher gained the permission of site managers regarding access to the site and agreed 

interviews at a time suitable for them so as not to interfere with their work. The interview 

questions were designed so as not to cause offence or discomfort to the participants. Lastly, the 

data collected was stored in password-protected files, to ensure safe storage. 

 

An informed consent is one of the important aspects of research ethics (Saunders et al. 2016), 

it indicates that a participant can volunteer in a particular study while being fully aware what 

it means for them to take part, and hence can give consent to use the data before they participate, 
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this is done to ensure that researchers are using the data obtained ethically throughout their 

study. Following this, the researcher used the informed consent letter provided by Coventry 

University which follows all the guidelines that complies with the General Data Protection 

Regulation and handed it to the participants prior to their interviews. Participants fully 

understood the letter and filled in the needed information. 

 

Furthermore, the researcher was well aware of the privacy issues that could arise by the 

mishandling of the data, thus the participants in both studies were briefed on the security of the 

data, and how the data collected from them would be used in the future. Moreover, the 

researcher respected the right of participants to refuse to take part or withdraw from the study 

at any time. Finally, the researcher followed the data protection guidelines in both the UK and 

Jordan, by following the standard operating procedures, and not sharing the data with any third 

parties. 

5.13 Summary 

This chapter started with an overview on the research methodology and primary and secondary 

data collection. It also presented and justified the research design, approaches, and strategies 

that were used to achieve the research aim and objectives. Since this research adopted the 

deductive approach; a survey strategy was used for the data collection process. Additionally, 

the availability of data in the past literature on motivational factors affecting productivity 

allowed for the developing of the questionnaire by the study of the influential factors from past 

studies. Data collection methods were listed and discussed, with the research adopting the 

mixed method survey technique to ensure all key players in the construction industry (Clients, 
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managers, site engineers, consultants, foremen, tradesmen) can be reached to generate reliable 

results, and increase the response rate of the questionnaires. 

 

To identify the motivational factors affecting productivity, a questionnaire was designed and 

piloted, before being sent to different construction sites, and construction companies operating 

in Amman the capital, and Aqaba the coastal tourist city. A total of 340 questionnaires were 

sent to different sites in Jordan. A total of 175 were returned, 8 out of 175 were not completed, 

thus, securing a 45.8% response rate. Finally, the chapter discussed the validation and 

reliability issues for the methods deployed and what mitigation procedures were used by the 

researcher. 
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6. Chapter Six: Data Analysis 

 

6.0 Introduction 

This chapter identify the main motivational factors affecting productivity in the Jordanian 

construction industry which will lead to the development of the productivity framework. It 

presents the data analysis technique utilized through the use of SPSS26. The motivational 

factors are presented in terms of their groups discussed in the previous chapter. Furthermore, 

the data reduction technique factor analysis is used to produce the main components that will 

assess in the development of the framework. 

The chapter also analyses the interviews done with the participants from the Jordanian 

construction industry, to validate the questionnaire results and to further understand the 

importance of these motivational factors on impacting productivity. 

6.1 Demographic Data 

Common to most other countries, the construction industry in Jordan consists of multiple key 

players operating on and off site with diverse backgrounds, education, and experience, and thus 

different needs and priorities in their lives. Therefore, to obtain a wide coverage within the 

targeted sample of population, and further to establish a reasonable reliability of the findings, 

the targeted population included a mix of the key players. The 175 respondents consisted of: 

44 site engineers, 37 tradesmen, 30 project managers, 26 foremen, 27 consultants, and 11 

clients.  In the case of the tradesmen surveyed in this study, the method of employment was 

taken into consideration, as it can include both direct hiring, and subcontracts under the 

multilayer subcontracting system of main contractors. In these cases, the subcontracted 
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tradesmen were responsible for providing their own laborers and assistants, in accordance with 

the subcontract’s requirements. Accordingly, the difference in the actual employment method 

may impact the importance index, and thus the ranking of the motivational factors explored. 

Nevertheless, with few exceptions, the vast majority of the tradesmen working in construction 

sites in Jordan, engage in lump-sum subcontracts, therefore an influence, such as the 

employment method, bear little to no effect on the results obtained in this study. 
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Table 6.1 Participants Years of Experience 

Participants Years of Experience 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 10 9 5.1 5.1 5.1 

11 10 5.7 5.7 10.9 

12 7 4.0 4.0 14.9 

13 9 5.1 5.1 20.0 

14 2 1.1 1.1 21.1 

15 12 6.9 6.9 28.0 

16 6 3.4 3.4 31.4 

17 1 .6 .6 32.0 

18 8 4.6 4.6 36.6 

19 3 1.7 1.7 38.3 

2 2 1.1 1.1 39.4 

20 1 .6 .6 40.0 

22 6 3.4 3.4 43.4 

23 2 1.1 1.1 44.6 

24 1 .6 .6 45.1 

25 5 2.9 2.9 48.0 

3 3 1.7 1.7 49.7 

30 2 1.1 1.1 50.9 

35 1 .6 .6 51.4 

4 10 5.7 5.7 57.1 

5 22 12.6 12.6 69.7 

6 18 10.3 10.3 80.0 

7 11 6.3 6.3 86.3 

8 13 7.4 7.4 93.7 

9 11 6.3 6.3 100.0 

Total 175 100.0 100.0  

 



117 

 

 

 

6.2 Cronbach Alpha Reliability Test 

To test the consistency of the questionnaire and ensure valid results, the results from the survey 

were tested using the Cronbach Alpha. The internal consistency coefficient values are between 

0 and 1 Cronbach’s alpha (α) is calculated using the equation below: 

 

Where n refers to the number of variables, Vi is the scores variance of each variable, and Vtest 

is the total variance of the overall scores. According to Santos (1999) as the alpha coefficient 

increases so does the reliability of the scale deployed. Furthermore, Bland and Altman (1997) 

provided a table format indicating the alpha score and its reliability as seen in Table 6.2 below. 

 

Table 6.2 Alpha Score 

Cronbach Alpha Score Reliability 

>0.9 Excellent 

>0.8 Good 

>0.7 Acceptable 

>0.6 Questionable 

>0.5 Poor 

<0.5 Unacceptable 
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The Cronbach alpha for the data set was computed using (SPSS26) software, where a value of 

0.928 was obtained (Table 6.3) Thus, indicating an excellent measure of questionnaire 

reliability by all participants. 

                                          

Table 6.3 Cronbach Alpha value 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.928 .932 104 

 

6.3 Evaluating the Motivational Factors 

The perceived impact of the 52 motivational factors affecting workers productivity in 

construction sites in Jordan was determined. The relative importance index, severity index, and 

ranks of the factors surveyed were presented, discussed, and linked to previous related studies 

within the past literature. For each factor presented, the descriptive statistics (average mean, 

and standard deviation), in addition to the importance and severity indices and consequently 

the rank achieved for each factor are presented in Table 6.4 and Table 6.5, below. 
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Table 6.4 Motivational Factors Ranking 

 Motivational Factors Ranking 

Factors Rank Mean Std. Deviation N 

Pay on Time 1 4.47 .794 175 

Getting an 

increase in salary 

2 4.44 .747 175 

Feeling of 

achievement with 

your work 

3 4.44 .792 175 

Having a good 

salary 

4 4.37 .840 175 

Having a clear 

work schedule 

5 4.35 .922 175 

Materials always 

available on site 

6 4.34 .939 175 

Being paid fairly - 7 4.34 .956 175 

Being satisfied 

with your work 

8 4.33 .866 175 

Getting paid for 

working overtime 

9 4.32 .935 175 

Having good site 

supervision 

10 4.30 .860 175 

Being able to 

advance in your 

career 

11 4.29 .774 175 

Having a safe 

secured job 

12 4.28 .778 175 

Having an 

organised site 

management 

13 4.25 .777 175 

Being recognised 

for the work you 

do 

14 4.22 .917 175 
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Materials being 

managed properly 

on site 

15 4.22 .870 175 

Getting promoted 16 4.20 .809 175 

Presence of 

skilled workers on 

site 

17 4.20 .916 175 

Having a good 

relationship with 

your employer 

18 4.20 .916 175 

Trust and clear 

communication 

with the 

management 

19 4.19 1.053 175 

Fringe Benefits 20 4.17 .929 175 

Being involved in 

making decisions 

21 4.15 .943 175 

Working in safe 

site conditions 

22 4.15 .904 175 

Systematic flow 

of work 

(planning) 

23 4.14 .924 175 

Having a high 

responsibility job 

24 4.11 .890 175 

Getting an 

accurate job 

description 

25 4.11 1.066 175 

Being financially 

secured 

26 4.02 1.157 175 

Change order by 

client causing 

work delay 

27 3.94 1.010 175 

Workers having 

discipline towards 

their tasks 

28 3.93 .926 175 

Having good site 

conditions 

29 3.93 .891 175 

Receiving 

financial rewards 

30 3.91 1.013 175 
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Having loyal 

workers on site 

31 3.89 1.137 175 

Quality of the 

drawings up to 

standards 

32 3.89 .952 175 

Having good team 

spirit on site 

33 3.87 .986 175 

Having a good 

relationship with 

your workmates 

34 3.85 1.251 175 

Having a 

competent 

supervisor 

35 3.82 1.027 175 

Presence of good 

working facilities 

36 3.82 .933 175 

Having 

challenging tasks 

37 3.77 .908 175 

Receiving 

adequate training 

38 3.76 .959 175 

Management 

following the 

company's policy 

39 3.75 1.141 175 

Work 

uninterrupted for 

the day 

40 3.74 1.038 175 

Having 

competition at 

work 

41 3.70 1.002 175 

Nature of work 

given 

42 3.64 .923 175 

Receiving bonus 

on Eid 

43 3.60 1.273 175 

Delays in 

responding to 

requests for 

information  

44 3.56 1.177 175 

Working at 

similar activities  

45 3.54 1.010 175 

Delayed work 

inspection  

46 3.54 1.087 175 
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Having transport 

services in and 

out of work  

47 3.35 1.339 175 

Having to work 

overtime 

48 3.26 .963 175 

Working in poor 

weather 

conditions 

49 3.16 1.240 175 

 Having to work 

too many hours  

50 3.05 1.274 175 

 Project site 

distance from 

home   

51 3.03 1.291 175 

Getting free lunch 

at work  

52 3.01 1.410 175 

 

By calculating the average mean and the importance index of the surveyed factors, the results 

obtained show that the ten most important motivational factors affecting productivity in the 

Jordanian construction sites were the following: (1) Pay on Time; (2) Salary Increase; (3) 

Feeling of Achievement; (4) Amount of Pay; (5) Clear Work Schedule; (6) Materials 

Availability; (7) Fairness of Pay; (8) Work Satisfaction; (9) Overtime Payment; and (10) Good 

Site Supervision. While the 10 most important factors are mentioned, the discussion of the 

factors will be carried out collectively, since some of the prominent motivational factors 

determined involve common characteristics with other factors in this study, regardless of the 

rank achieved. 

 

The results obtained, indicates that the most important motivational factor affecting 

productivity was “Pay on Time”. This was supported by the results obtained from previous 

related studies on motivational factors affecting productivity done by Zakeri et al. (1996); 

Abdul Kadir et al. (2006), Enshassi et al. (2007); Kazaz et al. (2008); Jarkas and Radosavlijevic, 
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(2013), and Alabbadi and Agykeum-Mensah, (2019), in Iran, Malaysia, Gaza Strip, Turkey, 

Kuwait, and Jordan. 

 

These results can be attributed to the current economic state of Jordan, with living expenses 

being high, the wages are relatively low. Despite Herzberg’s argument that money is not a 

motivator, the present study along with the mentioned previous studies seem to indicate 

otherwise. It showed that money is considered a powerful motivator for construction workers. 

Additionally, getting paid on time to cope with the living expenses, daily life issues, and 

supporting families is one of the first steps towards the basic needs’ hierarchy of Maslow. 

In terms of the severity index of the factors surveyed, Table 6.5, shows the severity index 

together with the ranking and the associated group of each of the factors. The severity index 

was calculated by multiplying the importance index with the frequency index of each factor, 

as discussed section 5.8. Based on calculating the severity index, the top ten motivational 

factors impacting productivity were shown to be: (1) Work Satisfaction; (2) Pay on Time; (3) 

Feeling of Achievement; (4) Organised Site Management; (5) Good Site Supervision; (6) Good 

Relationship with Employer; (7) High Responsibility Job; (8) Clear Work Schedule; (9) 

Materials Availability; and (10) Amount of Pay.  

 

The difference in rankings in terms of importance and severity was linked to the frequency 

index, in which the respondents rated the frequency of occurrence of the statements in the 

survey, and each statement represented a motivational factor. Which indicated that, while 

respondents highly rated a certain factor in terms of importance, in reality, the actual frequency 

of occurrence was low, hence reducing the overall severity index of the said factor. 
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While the top 10 factors were different in rank between the two indices, they were of extreme 

importance in both cases. As was the case with the factor “Pay on Time” with an importance 

of “4.47” and a severity of “0.666”, which indicated that respondents regarded it as the most 

important motive affecting productivity, and had a high frequency of occurrence, in other 

words, at least in this study sample, respondents did not have the issue of delays in payment. 

                      

Table 6.5 Motivational Factors Severity Index 

Rank Factors Severity Index Groups 

1 Being satisfied with 

your work 

0.677 Socio-psychological 

Group 

2 Pay on Time 0.666 Economical Group 

3  Feeling of 

achievement with 

your work 

0.664 Socio-psychological 

Group 

4  Having an 

organised site 

management 

0.628 Organizational Group 

5 Having good site 

supervision 

0.618 Physical Group 

6 Having a good 

relationship with 

your employer 

0.614 Socio-psychological 

Group 

7 Having a high 

responsibility job 

0.611 Socio-psychological 

Group 

8 Having a clear 

work schedule 

0.607 Organizational Group 

9 Materials always 

available on site 

0.604 Organizational Group 

10 Having a good 

salary 

0.602 Economical Group 

11 Being able to 

advance in your 

career 

0.598 Socio-psychological 

Group 
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12  Being recognised 

for the work you do 

0.594 Socio-psychological 

Group 

13  Being paid fairly 0.593 Economical Group 

14  Trust and clear 

communication 

with the 

management 

0.593 Organizational Group 

15 Presence of skilled 

workers on site 

0.592 Physical Group 

16 Change order by 

client causing work 

delay 

0.584 Physical Group 

17 Working in safe 

site conditions 

0.58 Physical Group 

18 Materials being 

managed properly 

on site 

0.575 Organizational Group 

19 Being involved in 

making decisions 

0.565 Socio-psychological 

Group 

20  Having a safe 

secured job 

0.562 Economical Group 

21 Systematic flow of 

work (planning) 

0.561 Organizational Group 

22 Getting paid for 

working overtime 

0.556 Economical Group 

23 Getting an accurate 

job description 

0.549 Organizational Group 

24 Presence of good 

working facilities 

0.546 Physical Group 

25 Quality of the 

drawings up to 

standards 

0.544 Physical Group 

26 Having a good 

relationship with 

your workmates 

0.538 Socio-psychological 

Group 
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27 Having good site 

conditions 

0.537 Organizational Group 

28 Workers having 

discipline towards 

their tasks 

0.531 Socio-psychological 

Group 

29 Being financially 

secured 

0.529 Economical Group 

30 Having a 

competent 

supervisor 

0.529 Organizational Group 

31 Having challenging 

tasks 

0.528 Socio-psychological 

Group 

32 Having good team 

spirit on site 

0.521 Socio-psychological 

Group 

33  Fringe Benefits 0.519 Economical Group 

34 Getting an increase 

in salary 

0.507 Economical Group 

35 Having competition 

at work 

0.505 Socio-psychological 

Group 

36  Getting promoted 0.501 Economical Group 

37 Having loyal 

workers on site 

0.492 Physical Group 

38 Management 

following the 

company's policy 

0.49 Organizational Group 

39 Work uninterrupted 

for the day 

0.488 Physical Group 

40 Working at similar 

activities 

0.454 Organizational Group 

41 Receiving adequate 

training 

0.453 Organizational Group 

42 Nature of work 

given 

0.445 Physical Group 
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43 Delayed work 

inspection 

0.445 Physical Group 

44 Delays in 

responding to 

requests for 

information 

0.438 Organizational Group 

45 Having to work 

overtime 

0.429 Physical Group 

46  Having to work 

too many hours 

0.427 Physical Group 

47 Receiving financial 

rewards 

0.413 Economical Group 

48 Having transport 

services in and out 

of work 

0.397 Economical Group 

49 Receiving bonus on 

Eid 

0.389 Economical Group 

50  Project site 

distance from home  

0.374 Socio-psychological 

Group 

51 Working in poor 

weather conditions 

0.361 Physical Group 

52 Getting free lunch 

at work 

0.347 Economical Group 

 

6.4 Motivational Factors Related Groups 

The 52 factors surveyed in this study, were classified into 4 factor groups: Socio-Psychological; 

Economic; Physical; and Organisational. Among these groups, the socio-psychological factors 

group was found to be the most important with a severity index average of 0.571, as seen in 

Table 6.6. 12 factors were investigated in this group, and work satisfaction (SI-0.677), work 

achievement (SI-0.664), and good relationship with employer (SI-0.614) were regarded by the 

respondents as 3 most important factors. On the other hand, factors such as challenging tasks 
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(SI-0.528), team spirit (0.521), and site distance (0.374) scored the least in this group. The other 

factors in the group were relatively close with their severity index score near to the top factors 

of the group. It is good to note that, when considering the 52 total factors, there exist 5 socio-

psychological factors in the top 10 most important motivational factors. These factors as seen 

from the table below are ranked both in the total ranking and their group ranking, to indicate 

their importance in affecting productivity in construction sites. 

 

The second most important group was organisational factors with a severity index average of 

0.541 (Table 6.9). 13 total factors were investigated, and respondents regarded organised site 

management (SI-0.628), work schedule (SI-0.607), and materials availability (SI-0.604) as the 

3 most important motivational factors. On the other hand, the factor delays in responding to 

requests for information scored the least in this group (SI-0.438). Furthermore, when 

considering the total 52 factors surveyed, 3 organisational factors were present in the top 10 

most important motivational factors affecting productivity. 

 

The third most important group was economic factors with a severity index average of 0.506 

(Table 6.7). 13 total factors were investigated, and pay on time (SI-0.666), pay amount (0.602), 

and fairness of pay (0.593) were regarded by the respondents as the top 3 economic factors. 

However, factors such as bonus on Eid (0.389), and free lunch (0.347) scored the least in this 

group and had the least importance. Furthermore, when considering the 52 total factors, 2 

economic factors were present in the top 10 most important motivational factors affecting 

productivity. 

 



129 

 

 

Finally, the least important group according to the respondents was the physical factors group 

with a severity index average of 0.504. 13 total factors were present in this group, and good 

site supervision (SI-0.618), skilled workers on site (SI-0.592), and change orders (SI-0.584) 

were regarded by the respondents as the top 3 physical factors. On the other hand, working 

overtime, too many working hours, and weather conditions scored the least in this group, as 

seen in Table 6.8, and were considered the least important by the respondents. Additionally. 

When considering the 52 total factors, only one physical factor was present in the top 10 most 

important motivational factors affecting productivity. 

 

With the top 10 factors identified with their respective groups (Table 6.5), 4 were socio-

psychological, 3 were organisational, 2 were economic, and 1 represented the physical group. 

Hence the following major 10 factors which primarily impact workers productivity and 

therefore of which poor gratification on a construction site likely leads to great demotivation 

and continued low productivity, were fixed in descending order: (1) Work Satisfaction; (2) Pay 

on Time; (3) Feeling of Achievement; (4) Organised Site Management; (5) Good Site 

Supervision; (6) Good Relationship with Employer; (7) High Responsibility Job; (8) Clear 

Work Schedule; (9) Materials Availability; and (10) Amount of Pay. 
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Table 6.6 Socio-Psychological Factors 

Socio-Psychological Group 

Factor Importance Index Severity Index Rank In group Rank Overall 

Work 

Satisfaction 

0.865 0.677 1 1 

Work 

Achievement 

0.886 0.664 2 3 

Good 

Relationship 

with Employer 

0.84 0.614 3 6 

high 

responsibility 

job 

0.823 0.611 4 7 

Career 

Advancement 

0.854 0.598 5 11 

Work 

Recognition 

0.845 0.594 6 12 

Decision 

making ability 

0.831 0.565 7 19 

Good 

Relationship 

with Workmates 

0.77 0.538 8 26 

Work Discipline 0.786 0.531 9 28 

Challenging 

Tasks 

0.753 0.528 10 31 

Team Spirit 0.755 0.521 11 32 

Site Distance 0.608 0.374 12 50 

Index Avg 0.801 0.571 
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Table 6.7 Economic Factors 

Economical Group 

Factor Importance Index Severity Index Rank In 

group 

Rank Overall 

Pay on Time 0.895 0.666 1 2 

Pay Amount 0.888 0.602 2 10 

Fairness of Pay 0.867 0.593 3 13 

Job Security 0.867 0.562 4 20 

Overtime 

Payment 

0.864 0.556 5 22 

Financial 

Security 

0.865 0.529 6 29 

Fringe Benefits 0.84 0.519 7 33 

Pay Increase 0.833 0.507 8 34 

Promotions 0.803 0.501 9 36 

Financial 

Rewards 

0.782 0.413 10 47 

Transport 

Services 

0.72 0.397 11 48 

Bonus on Eid 0.671 0.389 12 49 

Free Lunch 0.602 0.347 13 52 

Index Avg 0.807 0.506 
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Table 6.8 Physical Factors 

Physical Group 

Factor Importance 

Index 

Severity 

Index 

Rank In 

group 

Rank 

Overall 

Good Site Supervision 0.859 0.618 1 5 

Skilled Workers on Site 0.84 0.592 2 15 

Change Order 0.789 0.584 3 16 

Safe Site Conditions 0.83 0.58 4 17 

Good Working Facilities 0.76 0.546 5 24 

Quality of Drawings 0.756 0.544 6 25 

Workers Loyalty 0.779 0.492 7 37 

Work Interruptions 0.749 0.488 8 39 

The Work Itself 0.728 0.445 9 42 

Inspection Delay 0.707 0.445 10 43 

Work Overtime 0.651 0.429 11 45 

Too Many working 

hours 

0.061 0.427 12 46 

Weather Conditions 0.632 0.361 13 51 

Index Avg 0.703 0.504 
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Table 6.9 Organizational Factors 

Organizational Group 

Factor Importance Index Severity Index Rank In 

group 

Rank Overall 

Organised Site 

Management 

0.85 0.628 1 4 

Work Schedule 0.871 0.607 2 8 

Materials 

Availability 

0.869 0.604 3 9 

Clear 

Communication 

with the 

Management 

0.837 0.593 4 14 

Material 

Management 

0.843 0.575 5 18 

Systematic 

Flow of Work 

0.827 0.561 6 21 

Accurate Job 

Description 

0.823 0.549 7 23 

Site Conditions 0.785 0.537 8 27 

Supervisor 

Competence 

0.765 0.529 9 30 

Company's 

Policy 

0.751 0.49 10 38 

Working at 

similar 

activities 

0.711 0.454 11 40 

Receiving 

adequate 

training 

0.752 0.453 12 41 

Requests 
delays 

0.712 0.438 13 44 

Index Avg 0.781 0.541 
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6.5 Factor Analysis 

The statistical method of factor analysis is often used as a data reduction technique. Its primary 

role is to explain the variability among correlated factors to lower the number of unobserved 

factors. This method is usually used to find the latent factors that account for the patterns of 

collinearity among multiple variables. In other words, it is intended to find the “common 

factor” that the correlated variables are measuring (Kim and Mueller, 1978). 

 

                              

Table 6.10 KMO and Bartlett’s Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .728 

Bartlett's Test of Sphericity Approx. Chi-Square 6719.317 

df 1326 

Sig. .000 

 

For this study’s data, the principle components method of factor analysis was used. First the 

data was tested for sample adequacy using Kaiser-Meyer-Olkin (KMO) measurement. 

According to Table 6.10, the KMO value for this sample was 0.728, which indicated that the 

data was suitable for factor analysis (Chatfield, 2018; Bandalos and Finney, 2018).  

 

Furthermore, the data was rotated using the Varimax with Kaiser normalisation method. Table 

6.11 shows the Eigenvalues of each of the components, and Table 6.12 shows component 

transformation matrix. From these tables it is clearly shown that the rotated components matrix 

had 5 components that explained variability more than a single observed variable. Factors 6 to 
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19 were ignored since they had Eigenvalues of less than 1, and therefore explains less variance 

than a single variable. Therefore, only factors 1 to 5 was considered. 

 

 

Figure 6.1 Factor Analysis Scree Plot 
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Table 6.11 Total Variance Explained 
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Table 6.12 Rotated Component Matrix 

Exploratory Factor Analysis 

Factors Components 

Work 

Environment 

Intrinsic 

Motivation 

External 

Conditions 

Site 

Conditions 

Financial 

Incentives 
Trust and Loyalty 0.837         

Clear 

Communications 

0.815         

Accurate job 

description 

0.798         

Good working 

facilities 

 
   0.763     

Teamwork 0.744   
 

    

Organised site 

management 

0.723     
 

  

Financial Security 
 

  
 

   0.689 

Supervisor 

competence 

0.456         

Work recognition   0.877       

Fairness of pay 
 

0.756     
 

Work Satisfaction   0.747       

Decision making 

ability 

  0.654 
 

    

Materials 

Availability 

    0.704     

Safe Work 

Conditions 

    0.566     

Delayed work 

inspection 

    0.557 
 

  

Change order       0.808   

Salary Increase   
 

  
 

 0.452 

Financial rewards         0.893 

Fair site 

supervision 

  
   0.622 

 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 
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6.6 Interviews  

Qualitative analysis is considered a challenge for researchers to interpret the data, since it 

involves making sense of massive amounts of data and reducing this volume to gain insights 

on a particular issue. This is because qualitative data mainly consists of words, which means 

they can have several meanings, that could lead to misinterpretation of the data, (Patton, 1990). 

Therefore, Miles and Huberman (1990); Patton (1990) advised on using content analysis when 

dealing with qualitative data, as it identifies data through coding the quotes, and categorising 

the code, and lastly mapping the data to explore the different relationships between the 

categories. Thus, this study utilised content analysis to analyse the data gathered from the 

qualitative part of this research. 

Manual content analysis was used in the analysis of the interviews, according to Lacy et al. 

(2015) it is still one of the core methods used in qualitative analysis. Data was entered 

computationally, and the researcher being experienced in the field of the construction industry 

was able to extract quotes based on the participants answers regarding a certain manner. Even 

though it can be seen as a subjective approach, the researcher felt that in the context of this 

study and the fact that the interviews were used to validate the quantitative data and the 

productivity framework, manual content analysis, although taking longer analysis time than  

the automated approach, would yield better results. 

 

Interviews in this study were conducted to validate the results obtained from the quantitative 

part of this study, and to identify the role of organisational culture in influencing workers 

motivation in construction sites. Purposive sampling was used in choosing participants for 

interviews, and criteria were chosen for this. First, participants needed to have previously 



139 

 

 

completed the questionnaire survey and needed to have many years of experience in the 

construction industry. The companies targeted in this study included both large and medium 

size operating in various construction sites in Jordan, these companies were involved in all 

kinds of construction work. Therefore, large companies that specialised in one type of 

construction work like electro-mechanical work were not targeted. 

 

Table 6.13 Participants Profiles 

Work Position Years of Experience Company 

Client 25 Doka Group, Jordan 

Project Manager 22 Masannat Construction 

Consultant 13 Doka Group, Jordan 

Site Manager 9 Alomaria Construction 

Construction Manager 15 Consolidated 

Contractors Company 

Planning Engineer 10 Consolidated 

Contractors Company 

Site Engineer 8 Aldwikat Contracting 

Foreman 18 Aldwikat Contracting 

Site Engineer 10 Precise Builders 

Project Manager 25 Precise Builders 

Foreman 23 Arabian International 

Construction 

Contractors 

Sales Engineer 9 Doka Group, Jordan 



140 

 

 

Site Engineer 11 Middle East for 

Construction 

Construction Manager 17 Abueisheh Construction 

Project Manager 30 Abueisheh Construction 

 

Table 6.13 shows the interviewees possessed between 8 to 30 years of experience in the 

construction industry, and thus have vast knowledge and expertise on the subject which serves 

to validate the information and opinions given by them.  Additionally, the researcher ensured 

that multiple levels of management were represented in the study to further ensure the validity 

of the data and allow for differences of opinions on the matters discussed in the interviews. 

Even though the participants consisted of mainly managers and thus may provide a managerial 

side of view on motivation, the interviews intended to explore the role of organizational culture 

and validate the productivity framework produced from the quantitative part of this study, 

hence interviewing engineers and managers with vast experience would provide valuable data 

to the study in terms of understanding motivation, the techniques used to improve workers 

motivation, and understanding the management culture. Validating the results from the 

questionnaire helped in reducing data bias, additionally the interview questions order was 

flipped to allow for potentially different pattern of answers for different participants, 

furthermore the nature of the semi structured interviews allowed for discussions with the 

participants to avoid fixed or short generic answers. 

 

6.6.1 The Importance of Workers Motivation 

To elaborate further on the importance of worker motivation and how it influences productivity 

in construction sites, the researcher asked the targeted population the following: Organisations 
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in developed countries started valuing the importance of motivating the employees to work to 

increase productivity. What are your thoughts on this? Does your company management 

provide methods to increase motivation in the workplace? 

The answers indicate that all the respondents in the targeted companies, agreed the importance 

of motivation in the workplace, particularly site engineers and foremen who believed that it 

was vital to have motivated workers on site. This is because it increases their productivity, and 

demonstrates the need to have motivation-based rewards to improve performance and work 

patterns, these rewards does not necessarily have to be financial, it can be in a form of a 

recognition letter or an achievement letter or celebration after reaching a certain milestone, or 

even an excellence award for exceptional employees. They added that productivity 

improvement would also reduce the project total cost in the short and long term, since having 

higher productivity will have a positive effect on project completion. This will mitigate project 

delays, where reduced productivity will raise multiple issues within the company, thus leading 

to higher costs and poor reputation. However, all participants agreed that it would prove 

difficult to provide constant financial rewards to improve productivity, due to the poor 

economic state of the country. This reflects on the relationship between the economic status of 

the country, and the fact that the participants in the questionnaire regarded money as their top 

motivating factor. 

On the other hand, the client and the project managers interviewed, agreed that although worker 

motivation was important, implementing methods to improve motivation was not deemed to 

be fundamental for the construction companies. This is probably because they have been in the 

construction industry in Jordan for a long period of time without the presence of such a system. 

They considered that applying methods to change worker motivation may prove to be 
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expensive, required time and effort, and could affect the work process within construction sites. 

Moreover, the interviewees stressed that they did not see a benefit in the short and long term 

as long as projects were being completed on schedule. Furthermore, the client interviewed 

stressed that in order to improve the motivation of workers, the top management of companies 

need to understand the need for reward-based systems recognising worker capabilities. They 

should then be trained in such systems and develop action plans to spread awareness throughout 

their organisations One of the construction managers interviewed mentioned that in his 

company, work recognition rewards were given to exceptional workers, both in the form of 

payment and thanks for their efforts. The construction manager stressed that top management 

introduced these methods to increase the company’s competitiveness in the construction 

market.  

Within the entire sample, 64% agreed that if the management would actively try and motivate 

workers, it would lead to improved productivity, satisfaction, systematic flow of work, mitigate 

work delays, and potentially improve the organisation’s reputation. 

 

6.6.2 The Role of Management in Motivating Workers 

To understand the role of the management in worker motivation, and how the manager-worker 

interaction affects the workplace, the researcher asked the following two questions: 

Previous studies found out that managers play an important role in motivating workers, by 

valuing their work and giving them a sense of achievement, what are your thoughts on this? 

Does this happen in your company? 

In your organisation, are you involved in making decisions, and are you allowed to be creative 

and provide insight on various tasks? Does this increase your motivation? 
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The answers given by the interviewees were mixed but raised several key points. While they 

agreed that although managers were influential in motivating workers, they were not fully 

equipped for the task. One reason for this was the lack of knowledge and understanding of 

motivation by managers, not necessarily with motivation itself, but rather with the methods 

needed to improve workers motivation. However, the construction managers in this study 

indicated that in their company workers were indeed valued, while recognition was not done 

formally, verbal recognition was a common practice. Moreover, the company would involve 

workers, particularly junior engineers, to participate in the decision-making process, if they 

were good at their job. 

On the other hand, the consultant interviewed recalled an event that occurred in a previous 

company, where the manager would make workers do overtime, and force decisions in an 

attempt to increase productivity. However, it proved to be ineffective, as workers suffered from 

fatigue and soon left the job. This point was particularly vital, as it has been shown in previous 

studies, and in the motivation theories, that working extended hours, does not necessarily 

improve productivity, and rather it would decrease workers motivation, as workers would feel 

detached from management, and lose their sense of belonging within the organisation. 

In terms of worker creativity, all the respondents agreed on the matter, and stressed that this 

would not only improve motivation, but it would provide a productive work environment, 

encourage innovation, and help in the overall success of the organisation. 

 One of the project managers interviewed emphasised that encouraging creativity can impact 

employees, particularly junior engineers, as they essentially are joining an unknown work 

environment, and therefore could be hesitant, adding to their already low level of experience. 

There were multiple ways to mitigate the issues that could arise from such situations and 
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involving workers in the decision-making process would have an impact on their experience, 

site understanding, and overall work performance. 

Within the entire sample, 70% agreed that managers valued their work, which did initially help 

in increasing motivation, but had little effect after a period of time. One reason for this could 

be that, as most interviewees stated, that it was done verbally, which only had a limited value, 

This demonstrates the importance of having a formal system that would reward workers based 

on their performance, this way, workers will be encouraged and motivated to do a good job. 

 

6.6.3 Motivational Factors Affecting Productivity 

After understanding the importance of worker motivation and the role of management, the 

researcher asked the targeted sample the following questions to establish which motives would 

affect productivity in the workplace: 

1) Do you feel it is important for you to get paid on time? Do you feel that it makes you 

more productive? Do you feel the same about getting an increase in salary? 

2) Based on your experience, what issues can you think of that caused a decrease in 

productivity, and how did it affect your motivation to work? 

3) From your vast experience in the construction industry, what can be done to motivate 

workers, and how will this increase their productivity? 

 

All the participants interviewed agreed that getting paid on time was one of the most important 

motives which affected their productivity. Multiple reasons were given for this. Firstly, the 

economic state of the country, as currently in Jordan, the living expenses are high, while the 

wages are low in comparison, so it is vital to receive payments on time to deal with family 
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obligations, bills, mortgages. etc. Additionally, they stated that in the event of not getting paid 

on time, their productivity would decrease, as they were unable to fulfil their obligations, and 

often found themselves distracted at work. However, not all respondents agreed that getting an 

increase in salary was important, as they viewed it as an added bonus, since as their work 

experience increases, their salary should too. That does not particularly indicate that increasing 

salaries does not increase motivation, but rather it is viewed as an inevitable event as workers 

progress within the organisation. 

 

In terms of factors that would decrease productivity, the site engineers interviewed all agreed 

that not having a sense of job security caused a decrease in their motivation to work. This is 

particularly interesting as job security as a factor had a low score in the questionnaire. However, 

in line with the nature of the construction industry, it is not surprising for job security to be 

regarded as an important factor, particularly for site engineers, because generally, in Jordan, 

the site engineer contract ends with the project completion. Also, in other cases organisations 

would let site engineers go when a particular milestone of the project was done (i.e. the skeleton 

part of the building is completed), but project and site managers would be kept on. 

 

Multiple site-related factors were mentioned by all respondents, which were: the availability 

of materials, good site supervision, and good site management. There is no surprise that the 

respondents valued the importance of these factors, as it is the case with almost all motivation-

related study, that these particular factors form the core characteristics of the construction site, 

which is essentially the respondents “go to work” environment. Therefore, issues like material 

shortages would initially decrease productivity on site, but if they kept happening this will 
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affect worker motivation, as it will be regarded as time wasted, preventing work from 

continuing. 

 

In terms of site supervision and management, the style of management, including:  methods of 

communication, decision making, handling personnel, and problem solving, all have an impact 

on worker motivation. One of the Foremen interviewed stressed that it was important to have 

competent site management, as they were regarded as being in leadership  positions, so the way 

they handle staff members and workers, has an impact on their motivation. 

 

For factors that would increase motivation, all respondents repeatedly stressed that work 

recognition, and feelings of achievement were extremely important. This is interesting, 

because, while it is well known from motivation theories and past literature, and supported by 

the quantitative part of this study, that intrinsic motivation was a core element of worker 

motivation. However, since the respondents of all different job roles and levels of experience 

regarded these factors as highly important, it would seem to indicate that, while extrinsic 

motivation may decrease with experience, intrinsic motivation does not. Multiple reasons could 

be responsible for this. Firstly, in the construction industry, workers constantly experience the 

growth of their project. Therefore, completing a certain phase of the project or even the whole 

project, will give them a sense of work achievement, even though they have witnessed it 

numerous times. Secondly, being recognised for your work is a constant reminder for workers 

of their value to the organisation, whatever the job role may be, as mentioned by the many 

motivation theories within the literature. 
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6.6.4 Organisational Culture 

The concept of organisational culture was explored, to understand the role of organisations and 

the effect on worker motivation. There is plenty of evidence in the past literature regarding the 

importance of worker motivation and its impact on total productivity in developed countries. 

However, companies in the Jordanian construction industry as is also the case for developing 

countries, are yet to implement robust methods to improve worker motivation. While there is 

an acknowledgement that worker motivation initiatives could have a significant effect on 

companies in the Jordanian construction industry, such implementations have been few. One 

of the reasons could be the low level of knowledge and understanding of worker motivation 

and its potential. The majority of the respondents believed that most construction companies 

in Jordan did not really know “how, when, or what, to do”, to start motivating their workers. 

However, while they do try to motivate workers, according to the respondents their methods 

were often insufficient. This happens because there is no standards or guidelines for the concept 

of motivation and its effect on worker productivity. In Jordan, many of the industry boards and 

organisations are trying to develop their own methods of motivation-enhancing methods, 

however, according to the respondents, this has caused confusion rather than increased 

productivity. As stated by one of the respondents: 

…One of the issues I found through my experience in the industry, is the lack of proper 

motivational schemes for construction workers, while some companies, including the one I 

currently work in try and motivate workers through financial schemes or work recognition 

rewards, they lack the presence of a robust system, these rewards can come at random times, 

and are not for example done every month, or every mile stone if you like. Which at least for 

me personally created a sense of confusion, as I was not aware if the company recognized my 

work, and thus affected my motivation drive …- Site Engineer. 
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In addition to this, companies in Jordan still doubt the actual effectiveness of worker motivation 

because of the limited data proving its importance, and how it can positively or negatively 

impact productivity. Many studies that show the benefits that could be gained by increasing 

worker motivation have been targeted on developing countries rather than Jordan and other 

developing countries. A reason for this could be the current understanding in the Jordanian 

construction industry that the methods used to improve motivation elsewhere, may not work 

within their work environment. Respondents even referred to present issues like implementing 

a robust health and safety system, which has failed to happen in the Jordanian construction 

industry, although fully supported by the government. Interviewees commented that there is a 

lack of knowledge in the subject of motivation, and additionally, a lack of skilled staff that are 

able to grasp its importance. This results in the majority of the industry players being unable to 

see how improving worker motivation would be of any benefit to them. Therefore, to overcome 

this problem in the Jordanian construction industry, a series of awareness and knowledge 

enhancing programs should be one of the approaches taken by organisations. As stated by one 

of the respondents: 

 

…In my opinion, one of the factors causing the idea of workers motivation to not be popular, 

is because of the level of awareness on the subject, and the knowledge and understanding of 

empowerment is still low. You could say, theoretically increasing workers motivation would 

increase productivity, but the sad thing is, in reality it has not been proven to be the case in the 

Jordanian construction industry. There is currently no data available for construction 

professionals to explore and research when it comes to Jordan context. Most of the data 

presented during seminars or discussions are from overseas. So, when we hear about the 
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potentiality of implementing a motivation-based reward system by the organisations, we can’t 

help but to think on how implementing proper health and safety measures failed …-Site 

Manager. 

 

With these issues in mind, there is a clear hope for successfully implementing motivation 

enhancing method in organisations within the construction industry, since the idea of 

motivation contains many dimensions with different effects on workers productivity. While the 

comments of a majority of the respondents have shown that most organisations within the 

Jordanian construction industry did not appreciate the importance of worker motivation, there 

are some managers within organisations that understand and acknowledge the concept, without 

knowing it. These managers recognised the importance of: having a safe working environment, 

treating workers with fairness, and encouraging creativity within construction projects, and 

these examples have been proven to increase worker motivation. As one respondent stated: 

… In our company, the management often do monthly rewards for exceptional employees, these 

are not necessarily financial, it can be in the form of recognition reward or an achievement 

certificate, additionally on every Thursday we have a group lunch to discuss potential issues 

and improvements that can be done in the project. I, and other employees are motivated by this 

approach, as it gives us a sense of belonging to the organisation and motivates us to do our 

best on the job …-Site Engineer. 

 

One of the project managers interviewed emphasised the importance of organisational culture 

and how it can impact employees, particularly junior engineers, as they essentially join an 

unknown work environment, and therefore could be hesitant, adding to their already low level 
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of experience, and mentioned the use of multiple methods to mitigate the potential issues that 

could arise from such situations: 

 

… I, as many others once was a junior engineer with little to no experience, so it was a difficult 

for me to adapt to a particular organisation culture, and it often made me hesitant in taking 

actions. The way I deal with my junior engineers, is that I send them to the field and urge them 

to be creative, whether it’s in the form of taking on point decisions, participating in managing 

discussions, or handling work personnel. I know they can make mistakes, as we all do, but it is 

essential to do this to ensure that these junior engineers feel that they belong to their 

organisation, and are being valued for their work, thus increasing their confidence, experience, 

and productivity …-Project Manager. 

 

In summary, it can be concluded that the readiness for any organisation to change has become 

a turning point to be aware, acknowledge, and consequently implement motivation enhancing 

methods, because to change an already established work process requires bold steps. 

Furthermore, adopting motivation enhancing methods can be linked to an innovation culture 

within an organisation, and it is not exclusive to just increasing workers motivation. 

Additionally, it is important for organisations to have the support of top management, when an 

event such as the introduction of a new rewards system is suggested, because they can act as a 

catalyst in such events. They are able to change the existing work process, introduce new ideas, 

and provide improvements to the work environment. As seen from the interviewee’s 

perspective, while it is not simple to change a work process, or enforce awareness, it is certainly 

possible. 
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6.7 Summary 

The aim of this research is to develop a productivity framework based on key motivational 

factors to help organisations in Jordan tackle one of the challenges affecting the industry. This 

aim was achieved using an explanatory mixed method approach that involved questionnaires 

and semi-structured interviews with professionals in the Jordanian construction industry. By 

calculating the importance and severity index of the surveyed factors, the top 10 motivational 

factors affecting workers productivity were identified. Additionally, the 52 factors surveyed in 

this study were classified into 4 factor groups: socio-psychological; economic; physical; and 

organisational. Among these groups, the socio-psychological factors group was found to be the 

most important. Furthermore, factor analysis was utilized to produce five main components 

that affected workers productivity and were named: work environment, intrinsic motivation, 

external factors, site conditions, and financial incentives. The interviews were used to further 

understand the importance of the motivational factors, understand the role of organisational 

culture in influencing motivation, and to validate the results from the quantitative part of this 

study. 

 

The next chapter evaluates the motivational factors identified and compares the results with 

past studies on factors affecting productivity, additionally it discusses the role of culture on 

influencing workers motivation. Finally, it presents the framework development and validation 

based on the results of this study. 
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7. Chapter Seven: Discussion 

 

7.0 Introduction 

This chapter discusses the various stages and results that lead to the development of the 

productivity framework for the Jordanian construction industry. The top motivational factors 

are presented and discussed individually while critically evaluating the similarities and 

differences from studies around the world. Furthermore, this chapter discusses the role of 

organisational culture in influencing workers motivations and discusses the themes produced 

from the interviews. Finally, the chapter presents the framework development and validation 

stages and its role as a key management tool for the Jordanian construction industry. 

7.1 Evaluating the Motivational Factors 

Results obtained from the severity index analysis of the 52 motivational factors affecting 

workers productivity in construction sites produced 10 main factors: (1) Work Satisfaction; (2) 

Pay on Time; (3) Feeling of Achievement; (4) Organised Site Management; (5) Good Site 

Supervision; (6) Good Relationship with Employer; (7) High Responsibility Job; (8) Clear 

Work Schedule; (9) Materials Availability; and (10) Amount of Pay. Each factor is discussed 

individually below. 

 

7.1.0 Work Satisfaction 

The term “work satisfaction” describes the attitude of workers towards various aspect of their 

work such as being satisfied with ones doing, receiving compliments, rewards among many 

others (Locke, 1975). It is not surprising that this factor scored the highest among the studied 
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factors. Work satisfaction is a constant topic among researchers and practitioners mainly 

because many believe it has an influence of the workers market behaviour, as it impacts their 

productivity, motivation, and their absenteeism (Sweis et al. 2013). Arguably, it dictates the 

decisions of workers about whether to work or not, or whether they should look for a new job 

instead of remaining unsatisfied in their current one. Hence, understanding the importance of 

work satisfaction can serve as a predictor of workers intentions, and understanding their 

motivation. 

 

Spector (1997) argued that organizations have an influence on their workers and this in return, 

reflects how workers feel about belonging in the organisation. This makes work satisfaction an 

important issue for both the management and the workers. Since employers will most likely 

benefit from having satisfied workers with low turnover and an increased level of productivity. 

Hence, possessing knowledge and understanding of work satisfaction is valuable for 

management in construction organisations as it can potentially lead to understanding workers 

motivation and how to maintain a decent level of productivity. 

Participants from the interviews agreed with the importance of work satisfaction and stressed 

on how it affects their motivation in the workplace, below are some of their views: 

“…I agree with how important being satisfied at work is, on many occasions during my long 

experience in the industry, I have seen first-hand where good workers lose interest in their job, 

and start being less productive and motivated to work, simply because they feel unsatisfied, 

and this was due to many reasons like the company’s policy and decisions, lack of incentives, 

lack of bonus or rewards…etc. Speaking for myself personally, being satisfied at work is my 

number one priority…” – (Site Engineer) 
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“…Interesting result indeed, work satisfaction was something I did not pay attention to when I 

was a junior engineer as I was after gaining experience. But as I spent many years in the 

industry it has grown more and more to be an important aspect of work for me. I find myself to 

be more motivated to work when I’m satisfied with my workplace and the organisation, I work 

for…) – (Construction Manager) 

In the context of the Jordanian construction industry, as seen from the questionnaire results and 

interviewees opinions. As mentioned earlier, it is vital for organisations to understand the 

importance of work satisfaction, this could be achieved by introducing management courses 

on the influence of satisfaction on motivation in the workplace, which can potentially lead to 

increased productivity levels of workers. 

 

7.1.1 Pay on Time and Pay Amount 

The factors “Pay on time” and “Pay amount” were ranked 2nd and 10th by the survey 

participants, the researcher decided to discuss both of these factors together due to their mutual 

link with one another. In terms of its status as a developing country, Jordan has high living 

costs, while the wages are low in comparison, hence it was not surprising that these two factors 

were among the top. Workers have many obligations that they need to address and carry on 

having a decent life. Even though this study indicates that money is not the most important 

motive, it is as described by Maslow’s physiological needs a basic need that people seek to 

achieve in order to prosper and progress in life. This need also provides the individual with 

self-esteem and self-worth. Herzberg in his theory described that money is not necessarily a 

motivator, however, results from this study seems to show otherwise, which leads to the 

argument that motivators cannot be agreed on globally. Having these two factors in the top 10 
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factors agree with the results from previous studies carried out in Indonesia (Kaming et al. 

1998); Turkey (Kazaz et al. 2008); Malaysia (Abdul Kadir et al. 2006); Cambodia (Durdyev 

and Mbachu, 2018); and Jordan (Alabbadi and Agykeum-Mensah, 2019). These studies 

showed how powerful a motivator money can be, while getting inadequate pay or getting 

delayed payments can decrease motivation, as people have obligations to attend to and address 

outside of their work. It is unlikely that a worker will perform productively while getting low 

pay or having to deal with constant delayed payments. 

However, it is important to stress on the fact that while money is indeed important, it is not the 

only motivational factor affecting productivity. Hence construction organisations need to 

understand that workers motivation cannot be dictated by one factor, but rather a variety of 

factors due to the complexity of the human nature. 

7.1.2 Feeling of Achievement 

Study participants regard feelings of achievements as an important motivational factor 

indicates that they value the intrinsic and extrinsic parts of motivation. While one may think 

that extrinsic factors only refer to factors like money, Herzberg explained that work 

achievement and hence advancing in their career includes both aspects of motivation. Similarly, 

according to Adjei (2009) workers in construction sites are influenced by four main factors: 

achievement, appreciation, financial incentives, and work facilitation. Previous studies made 

by Ruthankoon and Ogunlana (2003); Chan (1993); and McFillen and Maloney (1988) 

supports the result obtained. 

 

In the context of the Jordanian culture, it is not entirely surprising that this factor was seen as 

important. People live in a society where achievements and status are regarded highly. Which 
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indicates that participants valuing this factor, can be related to their self-esteem, achieving and 

advancing in work can lead to a decent social status between colleagues at work, and family 

and relative outside of work. One could also argue that gaining achievements at work and 

consequently gathering experience and knowledge can be used as a method of career 

advancement. A fair number of construction workers leave Jordan to seek job opportunities in 

Saudi Arabia and the Gulf countries, which often provides better pay as well as other incentives, 

like free education and childcare. However, these work opportunities often demand decent 

amount of experience, as well as vast knowledge in certain skills present within the 

construction industry. 

7.1.3 Organised Site Management 

Productivity improvement is often linked to the quality of management. What dictates a site to 

be productive is to what degree the management understands workers productivity and how it 

can positively influence it. Estimating cost and time needed for various stages of construction 

work where workers productivity is taken into consideration are main keys of a successful 

understanding by the site management. In Kazaz et al. (2008) study, quality of site management 

was cited as the number one factor causing productivity issues. One of the best ways of directly 

improving workers productivity is to facilitate and control good site conditions, vast knowledge 

and experience is required from the management as site conditions differ from project to 

project. 

 

Under poor working conditions, no managers can expect their workers to work at their full 

potential. It is therefore vital that managers understand no matter how highly skilled and 

motivated their workers are, working under poor site conditions will affect their quality of work 
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and productivity levels. Therefore, investing the time and effort in facilitating good and 

workable equipment will not only increase workers motivation but can also work as a 

contributor to solve other potential issues such as safety on site. The participants from the study 

interviews elaborated on the importance of having organised site management, below are some 

of their views: 

“… Having workable site conditions is important in any given project, this is mainly done when 

the site managers have decent understanding on how broken equipment, scattered supplies, 

and the absence of good working gear, can reduce productivity on site. Of course, every work 

site has its issues, but there are key aspects that every site manager needs to know. I have 

worked in poor site conditions before, and it heavily affected my productivity, and my quality 

of work…” – (Foreman) 

 

“…While I understand that the subject of workers motivation is complex. From my experience 

working in many projects, I have seen how poor site conditions caused by inadequate 

management hindered the work on site and you can see how it immediately caused productivity 

problems. You cannot expect workers to do the highest quality of work while maintaining high 

level of productivity, when they have to deal with site issues that were supposed to be handled 

by the site management…” – (Site Engineer) 

 

The participants views aligned with what the research and previous studies suggests, hence 

managers should be aware of how unorganised sites can cause major problems like productivity 

loss and reduced quality of work. 
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7.1.4 Good Site Supervision 

To supervise construction personnel while working is a vital aspect of any construction 

company because site supervision when done poorly can result in project time and cost 

overruns, not to mention the quality of the site work is reflected on the site management, 

through work inspections. In this context, when dealing with subcontractors and their labors 

some aspects of site supervision may prove to be difficult. The supervision level of labour-only 

subcontractors tends to be lower than the company’s employed workers, and the main 

contractor has little control over the subcontractor’s workforce. 

The number of site engineers, who are designated to site supervision, should change relative to 

the site area and the project profile. Therefore, it should be ensured that the number of workers 

inspected, and the responsibility area of each engineer is at an optimum level. Additionally, it 

could prove to be effective to have managers attend the site at intervals. However, according 

to Holt (2000) the shorter period of work completion times happened when the workers were 

provided with longer breaks and reduced number of supervisors. Another issue with 

supervision, is supervisor’s incompetence, having an incompetent supervisor on site can cause 

multiple issues, like reduction of the quality of work, delays in inspection, and lack of labor 

discipline. All of which impacts negatively on the project and the construction company’s 

overall image. 

 

7.1.5 Good Relationship with Employer 

One of the many ways to increase productivity is having good flow of communication and 

understanding between employers and workers. While workflow is stationary in for example 

industrial plants. It is not the same in construction sites, with workers and employers often 

changing depending on the project stage. Additionally, construction projects are rarely seen to 
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be similar and identical work stages are non-existent. With the work force being sent to operate 

immediately, it is often hard to establish a relationship due to the nature of employment in the 

construction industry. However, achieving good relationship with employers based on trust and 

mutual respect can have great effects on increasing the motivation of both parties. In other 

words, building such relationship requires a mutual consideration from the employers and the 

workers alike, to understand that having a clear and good relationship with help in increasing 

the overall productivity. 

 

Having a flexible management style with a simple organisational culture should be considered 

in construction projects. In this point communications are a vital part of construction sites. 

There should always be a good line of communication between site managers and the workers, 

and it is the manager’s duty to try and keep the motivation at an all-time high. While conflict 

is part of the construction projects life due to the presence of human relationships, meaning 

that the work atmosphere will not be always on the pleasant side due to the different opinions 

and views on staff on site. To mitigate these issues, foremen who act as a line of 

communications between the management and the workers should take every kind of worker 

related problem with seriousness. Communications based on aggression and pressure should 

be minimized, and instead create a relationship based on mutual respect and work appreciation 

which can go a long way in increasing productivity. This is particularly effective in developing 

countries such as Jordan, with the low level of education of the tradesmen who came from 

poverty and worked hard to master their trade and provide for their families, receiving verbal 

recognition and appreciation will give them a sense of belonging to the project and the 

organisation as a whole. 
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7.1.6 High Responsibility Job 

Participants in this study valuing this factor indicates that their motivation increases when given 

high responsibility in any given task, as this can be seen as a sign of trust and encouragement 

given by the management. This is further elaborated on by one of the managers interviewed, 

he stressed on the importance of this factor and further suggested a method in which he uses to 

increase his workers particularly the junior engineers and craftsmen motivation. Since young 

craftsmen and junior engineers lack the needed skills or experience and are often not away of 

their own skills and their degree of creativity, which could lead to confidence issues. He 

suggests that giving responsibilities to workers will help boost their morale, confidence, and 

sense of belonging. Which will lead to them unlocking their potential and be a vital asset to the 

construction project. Below are statements from the managers for better understanding: 

“… When I started as a junior engineer, I lacked the needed confidence to take the initiative 

due to my lack of experience in the industry. As I gained experience and knowledge, my 

confidence grew. However, I did not forget how it started. And so, now I try whenever I can to 

give my junior engineers responsible tasks, and involve them in decision making, even if they 

made mistakes, I maintain a direct line of communications with them. I noticed that doing so 

has helped them gain confidence, which made them motivated to work and learn…”- 

(Construction Manager). 

 

“…I have worked in projects were workers particularly the young ones opinions and 

suggestions were dismissed, and were accompanied by a senior staff member whenever they 

were given a certain task. You could tell their confidence and creativity fading which affecting 

their motivation. Hence it is vital to trust your workers and give them responsibility if you want 
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to invest in them and increase productivity as a whole. Sure, they might make mistakes, but 

how else will they learn and improve? Giving responsibilities to young engineers is part of the 

norm in our organisation and have given us good results…” – (Project Manager) 

 

7.1.7 Clear Work Schedule 

One of the indicators of a successful site management, is by how they handle the scheduling of 

daily activities. It requires adequate knowledge of the project stages, an understanding of your 

workers abilities, and the time required to complete certain tasks (Jarkas and Radosavljevic, 

2013). Many issues that evolved on site were due to poor planning and giving unrealistic 

timelines to complete tasks, which is often linked to incompetent supervisors. Several 

advantages can be gained through having a clear work schedule. For one all parties on site are 

on board with the current goal, it creates a good working environment fuelled by clear 

communications between the supervisors and the workers which leads to increased productivity 

and a higher quality of work. 

 

Kaming et al. (1998) investigated the motivational factors affecting craftsmen of different 

trades (bricklaying, carpenters, steel fixers). There was a clear consensus between all three 

groups on how having poor scheduling impacted their day to day activities, caused delays, and 

reduced their productivity. The same could be said in the context of this study, all participants 

involved can be impacted by poor scheduling which causes problems that can be easily 

prevented. Therefore, ensuring the competence of supervisors and site management is 

important to ensure a decent level of productivity is maintained, and that the quality of the work 

done is not affected. 
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7.1.8 Materials Availability 

This factor being present in the top list is not surprising, with multiple previous studies ranked 

it as the prominent factor affecting workers productivity (Lim and Alum 1995; Kaming et al. 

1998; Abdul Kadir et al. 2006, Enshassi et al. 2007). Materials are essential to the construction 

process, realistically no work can be carried without them. On the other hand, having a shortage 

of materials due to damage, wrong placement, poor storage, or simply not having enough, can 

lead to delays on sites and in some situations complete work halt. Therefore, it is expected to 

be an important factor to the study participants, as it interferes directly with their workflow. 

 

The interviews participants shared their views regarding this factor and gave examples on how 

the shortage of materials created some issues in construction sites. Below are their quotes: 

 

“…In my experience on several projects now. Materials shortage have always been a problem 

to the point where it becomes the norm sadly. This is particularly a problem for large projects, 

what happens is materials would be stored wrongly, and constant time will by workers looking 

for them, which costs time and money. Other example would be a supplier issue either 

delivering the wrong materials, or not the number agreed upon…” – (Site Engineer) 

 

“… I had to sadly sack some of the foremen I had specifically because of materials issues, 

because it is a rather apparent factor that contributes to the work momentum, productivity, and 

time spent. So, I found it intolerable to lose valuable time and effort, because of their 

incompetence. The main issues were poorly storing the materials which led to having them 

permanently damaged, or issuing a wrong order of the materials which costed us money, and 

hindered our work for the day…” – (Project Manager) 
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7.2 Culture Influence on Workers Motivation 

One of the key challenges for managers in organisations is understanding what motivate their 

workers, although it can be argued that you cannot directly motivate others, it is nonetheless 

vital to have an influence on what motivates them, of course with the overall aim being that 

workers identify what’s good for them and that of the organisation as a whole (Milne, 2007). 

To understand how culture in organisations influenced workers motivation, the researcher 

probed multiple questions within the interviews to explore key ideas that fall within the concept 

of organisation culture. Multiple themes were developed from the interviews and are discussed 

below. 

7.2.1 Communication  

Having a clear line of communications between the management and the workers is often 

associated with the degree of success of construction projects. On the other hand, possessing 

poor communications either between the management and the workers or between the workers 

themselves can have a negative effect on workers sense of belonging and subsequently their 

motivation which will impact their productivity. Several views on work communication is 

quoted below. 

“…Through my long experience in the construction industry, I have worked within 

organisations that felt disjointed and communication was often not clear, whether it was 

between members of the organisation or between the organisation and other parties like the 

subcontractors or the consultants, which often caused multiple issues like delays on site, 

productivity loss, and impacted my motivation personally. So, when I think of organisation 

culture, I see communications as one of the most important aspects of it…” – (Planning 

Engineer) 



164 

 

 

One of the project managers interviewed agreed on this point, and explained how they maintain 

good line of communications within the organisation: 

 

“… Maintaining good communications with my engineers and the tradesmen is very valuable 

on site, especially when issues happening on site can be frequent and need urgent attention, in 

this regard I make sure that everyone on my team is on the same page, and weekly meetings 

are held to review progress and discuss potential challenges for the next milestones…” – 

(Project Manager) 

 

Another aspect of communications within organisations is integrating newly employed workers 

to how things are done within an organisation, and how it can influence their motivation as 

several interviewees explain: 

 

“…I had a few bad experiences while being newly employed, especially in the communications 

department, as there was no induction on how things are done in the organisation, 

communications were disjointed, and meetings were held at random times, which truly caused 

issues within the project, and for myself personally affected my motivation to work, as I was 

not sure what to do, and it took quite some time to understand how things are running, where 

it could have been solved by having an induction, and fixed schedule for meetings and such…” 

– (Site Engineer) 

 

“… I think I can say with confidence that clear communication is one of the strongest aspects 

of the organisation I’m currently working for. Integration within the team was smooth as an 

induction was carried out, and many key organisational aspects were clear to me which helped 
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a lot in kick starting my career within the organisation. In terms of communication with the 

management, they ensured that they maintain a direct line with their workers, and many issues 

that arise on site are solved quickly, because everyone is on board and have the same vision 

towards achieving a certain milestone. This has helped a lot in terms of my motivation and 

consequently I felt very productive, and had a sense of belonging towards the organisation…” 

– (Site Engineer) 

 

“…While I’m satisfied with my current job. I recall an incident which lead to me leaving the 

organisation, and it had to do with the manager disregarding my work responsibility and giving 

different orders to the subcontractors which caused miscommunication that lead to several 

issues on site, and negatively affected my motivation to work. It could have been solved if there 

was a clear line of communication within the organisation…” – (Foreman) 

 

It could be seen from the views quoted above how important work communication is, and how 

it is considered an integral part of organisational culture. By possessing clear and transparent 

communications, organisations can find success in terms of quickly solving issues on site, 

giving clear orders to subcontractors, and boost teamwork, which subsequently would improve 

productivity in construction sites. 

 

Integrating newly employed workers is essential as seen from the interviewees quotes, which 

indicates that management in organisations should emphasize on providing induction courses 

within the organisations to ensure that key aspects of how the organisation handles element of 

their work is clear to everyone, to avoid any potential issues. Furthermore, everyone in the 
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organisation should be on board with the communication hierarchy with clear responsibilities 

shown to each team member, to potentially mitigate any miscommunication issues. 

 

7.2.2 Rewards 

Some of the greatest challenges for organisations in recent years is keeping their workers 

motivated and ensuring high levels of productivity. Particularly through an organisational 

culture that is centred around rewarding. Globally organisations are implementing or at least 

planning to implement reward based systems to help achieving the desired cultural change, this 

is based on the assumption that providing workers with rewards will help in workers loyalty, 

sense of belonging, and improve teamwork, which would ultimately improve productivity. 

 

According to the participants interviewed, there were mixed views regarding organisations 

having a rewards-based system, and whether rewards being intrinsic or extrinsic influenced 

their motivation to work. For a better understanding, some of the interviewees’ views are 

quoted below: 

 

“…Within our organisation there is not a clear reward system, there is not any particular 

reason for this, it’s more of how things have always been in our culture. Even when I got 

promoted, I did not see it as a reward, but more of a given, since I have gained experience and 

hence my responsibilities increased, so being promoted did not have any influence on my 

motivation, however I do imagine if the management would introduce such system, it will help 

in increasing motivation within the organisation, since myself and other workers will feel 

appreciated for the tasks we do…” – (Sales Engineer) 
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“…We have recently implemented a rewards-based system within our organisation, because 

we felt that our workers needed a push in their motivation, this system is built on rewarding 

our workers after completing a challenging task or achieving a certain milestone. Our 

management hopes that this system will help in reaching the desired culture and improve 

productivity as a whole…” – (Project Manager) 

 

“… I would not say that we have a system that gives set rewards to workers, rather our 

organisational culture is centred around working hard might net you a salary increase, or a 

promotion, there is however cases were some achieved workers were sent abroad to learn new 

courses in various construction industry related topics, which is seen as a reward for their 

hard work. However, I do imagine if we had a systematic way of getting rewarded, it would 

lead to workers getting motivated and work smart to achieve these rewards…” – (Planning 

Engineer) 

 

“… In terms of rewards, there is not any in our organisation, the management vision for the 

culture of the company is based around promotions and giving workers more money, while this 

may sounds like it’s good for workers motivation, you get to the point where this is a given 

rather than a reward, I would prefer myself if we would get intrinsic rewards, such as awards 

celebrations and acknowledge the challenging tasks that were achieved, or rewarding good 

work with knowledge increase, like given the opportunity to be sponsored to take courses in 

the various hot topics within the construction industry. I believe this will increase workers 

motivation more than simply given more money…” – (Construction Manager) 
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As already noted, not all interviewees agreed that having an organisational culture centred 

around rewards will help in increasing workers motivation and indicated that it can have a 

decline in productivity. One reason for this would be that workers will start caring about the 

external rewards when performing a certain task rather than caring for the intrinsic purposes. 

Because of this, it could be argued that motivation would decrease since workers can 

potentially lose their sense of self-determination. 

 

On the other hand, interviewees agreed on their motivation to work being increased when 

presented by a challenging task more than receiving extrinsic rewards. And the argument here 

is that rewards undermined the difficulty and the challenge of the given task. Hence managers 

focusing on the intrinsic part of motivation seems to be the key to increasing workers 

motivation. 

 

With that in mind, organisations may wish to consider focusing on providing workers with 

intrinsic rewards, such as verbal rewards which involve receiving positive feedback on their 

work which leads to greater task interest which can lead to an increase in productivity. 

However, that does not mean that extrinsic rewards should not be considered, but certain 

rewards can be given for outstanding performance, or completing a project milestone, to 

maintain the balance within the organisation, and providing the workers with a sense of 

belonging, which leads to a constant improvement in motivation. 

 

7.2.3 Work Recognition 

Work recognition is a well-known factor affecting workers motivation, however in terms of 
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organizational culture the majority of the interviewees stressed on its importance in an 

organization, to corroborate the importance of a culture involving recognition and its difference 

to rewards based culture, the researcher probed the subject and the interviewees explained as 

seen below: 

“… I understand as I explained earlier regarding how rewards are important, however based 

on my long experience in the industry, being recognized for your work is important for keeping 

workers motivated, and its fairly simple, a basic thank you or well done goes really a long way, 

it makes workers feel appreciated, and that their work does not go un noticed, while rewards 

are good, you can recognize workers for good behavior far more frequently and you can quickly 

see the positive results…” – (Client) 

“…I think recognition is important, particularly for young junior engineers, mainly because 

as you start in the industry with relatively low experience, more often than not, your confidence 

is not as high as an experienced engineer, I understood that and made sure that my junior 

engineers feel appreciated and recognized for their hard work and good behavior, because not 

only it boosts their confidence on site, but it also keeps them motivated to deliver and tackle 

challenging tasks, which is ultimately what you want from your site team. While rewarding 

them is good, it comes after a while in form of a promotion as they gather knowledge and 

experience, however small gestures to recognize their work, can go along way…” – (Project 

Manager) 

“ …As a site engineer, myself and fellow colleagues work a lot of hours, especially when we 

are on a tight deadline, so it feels really good to be recognized for our hard work and discipline, 

and keeps us motivated to deliver, it also gives us a sense of belonging and we get the feeling 

that our management understands our efforts. So, in my view, it is really healthy to work in an 
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organizational culture that understands the importance of work recognition…” – (Site 

Engineer) 

“…I never thought about work recognition that much, perhaps because in our organization 

they focus more on financial rewards and promotions, which are important to maintain workers 

motivation, however I do feel that if we had an organizational culture that valued recognizing 

hard work, it would certainly positively influence my motivation, main because it will give a 

sense of belonging to the organisation, and we would feel that our management values our 

presence on site. Because money feels like an external reward, and it’s something that should 

be given as we gather knowledge and become more experienced…” – (Foreman) 

 

Work recognition is an interesting dimension of organizational culture, as noted by the 

interviewees, many organizations base their rewards on the workers status rather than their site 

contribution, which means for workers to receive rewards they need to get promoted. While 

this does motivate them, it creates this environment where workers feel they need to fend for 

themselves rather than look to improve and stand out as a team. 

 

In this regard, having a culture that understands recognition can be vital to the success of 

organizations, mainly because it’s a management tool that has relatively low costs but has good 

outcomes, since its usually a non-financial reward that is given to workers selectively, to show 

appreciation for their achievement and good work efforts, that is not necessarily based on 

achieving a certain milestone. It can be as simple as a “thank you” or a positive feedback on 

things they’ve done right. It is about acknowledging effort, hard work, and discipline.  
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7.3 Framework Development  

To achieve the study’s aim in developing a framework based on key motivational factors 

affecting workers productivity. Factor analysis was used as a data reduction technique where 

the 52 factors identified are reduced and grouped under five main components namely (Work 

Environment, Intrinsic Motivation, External Conditions, Site Conditions, and Financial 

Incentives) as shown in Table 7.1 below. These five components were used in developing the 

framework along with recommendations and potential mitigations to assess companies in 

Jordan in terms of understanding workers motivation, increasing productivity, and achieve 

success in projects. Figure 7.1 demonstrates the proposed framework. 

 

This theoretical framework is targeted towards construction organisations in Jordan that are 

interested in increasing their productivity levels by understanding workers motivation. This 

framework can be used at any project stage since the factors included can impact workers at 

any stage. Organisations can use this framework as a management tool to potentially increase 

workers productivity as it provides five key components that were produced from the analysis 

of workers productivity in the Jordanian construction sites. Each component presents the 

factors associated with it, and hence it provides flexibility for managers depending on their 

organisational culture. 

 

The main assumptions behind this framework is that it should be used at a managerial level as 

method to enhance and improve productivity, since it requires managers to have some degree 

of understanding regarding workers productivity. If successfully used, construction 

organisations can benefit from utilizing this framework by increasing workers productivity 
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which will lead to improved quality of work, savings of time and costs, and achieve overall 

project success. The main limitations of this framework is that it was designed based on the 

results from the Jordanian construction industry, and therefore may not yield results if used 

elsewhere, and the framework is a theoretical framework and therefore have not been tested. 

However, the following section provides the validation process of this framework by asking 

the participants interviewed of their opinions and views on this tool. 
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Table 7.1 Factor Analysis Results 

Exploratory Factor Analysis 

Factors Components 

Work 

Environment 

Intrinsic 

Motivation 

External 

Conditions 

Site 

Conditions 

Financial 

Incentives 
Trust and Loyalty 0.837         

Clear 

Communications 

0.815         

Accurate job 

description 

0.798         

Good working 

facilities 

 
   0.763     

Teamwork 0.744   
 

    

Organised site 

management 

0.723     
 

  

Financial Security 
 

  
 

   0.689 

Supervisor 

competence 

0.456         

Work recognition   0.877       

Fairness of pay 
 

0.756     
 

Work Satisfaction   0.747       

Decision making 

ability 

  0.654 
 

    

Materials 

Availability 

    0.704     

Safe Work 

Conditions 

    0.566     

Delayed work 

inspection 

    0.557 
 

  

Change order       0.808   

Salary Increase   
 

  
 

 0.452 

Financial rewards         0.893 

Fair site 

supervision 

  
   0.622 

 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 
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Figure 7.1 Proposed Productivity Improvement Framework 

7.4 Framework Validation 

To validate the developed framework (Figure 7.1) and test its workability, the participants from 

the interviews were given the framework beforehand and asked to give their opinions and views 

on the proposed framework in terms of ease of understanding, readability, presentation, and its 

potential benefits to organisations in the Jordanian construction industry. The participants were 

informed that the framework was developed based on the quantitative part of this study, and 

hence were shown the five main components and their linked factors, and how each component 

can be targeted to potentially increase productivity. The flexibility of the framework was also 

explained to the participants in a sense that each component can be used separately as a measure 

to improve productivity based on their organization and what they are looking to improve on.  
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The framework received positive feedback, the participants stressed on multiple aspects of the 

framework, and regarded it as a valuable management tool to be used to improve productivity 

in the Jordanian construction industry. Below are some of the participants views on the 

proposed framework. 

 

“… I can see it as being a good addition to the industry here in Jordan, as it highlights key 

factors that are often taken for granted like work recognition and ensuring workers have job 

satisfaction to name a few. I certainly had no problems understanding it, as it was clear and 

straight forward…” – (Planning Engineer) 

“…This framework highlights key elements that are valuable to improving productivity, such 

elements are noticed on site, but often neglected which affected productivity in some cases. I 

do hope it gets used in the field, and organisations used some of its aspects as management 

tools to influence workers motivation and hence improve their productivity…” – (Construction 

Manager) 

“…This study emphasizes on key factors that are taken but a lot of organisations here in 

Jordan, sadly not many understands and values the importance of motivation and how it 

impacts us workers in the field, and how it can have adverse effects on our productivity. I do 

hope we get to see this framework used as a management tool here in Jordan, it basically 

highlighted most of the factors that affected me personally throughout my experience in the 

construction industry…” – (Foreman) 

“…I’m glad that I get to participate in this study and hopefully have an impact no matter how 

small it may be, on improving workers productivity in construction sites. I had no problems 

understanding the study’s framework, if anything I think it touched on key factors that needs 
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to be addressed by organisations to maintain competition here in Jordan…” – (Project 

Manager) 

“…We lack a management tool like this in our organisation, while foreign organisations have 

an edge with using established management tools, Jordanian organisations are yet to adopt 

fully, in this regard I do hope this framework will help the improve productivity in the 

Jordanian construction industry, it stressed on many key factors that needs to be addressed by 

the management teams in the Jordanian construction organisations…” – (Sales Engineer) 

“… The framework looks easy to read and understand, it additionally stressed on many 

productivity related issues and their causes. The factors produced shows the importance of 

some intrinsic motivation factors that are often neglected by many. Hopefully we get to see 

aspects of this framework used in the industry. Our goal is to always look for improvements 

within projects delivery, enhancing workers productivity is certainly one of them…” – (Client) 

 

The participants view above supports the proposed framework and stressed on the importance 

of its aspects in improving productivity through identifying the key motivational factors. The 

participants also expressed their interest in having this framework used as a management tool 

within an organisational culture centred around positively influencing workers motivation and 

hence their productivity. Some of the participants mentioned how no clear management tools 

are used within Jordanian organisations and how it negatively impacted productivity, the 

proposed framework seeks to achieve this aim which is to help the organisations in the 

Jordanian construction industry in improving workers productivity, and hence increase projects 

success. 
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7.5 Summary 

Identifying the factors affecting productivity is an important matter in the construction industry, 

particularly when it plays a vital role in competition in the Jordanian construction market. This 

study identified and critically evaluated the key motivational factors affecting the productivity 

of workers. The top 10 factors were presented and discussed individually which covered both 

the extrinsic and intrinsic parts of motivation. Understanding the impact of these factors is vital 

to improving productivity in construction sites. 

 

Factor analysis was utilized to produce 5 key components that lead to improving productivity 

and were used in the developed of the productivity framework. Interviews were used to assess 

and validate the importance of the top factors from the questionnaire survey and were also used 

to understand the role of organisational culture on workers motivation. Finally, participants 

from the interviews were asked to express their views on the proposed framework, which aided 

in the validation process. 
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8. Chapter Eight: Conclusion 

 

8.0 Introduction 

This chapter summaries the main findings and conclusions of the study with emphasis on how 

the research questions were answered and how the study objectives have been achieved. The 

aim of this research is to examine the key motivational factors affecting construction-labour 

productivity in order to develop a framework to improve the productivity levels of Jordanian 

construction companies. To answer the research questions, the aim and objectives of this study 

were developed to provide a guideline for the researcher throughout the stages of this study. 

This chapter summarises the key findings of this research as well as providing answers to each 

of the research questions. This chapter also presents the key contributions and the novelty of 

the study. Furthermore, the limitations of the study will be provided, together with future 

research recommendations for other researchers with interests in the subject area. 

8.1 Research Summary 

This study set out to develop a framework aimed at improving productivity in the Jordanian 

construction sites, by identifying the key motivational factors affecting workers. As discussed 

in Chapter 1, although there have been many studies targeting worker productivity, they did 

not consider the impact of worker motivation and organisational culture. Additionally, research 

in the area of motivation in Jordan has been scant, therefore, this study has given support to 

this area of the research by developing a framework based on key motivational factors in the 

Jordanian construction sites. Furthermore, this study has identified 52 factors affecting 

productivity based on a thorough literature review in which the most important factors were 
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identified and critically discussed. Additionally, the study critically explored the role of culture 

on influencing worker motivation and how it affected their productivity. 

8.2 Research Aim and Questions 

Three research questions were formulated to give structure to the research. The aim of this 

research was to examine the key motivational factors affecting construction labour productivity 

in order to develop a framework to improve the productivity levels of the Jordanian 

construction companies. Each research question and how it was answered is shown below. 

 

RQ1: What are the major motivational factors affecting labour productivity in the 

Jordanian construction industry? 

This question was answered by objectives one and two in Chapters three, six, and seven, 

which started by critically reviewing the factors affecting productivity in the present literature 

across many countries. The research was able to identify thirteen major studies from which 52 

factors were derived, which were used in the main research method. Overall, the results from 

the literature showed no clear consensus between researchers on factors affecting productivity. 

Hence Chapters six and seven were used to critically analyse the factors obtained from the 

literature in which the top 10 factors were thoroughly discussed in the context of the Jordanian 

construction industry. Furthermore, Factor analysis was used as a data reduction technique and 

produced 5 main components that affected the productivity of workers in construction sites. 

 

 

 



180 

 

 

RQ2: What is the link between culture and worker’s motivation, and how does it impact 

productivity?  

This question was answered by objective three, as discussed in Chapters six and seven, which 

involved the interviewing of 17 participants from various construction companies in Jordan. 

The findings from the interviews showed that the organisation culture was discouraging the 

use of robust management tools in the companies studied. The results from the participants 

interviewed were broken into three main themes, which were: communications, rewards, and 

work recognition. Studying these themes showed that the participants in the study were 

motivated by intrinsic rewards which were lacking in their organisations. They stressed that 

productivity would be increased if the organisation culture of companies encouraged the use 

of management tools for motivating their workers.  

RQ3: How can labour productivity be improved based on the influential factors and 

how can it improve practice and decision making? 

Objectives four and five were used to answer this research question as discussed in Chapters 

four, and seven. Due to the lack of motivation-related research in the Jordanian construction 

industry, the researcher carried out a preliminary study in a large hotel project in Jordan, which 

involved carrying out observations in the job site and interviewing the team in charge. Multiple 

factors were identified by the team members which could potentially influence productivity. 

Then, based on the views of those interviewed, possible remediation was identified. The main 

part of the study then used these factors to determine which of these were the key motivating 

factors and how they impacted productivity. 
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Chapter seven discussed the importance of the key factors identified, and the components from 

factor analysis were then used to develop the framework for construction companies in Jordan 

which could be used to help improve productivity in those companies. 

8.3 Research Contributions 

The novel contribution of this study was the development of the productivity improvement 

framework based on key motivational factors identified by the study, to be used as a 

management tool for organisations in the Jordanian construction industry. This framework can 

be utilized by managers, engineers, and foremen to understand the dynamics of workers 

motivation and use this tool to investigate and apply what best they can do depending on their 

condition, to improve workers productivity. As illustrated earlier, the flexibility of this tool 

allows it to  be used to: assess productivity, provide guidelines to improve worker productivity 

and to help to achieve a successful project, which can lead to more time and cost efficient 

construction sites. 

Additionally, this framework can be used by organizations to try and improve productivity 

within certain areas such as the work environment, since the framework presents theoretically 

the factors that can be tackled to improve the work environment. This is particularly significant 

for organizations that are trying to improve based by improving workers motivation. Using this 

tool would help in assessing effective management techniques and cost control, which would 

provide a more competitive and healthy work environment. 
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 During the development of this framework, several additional contributions were achieved, 

which were: 

1. The study critically reviewed the concepts of motivation and productivity and 

provided a high level of understanding of their application to the construction 

industry. 

2. The study performed a comprehensive review of factors affecting productivity in both 

developed and developing countries. This was also coupled with a review of 

motivational factors affecting productivity, which highlighted key issues related to the 

application of management tools, based on global, rather than regional factors. This 

contribution will be useful for academics with research interests in this subject. 

3. This study has contributed to the methodological knowledge, since as far as the 

researcher is aware, this is the first major study that has used a mixed methods approach 

in the context of workers productivity. Therefore, this study could be used as a 

benchmark for future studies on the use of a mixed methods approach. 

4. The study critically examined the role of culture in influencing worker motivation and 

produced three key themes that could be used individually as a stand-alone management 

tool for improving worker motivation. 

5. The study utilised a factor analysis technique as a data reduction tool to produce five 

main components. Each component and its factors could be used as a separate tool to 

improve worker productivity. For example, management tools could be developed 

which evaluate the effects of financial incentives on worker productivity. 

6. The study results contribute to the social and economic aspects of the construction 

industry; the motivational factors identified can aid companies in understanding the 
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social elements present within construction sites. Additionally, improving workers 

productivity will result in reduced time and cost, and lead to projects success. 

7. The study contributes to the past, present and future reality. It has shown that motivation 

is an integral part of productivity and will likely remain to be. It has also shown how 

the technological advances (while being limited compared to other industries) have 

improved productivity in the construction sites. 

 

8.4 Research Limitations 

There were challenges presented throughout this research such as the financial and 

organisational limitations. However as shown in chapter four, due to the limited time and 

available resources of this study, and organisational restrictions, the observation of the 

construction site, which was intended to be the main tool of the study proved to be difficult. 

However, the use of a mixed-method research in the form of a questionnaire survey and semi-

structured interviews was used to overcome this issue. 

 

The productivity-improvement framework was not tested for actual organisations as this was 

not within the scope and purpose of this study. However, to overcome this issue, validation 

was performed by interviewing the study participants, who reviewed and critically evaluated 

the framework. This proved to be an effective method, which not only helped in validating the 

framework, but the research findings as well. 
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Furthermore, this study identified the key motivational factors affecting workers productivity, 

however the actual productivity measure from the variables obtained was not calculated as it 

was not in the scope of research. 

 

Additionally, this study was done over a period of 4 years using mixed methods research that 

evaluated workers motivation, however the researcher believes that a longitudinal study carried 

over multiple years that can obtain quantifiable data on workers productivity can potentially 

result in a better understanding of workers productivity in construction sites. 

 

 Finally, this study being the first major study in Jordan, focused on obtaining the motivational 

factors affecting productivity from multiple key parties within the industry to gain more 

understanding of the situation in Jordan, and thus did not fully focus on  the tradesmen on site. 

 

8.5 Recommendations for Future Research 

➢ Future studies may wish to consider investigating how the technological advances 

influence workers motivation, and how does it impact the work environment in the 

construction industry 

➢ The proposed framework was designed based on factors affecting productivity in 

construction sites, and therefore the researcher recommends the design of an extended 

version of the current framework for other industries, such as the water, electricity, and 

manufacturing industries. 
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➢ The researcher recommends management-team training for organisations in the 

construction industry, on the importance of worker motivation and how it impacts 

productivity. 

➢ The researcher suggests that future studies could consider developing a more 

comprehensive and systemic model for motivation management, taking into 

consideration the working environment. 
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Appendix I, Survey Questionnaire 

 

 

 

 

 

Content removed on data protection grounds.



208 

 

 

 

 



209 

 

 

 



210 

 

 
 



211 

 

 

 

 



212 

 

 

 

 

 

 

 

 

 

 

 

 

 



213 

 

 

Appendix II Factors Groups 

 

Economic 

Factors 

Organizational Factors Physical Factors Socio-

psychological 

Factors 

Payment on time Supervisor competence Rework Work Recognition 

Financial rewards Proper work scheduling Change order Good relationship 

with work mates 

Job Security Availability of materials 

on site 

Work Interference Decision making 

ability 

Fringe benefits Delays in responding to 

requests for information 

Quality levels of 

drawings 

Challenging tasks 

Provision of 

Transport 

Company Policy Safe working 

environment 

High responsibility 

Job 

Promotions Site Conditions Working overtime Achievement 

Increase in Salary Employment contract Health Care Career 

advancement 

Fairness of pay Trust and communication 

with the management 

The nature of work Team spirit 

Financial security Proper training courses Good working 

facilities 

Work discipline 

Obligation to 

family support 

Systematic flow of work Geographical 

position 

Work satisfaction 
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Bonus on Eid Working at similar tasks skilled workers on 

site 

Work competition 

Free lunch Quality of site 

management 

Weather conditions Work Distance 

from home 

Amount of pay Material management Labour loyalty Good relationship 

with employer 

Overtime payment Accurate job description Inspection delay 
 

  
Too many working 

hours 
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Appendix III Interviews Questions (English) 

 

4) Please state your work position, years of experience, and company name 

 

5) Organisations in developed countries started valuing the importance of motivating the 

employees to work to increase productivity. What are your thoughts on this? Does your 

company management provide methods to increase motivation in the work place? 

 

6) In your line of work, could you mention what motivates you to do a good job? 

 

7) Do you feel its important for you to get paid on time? Do you feel that it makes you 

more productive? Do you feel the same about getting an increase in salary? 

 

8) Based on your experience, what issues can you think of that caused a decrease in 

productivity, and how did it affect your motivation to work? 

 

9) In your line of work, is it important for you to be satisfied with what you do? Does it 

help in increasing your work productivity? 

 

10) Are factors like “working in bad weather conditions”, and “having a safe secured job” 

affect your productivity? And if so how and why? 

 

11) From your vast experience in the construction industry, what can be done to motivate 

workers, and how will this increase their productivity? 

 

 

12) Previous studies found out that managers play an important role in motivating 

workers, by valuing their work and giving them a sense of achievement, what are your 

thoughts on this? Does this happen in your company? 

 

13) Do you believe that the culture of your company (as in the way things are normally 

done) influences what motivates you? Could you provide an example? 

 

14) In your organisation, are you involved in making decisions, and are you allowed to be 

creative and provide insight on various tasks? Does this increase your motivation? 
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15) Do you think that the culture in Jordan influences what factors to motivate you at 

work? If so, could you explain how it affected you? 
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Appendix IV Interview Questions (Arabic) 

 الرجاء تحديد عملك وسنوات خبرتك واسم الشركة (1

 في خط عملك ، هل يمكن أن تذكر ما الذي يحفزك للقيام بعمل جيد؟  (2

في البلدان المتقدمة بتقدير أهمية تحفيز الموظفين للعمل كطريقة لزيادة اإلنتاجية.   الشركات بدأت  (3

 ما هي أفكارك حول هذا؟ هل توفر إدارة شركتك أساليب لزيادة التحفيز في مكان العمل؟

 

الوقت المحدد؟ هل تشعر أنه يجعلك   الراتب فيهل تشعر أنه من المهم بالنسبة لك الحصول على   (4

 أكثر إنتاجية؟ هل تشعر نفسه بشأن الحصول على زيادة في الراتب؟

استنادًا إلى خبرتك ، ما هي القضايا التي يمكن أن تفكر فيها والتي تسببت في انخفاض اإلنتاجية ،   (5

 وكيف أثرت على دوافعك للعمل؟

ضيًا عما تفعله؟ هل يساعد في زيادة إنتاجيتك  في عملك ، هل من المهم بالنسبة لك أن تكون را (6

 للعمل؟

هل تؤثر عوامل مثل "العمل في ظروف جوية سيئة" و "امتالك وظيفة آمنة" على إنتاجيتك؟   (7

 وإذا كان كذلك فكيف ولماذا؟

، ما الذي يمكن عمله لتحفيز العمال ، وكيف سيزيد ذلك من  االنشاءات من خبرتك الواسعة في  (8

 إنتاجيتهم؟ 

الدراسات السابقة أن المديرين يلعبون دوًرا مهًما في تحفيز العاملين ، من خالل تقييم   وجدت  (9

 عملهم وإعطائهم إحساًسا باإلنجاز ، ما هي أفكارك حول هذا األمر؟ هل هذا يحدث في شركتك؟ 

هل تعتقد أن ثقافة شركتك )كما في الطريقة التي تتم بها األشياء عادة( تؤثر على ما يحفزك؟   (10

 يمكن أن تقدم مثاال؟ هل 



218 

 

 

في منظمتك ، هل أنت مشترك في اتخاذ القرارات ، وهل مسموح لك أن تكون مبدًعا وأن تقدم   (11

 رؤية حول مختلف المهام؟ هل هذا يزيد من دافعك؟

إلى العمل؟ ؟ إذا كان  تحفزكفي األردن تؤثر على العوامل التي  العادات و التقاليد هل تعتقد أن  (12

 األمر كذلك ، هل يمكن أن توضح كيف أثرت عليك؟ 
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