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Abstract

The purpose of this paper is to investigate in the relationship among hygiene
factors, motivators, job satisfaction and turnover intention of the construction
industry in Hong Kong by using Herzberg’s theory. In this paper, six factors,
including salary, working condition, achievement, meaningfulness, job
security and growth and advancement, were selected to study the relationship

with job satisfaction and turnover retention.

A triangulation method, with both quantitative and qualitative approaches,
were used in this paper. The quantitative approach is to collect a larger
audience’s data towards the hygiene factors and motivators by receiving 201
nos. of questionnaires. The qualitative data is to study the related factors

further by using a focus group with 7 nos. of construction workers.

By using Statistical Product and Service Solutions (SPSS) software, this paper
analyzed the hypothesizes testing, there are all six factors that are positively
related to job satisfaction; while the relationship between salary and job
satisfaction is the strongly positive correlated. Furthermore, job satisfaction is

found to be negatively correlated with turnover intention.

In recent years, the construction industry is facing a problem of labour
shortage and ageing workforce. To attract younger generation to join the
industry, studying the factors that can drive people to have higher job
satisfaction and improving the image of the industry are useful references. The
construction workers and skilled workers are able to be recognised by the

Schemes established by the government.

Keywords: Hong Kong, job satisfaction, turnover intention, Herzberg’s

Two-Factor Theory, motivators, hygiene factors, construction industry
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Chapter 1. INTRODUCTION

1.1.

Research Background

Construction industry is one of the main sectors in Hong Kong, with currently
480,730 registered construction workers with the average age of 46.1 and in
30 different categories. The construction industry contributed 4.5% of Gross
Domestic Product (GDP) in 2018 in Hong Kong. In the past 18 years, the
average GDP contribution from construction industry is over 3%. From 2000
to 2018, the percentage contribution to Gross Domestic Product (GDP) of
construction had the average of 3.82%, which is slightly lower than the
percentage contribution of GDP of real estate, professional and business
services. This sector is long considered to be manual labour and has been

facing labour shortage for many years.

In addition, the image of the construction industry is relatively negative, this
industry is not as attractive as sales and retails sector where can attract more
young people to join the workforce. Efforts have been made in recent decades
to improve the current situation. In 2007, the Construction Industry Council is
set up, aiming to align opinions in the industry, and provide suggestions to the
government for the long-term development and strategies. In 2017, the Hong
Kong Institute of Construction is setup by the Construction Industry Council
to provide full time program to develop young talents. However, according to
the research done on April 2019 by the Hong Kong Construction Association,
there is a labour shortage of 6% on a random day (Hong Kong Construction
Association, 2019). Moreover, the relatively low new entrants of young people

under 30 years old in construction industry in Hong Kong leads to lack of



skilled young workforce in recent years. During 2016 to 2019, the
unemployment rate in construction industry in Hong Kong gave the average of
4.9%. The average unemployment rate in construction industry is similar to
retail, accommodation, and food services (4.4%); while for the other 6
industries gave the lower average unemployment rate (Census and Statistics
Department, 2020). To understand the reason of labour shortage, this paper
will study the job satisfaction in construction industry and how it affects

employee retention.

The connection between job satisfaction and employee retention is positive
correlated (Chatzoglou et al. 2011). Understanding the factors that affect the
employees’ job satisfaction is one of the ways to evaluate the human resources
strategies in the modern society. This paper takes the construction industry of
Hong Kong, as a case study to investigate the employee retention in from
Herzberg’s motivation-hygiene theory. There are many theories can study the
different factors affecting employee turnover; for example, Human Resources
Management theory. As the focuses of different theories are different, this
paper would focus on the individual side factors by using Herzberg’s theory;
instead of evaluating organisational factors. The paper carried out a
quantitative research towards 201 nos. of construction workers in the industry.
Besides, a focus group with 7 persons was set up to further study the factors
affecting their job satisfaction and thus the employee retention. Multiple linear
regression models are used to study the correlation among hygiene factors,
motivators, job satisfaction and workers’ willingness to stay in the industry.
Among the traditional motivators and hygiene factors proposed by Herzberg

(1959), this paper selected six factors which are considered as highly



correlated to job satisfaction. By evaluating the multiple linear regression
models, the paper aims to find out the correlation between job satisfaction and
employee retention. As resources are limited, a review of resources allocation
is of importance. Eventually the paper gives recommendations on strategies
towards employee retention by allocating the human resources and emphasis

on the significant factors that positively affect the employee retention.

Construction industry consists of a wide range of types of work. With the
establishment of Subcontractor Registration Scheme in 2003 and Registered
Specialist Trade Contractors Scheme in 2019 regulated by The Construction
Industry Council, there are 30 types of construction workers are eligible to
register on-listed specialized workers. Therefore, the construction workers can
be recognized by the government and the industry. According to the
classification of construction sector in Hong Kong, there are over 30 types of
work, for example, concretor, bricklayer, drainlayer, mason, bar bender and
fixer, metal worker, general welder, structural steel erector, structural steel
welder, rigger/ metal formwork erector, carpenter, joiner, plumber,
construction plant mechanic, plant & equipment operator, rock-breaking
driller, asphalter, bamboo scaffolder, diver, plasterer, glazier, painter and
decorator, leveller, marble worker, electrical fitter, mechanical fitter,
refrigeration/ air-conditioning/ ventilation mechanic, fire services mechanic,
lift and escalator mechanic, building services maintenance mechanic, cable
jointer, and other general workers and labourers (Census and Statistics
Department, 2020). Among all these types of work, truck driver and general
workers and labourers are the exceptions from both Scheme, and thus their

“growth and advancement” can be affected.



1.2

1.3.

Research Motivation and Value of Study

The construction industry in Hong Kong is facing labour shortage as there are
very few young generations joining the industry. Among the 457,000
registered construction workers in 2019 under Construction Industry Council
in Hong Kong, only about 70,000 are under the age of 30 (Hong Kong
Construction Association, 2019). The age structure in the industry means the
labour supply in the industry is unsustainable in the coming future. With more
than half of the registered workers are above 50 years old, the industry is at a

very severe stage of labour shortage.

Studying the construction industry is one of the popular topics all over the
world. From the literature reviews, many studies on Hong Kong, China,
Thailand, the UK, the US, Australia, the Philippines, Pakistan, etc. Some of
them studied the productivity of the construction industry. Some of them
reviewed the work condition and occupational health of the construction
workers, as well as risk management of the construction sites. Some of them
investigated in the factors that can affect the construction workers’ job
satisfaction or dissatisfaction. The aim of these researches is to identify the
potential problems of the industry and proposed some aspects to improve the

current situation with suggestions

Research Questions

In this paper, the first research question is in what extent the six factors,
including salary, working condition, achievement, meaningfulness, job

security and growth and advancement can affect the employees’ job



1.4.

satisfaction in the construction industry in Hong Kong. This question consists

of six subsidiary questions.

(1) How the salary level can affect employees’ job satisfaction?

(2) How the working condition can affect employees’ job satisfaction?

(3) How the sense of achievement can affect employees’ job satisfaction?

(4) How the sense of meaningfulness can affect employees’ job satisfaction?
(5) How the level of job security can affect employees’ job satisfaction?

(6) How the growth and advancement can affect employees’ job satisfaction?
The second research question is how the job satisfaction can affect the

employees’ turnover intention in the construction industry in Hong Kong.

Research Aim

Similar to many other industries, the construction industry in Hong Kong is
also facing two structural problems, including labour shortage and ageing

workforce.

The research aim is to examine the hygiene factors, including working
condition and job security, as well as the motivators, including achievement,
meaningfulness of work, growth and advancement. These factors described in
motivation-hygiene theory can affect employees’ job satisfaction, and thus to
reduce the employee turnover intention in the construction industry in Hong

Kong.

Studying job satisfaction and turnover intention within the industry is one of
the ways to evaluate the productivity of the industry. Job satisfaction is a

combination of a set of hygiene factors and motivators that affect employees’
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feelings towards their jobs. This paper aims to identify the factors that can
affect the employees’ job satisfaction and propose the methods to increase the
job satisfaction, and to decrease the job dissatisfaction as well as the turnover
intention. By identifying which hygiene factors and motivators have more
effect on job satisfaction, this paper will provide a quantitative result as a
reference to the emphasis that the industry should be more focused on. In other
words, the industry can make good use of the limited resources to put on the

factors that are the most influential.

Research Objectives

This paper will be divided into 5 chapters which are the Introduction (Chapter
1), Literature Review (Chapter 2), Research Methodology (Chapter 3), Result
and Data Analysis (Chapter 4) and Conclusion and Recommendation (Chapter

5).

By introducing the research background and reviewing the previous journals
written by scholars, the paper will study the elements that can drive job
satisfaction and employee retention. After that, a triangulation method will be
used to collect both quantitative and qualitative data to perform a multiple
linear regression to study to correlation between the six elements and job
satisfaction, and employee retention. Focus group is considered as a useful
tool to explore the thoughts and feelings of respondents (Mansell et at. 2004).
The triangulation method will first start with a focus group to collect the
interviewees’ feedbacks and opinions from the current construction workers.
Following by the focus group with the construction workers, this paper aims to

collect data from a larger sample. The sample size is expected to be 200 nos.



of data. A pilot test will be setup before rolling out the survey. Therefore, the
primary data from the questionnaire answers and the interview of the focus
group were collected for latter study. This paper set up seven hypotheses for

testing.

HI: job satisfaction is positively correlated with salary.

H2: job satisfaction is positively correlated with growth and advancement.
H3: job satisfaction is positively correlated with job security.

H4: job satisfaction is positively correlated with achievement.

HS5: job satisfaction is positively correlated with working condition.

H6: job satisfaction is positively correlated with meaningfulness of work.
H7: turnover intention is positively correlated with job satisfaction.

This paper targets to draw a connection between observed phenomena and the

hypothesised underlie reasons.

Based on the results, this paper will analyse and identify the importance of the
motivators and hygiene elements which affect employees’ job satisfaction by
studying the coefficients of the factors given by the correlation testing and
multiple linear regression model. Further study on the correlation between job
satisfaction and the willingness of the employees to stay in the industry will be
provided to the employer in order to reduce the turnover intention and thus
increased the company productivity. In order to understand the general
information of the construction industry, the secondary data retrieved from the
Hong Kong Census and Statistics Department and Construction Industry
Council. The information included the unemployment rate sort by sectors, the
underemployment rate sort by sector and the average wage per day of workers

who work in construction sites, etc.
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In the result and data analysis, this paper will carry out descriptive statistics,
reliability statistics, correlation test and multiple linear regression model to
test the hypothesises and draw a conclusion on this research topic. The model
of fit and ANOVA of model will be used to study whether the model is

reliable and whether the coefficients are statically significant.

Finally, conclusion will be discussed to conclude the findings and provide
relevant recommendations to the management of the construction industry in

Hong Kong.

Research Direction

Firstly, this paper will establish a research topic and begin with an abstract.
Secondly, an introduction about the paper structure and keywords of the
research will be discussed. Thirdly, literature review and the published
journals will be discussed. Fourthly, the research methodology will be
reviewed for this paper. Fifthly, after collecting the primary from
questionnaires and the focus group. Eventually, a conclusion and
recommendations will be proposed for this paper. The structure of this paper is

shown in the Figure 1.1 below with timetable (Appendix 1).



1.7.

1.8.

Figurel.l: Flowchart of this Study
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Research Ethics

This research respects the confidentiality and privacy of the data collected
from the interviewees and all the data is used for this academic research
purpose only. To protect the interviewees’ information provided, this research
does not disclose the personal data and no identification data is required in the
interviews, such as name, company and contact information are not required in

the focus group.

Limitations

In the original Two-factor theory model, there were over 10 hygiene factors

and motivators to study the job satisfaction and job dissatisfaction. However,



in the paper, only six factors were studied to investigate in the relationship
among the six factors and job satisfaction, and thus the employee’s turnover
retention. Hence, some of the factors were neglected due to the limitation of

the resources and the nature of construction industry.

There are other theories can be adopt to study the job satisfaction and its
factors, such as human resources management theory. Therefore, in this paper,
it is limited to only one theory, leading to not a very comprehensive study. In
the future research, the paper can also go through the organisational factors,
including firm size, company culture, subsidiaries, company human resources

policies, firm strategy, technology, etc.

The data collection of this paper may not be able to reach to all the
construction workers as it will include a very large sample size. Besides, there
are permanent and temporary workers in both public sector and private sector
of construction industry. The paper adopts snowballing sampling to collect the
data. As such, this paper does not distinguish public sector and private sector.
In fact, the workers from difference sectors may contribute different ranking

of the hygiene factors and motivators in Herzberg’s Theory.

Obtaining personal data consists of confidential information, such as salary.
As such, the interviewees may be sensitive to these questions and the answers

may not reflect the true feelings of each factor.
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Chapter 2. LITERATURE REVIEW

2.1.

2.2.

Introduction

This chapter will explore the definition, characteristics and relevant literatures
on Herzberg’s Theory, job satisfaction, turnover intention, salary, job security,
working condition, growth and advancement, achievement and the
development of construction industry, and the design of questionnaire. Apart
from the relevant literatures, this chapter will review the published journals
about the research topic, for example, meanings, applications, research results,
evaluations of the theory and factors, as well as related research carried out for

the construction industry in different countries.

Development of Construction Industry

Construction industry is one of the significant economic drives to many
countries as it creates numerous job opportunities from low-level works to
high-level works. Construction industry is a big industry that includes physical
and knowledge-based inputs to concrete outputs. From designers and
architects, to engineers and foremen, as well as site workers, then a
development is built. The industry can be defined as primary industry as it
engages in actual physical work and involves in various work nature
(Wirahadikusumah & Pribadi, 2011). Workers’ effort and performance could
affect the productivity and efficiency in construction industry industry (Hasan
et al, 2018). In view of the construction industry in Hong Kong, Ng et al.
(2004) proposed the factors that could affect the workers satisfaction were “re-
work”, “inspection delays”, and the factor “overcrowded work area” could

demotivate workers. These three aspects could create a dissatisfactory work
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environment to the site workers. The skilled workers are demotivated by re-
doing the work ordered by the designers and engineers; hence, they receive
little praise when they completed one task (Ng et al. 2004). The poor and
delayed communication between superiors and workers affected work
performance, as they needed to wait for instructions (Ng et al. 2004). The
crowded construction site without management made the workers feel
dissatisfied with the working environment (Ng et al. 2004). The degraded job
satisfaction could result in lower productivity (Wofford & Fetzer, 2003) and

higher turnover rate (Buiser, 2000).

According the figures from Construction Industry Council (2019a), the total
employment workforce across the industries in 2019, there is 8.6% of the
employment from construction industry. It is similar to retail industry (8.2%)
and Transportation, storage, postal and courier services industry (8.0%).
Because of the economic downturn during 1998 to 2006, the gross value of
construction works was a negative figure; while, 2010 to 2016 was in a higher
and positive gross value in both private sector sites and public sector sites. In
recent years, after 2016, the gross value is relatively stable; however,
construction industry faced a plunge in 2019. Thanks to the skyrocketing price
of property prices in Hong Kong, the construction industry is still very
competitive when comparing to the world. In addition, the demand for the
construction workers comes from different sectors, including private sector
(residential and commercial) and public sector (government development,
MTR and the airport authority). However, Construction Industry Council
(2019a) estimated that the problem of labour mismatch and ageing

employment workforce in the construction industry in Hong Kong are valid
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2.3.

from 2019 to 2023. There is one feature in the construction industry in Hong
Kong, that is there are low-skilled immigrants from the Mainland China
(Census and Statistics Department, 2020). Although it is assumed there are
new entrants from the Mainland China, they are rather low skills and it is not
an effective way to ease the burden of labour shortage and ageing workforce
(Ho, 2016). A research carried out by the Hong Kong Construction
Association (2019) in April 2019, there is a labor shortage of 6% on a random
day (Hong Kong Construction Association, 2019). Not only in Hong Kong,
the fast growing construction industry may be a trigger to an economy without

strategic plans by the government and the industry (Wong, Ng & Chan, 2010).

Herzberg’s Theory

2.3.1. Definition

In 1959, Frederick Herzberg first worked on a research on the two-factor
theory, namely, motivation-hygiene theory. Herzberg collected the data about
the workers’ feeling in engineering and accounting industry, concluding that
the work environment is the primary factor to affect job satisfaction (Wofford
& Fetzer, 2003). Motivators are 6 factors affecting employees’ job satisfaction:
achievement, recognition, interesting work, increased responsibility, growth
and advancement (Lindsay et al. 1967). While 7 hygiene factors that could
prevent job dissatisfaction: they consist of company policy, supervision,
interpersonal relationship, work condition, salary, status and security. (Lindsay

etal. 1967).
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2.3.2. Construct and Measurement

In two-factor theory, Herzberg clarified that the presence of a factor does not
lead to an opposite effect when the factor is absent (Beygatt, 2018). To
elaborate the difference of job satisfaction and job dissatisfaction, Herzberg
suggested that “the existence of satisfaction does not mean the non-existence
of dissatisfaction” (Beygatt, 2018). This is because when one factor is rated
relatively low from one’s perspectives, there can be any more factors that give

a positive result towards one’s job satisfaction.

Originally, in Herzberg’s paper, the factors were not explained explicitly;
instead, more and more scholars further study the motivators and hygiene
factors. Apart from the original model, many scholars also make changes to
the factors for more specific studies, by adding more motivators and hygiene
factors. In Herzberg’s theory, he found that the motivators could increase
employees’ job satisfaction and the hygiene factors could prevent employee’s
dissatisfaction (Yusoff, Kian, & Idris, 2013). To elaborate the difference of
job satisfaction and job dissatisfaction, Herzberg suggested that “the existence
of satisfaction does not mean the non-existence of dissatisfaction” (Beygatt,
2018). Ruthankoon & Ogunlana (2003) concluded that the motivators are
responsibility, advancement, growth and supervision and the hygiene factors
are working condition, job security, relationship in the construction industry in
Thailand. Therefore, in this paper, “growth and advancement”, “working

condition”, “job security” are also selected for the study on the construction

site in Hong Kong.
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2.4. Salary

2.4.1. Definition

Salary is treated as a form of compensation from a company to the workers
who contribute time and labour skills as well as knowledge. Many empirical
studies have been done and concluded that the relationship between salary and
job satisfaction is positive. Payment for the work is essential. The different
pay packages mechanism can positively affect one’s job satisfaction
(Muhammad et al. 2011). Peird, Agut & Grau (2010) also supported that the
higher salary could make one feel less deprived, meaning that the employees

feel well-paid for the job duties.

2.4.2. Construct and Measurement

The salary of the construction workers is one of the significant factors that
affect their job satisfaction (Rajput, Mahajan & Agarwal, 2017). In Indian
construction sites, Rajput, Mahajan & Agarwal (2017) found out that the site
workers only achieved primary level education; however, they gained a higher
daily wage than other low education level jobs. With comparison to other
industries, construction industry requires in a large extent of physical work
and working outdoor under the sun or under the rain; while the wages and
work benefits are not attractive enough to attract young people to join the
workforce (Ho, 2016). It is suggested the salary to be raised so as to attract
new entrants and to compensate the construction workers for their high
physical demand (Ho, 2016). In the construction industry, it is known that the
main contractors would outsource some of the work to the sub-contractors due

to division of labour and the employee workforce within the company, as well
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as the comparative advantages. Although there are contractor associations and
construction worker unions in Hong Kong, it is not always easy to demand the
contractor companies to increases the average salary and work condition. Even
worse, the sub-contractors have weaker bargaining power with the Developer
and thus they are more difficult to request for a higher salary. Therefore, this

paper set up a hypothesis.

H1: proposing the salary is positively related to job satisfaction.

Growth and Advancement

2.5.1. Definition

Growth and advancement mean the promotion opportunity and knowledge and
skills acquirement. It appears to one of the motivator factors in Herzberg’s

theory (Ruthankoon & Ogunlana, 2003).

2.5.2. Construct and Measurement

Many researches pointed out that growth and advancement is positively
related to job satisfaction (Ruthankoon & Ogunlana, 2003). However, when an
employee cannot expect promotion in his current job, he would feel
demotivated. In terms of growth, it means that the opportunity of learning new
skills and techniques (Ruthankoon & Ogunlana, 2003). To improve the growth
and advancement of construction workers, the government has set up
Subcontractor Registration Scheme in 2003 and Registered Specialist Trade
Contractors Scheme in 2019. Having the official registration scheme, the
construction workers, categorised by demolition, reinforcement bar fixing,

erection of concrete precast component, concreting formwork, concreting,
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scaffolding and curtain wall, the workers can be enlisted under the scheme and
the contracting company can recognise the level the workers more easily
(Construction Industry Council, 2020). The industry image is relatively
negative as per the society perception because the construction industry is
viewed as dangerous and dirty as well as hardship. This is also the reason why
the industry does not attract young generation. Therefore, this paper set up a

hypothesis.

H2: there is a positive relationship between growth and advancement and job

satisfaction.

Job Security

2.6.1. Definition

Job security, one of the hygiene factors, is a sense of whether the employee
feels the job is insecure or could be terminated without one’s advance consent.
The higher job security is positively related to job satisfaction. Some
hypothesis said knowledgeable workers, comparing to workers who lack of
knowledge, shall give a relatively smaller effect of job security because the
workers shall switch to another job easily. However, Wilczynska, Batorski &
Sellens (2016) conducted a research on job flexibility and security and
concluded that the job satisfaction of knowledge staff and other workers are

strongly determined by job security.

2.6.2. Construct and Measurement

Job security is the ability to avoid being terminated and the ability to reduce

employee’s fear of losing their job (Dhanpat et al. 2019). Employers also aim
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to improve the job security in a company so as to keep the employees staying
in the firm. Dhanpat et al. (2019) proposed that employees is not only afraid of
losing job and money for their living, but also the sense of belongings and
self-actualisation. Therefore, job insecurity can affect employees mentally,
resulting in low motivation to work and thus accidents happening in the
workplace. Job insecurity is also related with negative work attitudes, job
dissatisfaction and employee’s personal feelings (Burke, 2015). As job
security can affect the employees’ work performance, Faremi (2017) found
that there is a significant relationship between private secondary school

teachers and their retention. Therefore, this paper set up a hypothesis.

H3: proposing job security and job satisfaction gives a positive relationship.

Achievement

2.7.1. Definition

Achievement gives a positive relation to job (Avery, Smillie & Fife-Schaw,
2015). When the employee is able to achieve the goals in a workplace, one
would feel satisfied with the current job. This motivator gives an employee
more than the basic physical needs. The employees can feel a sense of

achievement when they get involved in their jobs (Yang & Witternberg, 2016).

2.7.2. Construct and Measurement

When the employees face the challenge at work, they receive accomplishment
and motivation to work harder or rather to stay in the company or industry. It
is studied by various researches that the job achievement can decrease the job

dissatisfaction and lower intention to leave their current work. When the

18



2.8.

employees gained a sense of achievement because they overcame the
challenges or goals, it increases the employees’ commitment and job
satisfaction (Charpia, Voris & Salas, 2018). According to Ruthankoon &
Ogunlana (2003)’s research, achievement is one of the most important factors
for job satisfaction in Thai construction industry; yet different positions and
gradings would have different effect on the job satisfaction. For example, for
the grade or below the grade of foreman, the construction workers are more
driven by hygiene factors; instead of motivation; while the managerial grading
would be more driven by motivators. Therefore, this paper set up the

hypothesis.

H4: proposing achievement and job satisfaction are positively related.

Working Condition

2.8.1. Definition

A satisfying working condition is of importance in construction industry that
its work injury recorded the highest, comparing to the other industries,
according to Occupational Safety and Health Council (Occupational Safety

and Health Council, 2014).

2.8.2. Construct and Measurement

Construction sites are more dangerous and risky than any other industries as it
consists of many various mancrafting works with Electrical and Mechanical,
Civil and Building, etc. Many of the construction workers are putting their
lives to their work. Therefore, the work condition and environment are more

important from the workers’ perspective. Working in a dangerous environment
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and unclear regulations could lead to work injury and thus employee’s job
dissatisfaction. Working condition which affects employee’s mental health
and physical health is positively related to job satisfaction (Kinman, Clements
& Hart, 2016). Apart from the virtually work condition provided by the
employer, the work condition could be affected by interpersonal relationships
with colleagues and clients (Charpia, Voris & Salas, 2018). Apart from the
work environment, the relevant policies enforcing the employers to provide
enough personal protection equipment are also essential to ensuring the
construction workers are being protected from the potential dangers on-site.
The Occupational Safety & Health Council in Hong Kong was established in
1988 to promote the safety and health at work. The Council provides
guidelines to employers to follow the procedure and provision of work safety,
such as lifting operation in construction sites. According to a research carried
out by the Council (2014), among the 931 accidents of construction workers,
there was 59.6% of them thought the bad weather leads to the tragedy; and
50.1% of the injured workers thought the site was in poor management in
terms of floor with many sundries (Occupational Safety & Health Council,
2014). In order to improve the safety awareness of construction workers, they
are compulsory to complete Construction Industry Safety Card Revalidation
Course before entering the construction sites in Hong Kong. Otherwise, the
contracting company shall reject the workers to enter the construction site.

Therefore, this paper set up the hypothesis.

HS5: proposing there is a positive relationship between working condition and

job satisfaction.
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2.9. Meaningfulness of Work

2.9.1. Definition

The employee considers whether the work is significant to oneself, in a sense
that the job natures and values are to an extend that matched with oneself’s
core values. If the work nature violates oneself’s values, the job satisfaction
would be lower. Meaningful work gives high degree of job satisfaction by

direct and indirect effect (Allan el al. 2018).

2.9.2. Construct and Measurement

Bowie (1998) described that the characteristics of meaningfulness of work are
“freely entered into the work™, “to exercise autonomy and independence”, “to

2 13

develop rational capacities”, “to provide a wage sufficient for physical well
being”, “to support moral development”, and “to define the happiness by
employee”. The higher “meaningful of work™ is received by the employee, the
higher the productivity and work performance is. Meaningfulness of work is
related to employee’s job satisfaction and retention intention. By developing a
work environment that is meaningful, the job satisfaction can be improved and
motivation to work, thus it decreases the job retention (Brown, 1996). There is
a Job Characteristics Model suggested by Hackman and Oldman to summarize
the job skills, task significance, autonomy, etc. and it id found that the

relationship between job characteristics and job satisfaction are supportive

(Taylor, 2015). Therefore, this paper set up a hypothesis.

H6: proposing there is a positive relationship between meaningful works and

job satisfaction.
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2.10. Job Satisfaction

2.10.1. Definition

Job satisfaction is the degree of employee’s contentedness with the job. They
like the job or specific facets of jobs, for instance the nature of work (Spector,
1997). It can be measured in cognitive, emotional and behavioural components
(Hulin & Judge, 2003). The derivatives of job satisfaction or job
dissatisfaction can be driven by work-related factors and non-work related

factors (Bowling & Hammond, 2008).

There are various factors that drive employee’s job satisfaction. Apart from
the hygiene factors and motivators, the demographic characteristics, for
example, gender, race and age, could affect the turnover retention, but they are
not always the primary factors. Wofford and Fetzer (2003) found out that self-
actualization comes from the various managerial grades an employee is in.

The higher the management position is, the more the job satisfaction is.

2.10.2. Construct and Measurement

Job satisfaction is widely discussed by scholars in industrial and
organizational psychology to enhance the productivity in many industries and
to give suggestion on improving the hygiene factors and motivators for
workers. Bowling & Hammond (2008) summarized that there is a set of map
of showing the causality and network of the job satisfaction. The complex
causality starts from “hypothesized antecedents”, which are job complexity,
stressors, social and organizational support and person-environment fit, and

“hypothesized correlates”, which are job attitudes, strains and life satisfaction,
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“job satisfaction”, as well as “hypothesized consequences”, which are job
performance, organizational citizenship behavior, counterproductive work

behavior, and employee withdrawal.

The workers would receive a negative impact on their personal feelings and
they would perform badly at work, resulting in lower productivity or mistakes
at work. Thus, many researches have been done to investigate the factors that
affect job satisfaction and therefore to find out the ways to improve work
environment so as to further enhance the productivity. Buiser (2000) proposed
that a negative satisfactory work environment could give “lower productivity,
work error, and job turnover”. Although each person has different personal
feelings about the job satisfaction, the overall impact could be brought to the
entire company or industry. Job satisfaction and productivity as well as job
turnover are all interrelated. Griffeth et al’s meta-analysis (2002) studied the
turnover prediction from 1990s to 2000s, job satisfaction is one of the
precursors of employee’s turnover. However, they further studied that by
improving the work attitudes and job satisfaction, in a small extent can predict
employee’s turnover tendency (Griffeth, Hom & Gaertner, 2000). Although
there are much research presented that the job satisfaction can positively affect
the employee’s motivation at work, some research papers are just focusing on
the individual side’ instead of the organisational variables (Zheng & Lamond,
2010). Factors related to individual are presented in this research; while the
organisational factors are firm size, company culture, subsidiaries, company
human resources policies, firm strategy, technology, etc. As Herzberg’s theory
is more focus on individual side, including hygiene factors and motivators,

this paper would not go through the organisational factors. Griffeth, Hom &
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Gaertner (2000) also concluded that job dissatisfaction could lead to higher
intention of turnover. Brown (1996) suggested that the job satisfaction is
strongly related to job involvement, meaning that the employees’ attitude
towards their work. By evaluating the level of job satisfaction, Bowling &
Hammond (2008) suggested theoretical and empirical reasons of the
consequences of lower level of job satisfaction. Therefore, this paper set up a

hypothesis.

H7: proposing there is a negative relationship between job satisfaction and

turnover rate.

Turnover Intention

2.11.1. Definition

Turnover can be voluntary and involuntary, meaning that employees tend to
leave the company because of their desire or the employee can be terminated
by the employer. The turnover intention is highly related to the salary level

(Yang & Wittenberg, 2016).

2.11.2. Construct and Measurement

Many Asian countries, including Hong Kong, Taiwan, Malaysia, Singapore
and South Korea, are facing the problem of turnover when comparing with the

Western countries (Yang & Wittenberg, 2016).

Job satisfaction is negatively related to turnover intention. Mael & Ashforth
(1995) pointed out four factors that made a person decide whether to stay or to

leave the organization; the four factors were whether a person is suitable for a
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firm’s lifestyle, whether a firm’s culture matches with one’s values, whether
one could feel a sense of belonging attaching to the firm and whether a firm
gave personal inspiration and a sense of achievement. The relationship in the
firm with co-workers was discussed that was an important factor that affect the
turnover intention of an employee (Abrams et al. 1998). Due to the lower job
satisfaction, the withdrawal behaviour can occur, as suggested in Bowling &
Hammond (2008)’s paper. The withdrawal behaviours were explained as
absenteeism, turnover intention and actual turnover. Bowling & Hammond
(2008) also gave an insight that the job satisfaction is strongly correlated with

the turnover intention.

The better the relationship is, the lower intention the turnover would be. Not
only the relationship could affect the turnover intention, but also the training
and career development do. In Australian construction projects, the poor
training and shortage of experienced workers could result in poor planning in
projects and thus, the workers would leave in industry (Loosemore, 2014). In
most of the industries, high turnover rate of employees is costly for a company
to look for candidates and to train the new hires. Take a research paper on the
investigation on the relationship among turnover intention, work environment,
job characteristics and work engagement in nursing industry as an example
(Wan, Li, Zhou & Shang, 2018), work environment is positively related to
turnover intention. To the reason why the modern scholars are interested in
studying the employee turnover, it is because high turnover intention of
employee can lead to more serious problem, including lower productivity,
lower profitability, and lower sustainability (Guilding, Lamminmaki &

Mcmanus, 2014).
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2.12. Summary

Construction industry in Hong Kong is facing problems of labour shortage and
ageing workforce, having fewer young generation to join the industry. In this
paper, the focus would be the labour shortage in this industry by evaluating the
current construction workers’ job satisfaction and employee retention driving
by the six factors (hygiene factors and motivators), salary, achievement,
growth and advance, working condition, job security and meaningfulness of
work. Salary is a form of reward to the workers. Achievement is the sense of
achieving a particular goal set by employers or by employees. Growth and
advancement is the perceive of recognition by oneself or by the employers, or
even by the society. Working condition refers to the physical environment
provided by the industry and the employers. Job security is about whether the
employees feel the job is insecure or could be terminated without their
advance consent, or whether the employees feel they will lose the job easily.
Meaningful of work is whether the employees feel the work is significant to
themselves.

The research paper is based on the Herzberg’s Theory studying the
relationship between job satisfaction and hygiene factors and motivators, as
well as the turnover intention. With reference to the previous literatures, this

paper has made the seven hypothesizes.
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Chapter 3. RESEARCH METHODOLOGY

3.1.

3.2.

Introduction

In this paper, in order to study the topic, a focus group is first held with
construction workers. It is then followed by a questionnaire that was sent to

construction workers registered under Construction Industry Council.

Found on the findings on the literature review in the previous chapter, the
research methodology of this study is illustrated in this chapter. This chapter
includes the research model, research instruments, research procedures and

data analysis methods.

Research Design

In this research paper, “job satisfaction” is regarded as a dependent variable;
while the other six factors and “turnover intention” are the independent
variables, meaning that job satisfaction (dependent) is affected by the
difference factors (independent). By evaluating the validity of ranking (from
the scale of 1 to 5), this paper can use the “job satisfaction” to support the

rankings of each factors (Hirschfeld, 2000).

In this paper, quantitative and qualitative research will be used. By using the
triangulation, it will further allow this paper on verification on information
collected through primary data and secondary data collected for the analysis of

the below research model with the hypothesis.
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Figure3.1: Research Framework and Hypothesis Testing

Salary
Growth and
Advancement
Job Security
H7: - Turnover
Achievement Intention
Working
Condition
Meaningfulness
of work
Source: This research
Table 3.1: Hypotheses
Hypothesis Causal Path

H1: Job Satisfaction is positively correlated with Salary

H2: Job Satisfaction is positively correlated with Growth and Advancement

H3: Job Satisfaction is positively correlated with Job Security

H4: Job Satisfaction is positively correlated with Achievement

H5: Job Satisfaction is positively correlated with Working Condition

H6: Job Satisfaction is positively correlated with Meaningfulness of Work

H7: Turnover Intention is negatively correlated with Job Satisfaction

Source: This research

3.2.1. Quantitative Research

Quantitative research (Given, 2008) refers to the study of an observable
phenomenal by using systematic empirical investigation, such as mathematical,
statistical or computation technique. By using models or theories, researchers
aim to draw a connection between observed phenomena and the hypothesised

underlie reasons.
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In this paper, in order to study the relationship between job satisfaction and
factors in Herzberg’s two factor theory, questionnaire will be used in order to
collect the feedback from construction workers with measurable tool. The
collected data will then be analysed through regression and reliability test so
as to search for the relationship between and to verify the reliability of the

relationship drawn through statistical method.

3.2.2. Qualitative Research

Qualitative research refers to the collection of non-numerical data aiming at
understand the underlie meaning of a certain topic through investigating the
participants of the research. There are multiple methods to collect qualitative
data, including observation, interview, focus group, open-end survey and
content analysis. It helps researcher to study the meanings of the behaviours

and actions of people (Crossman, 2020).

Qualitative research helps study the outcome of an event or peoples’ action
through revealing the meanings of people’s behaviour. Information produced
in qualitative research requires further interpretation through systematic

approach in order to reveal the meanings of the response from the participants.

In this paper, in order to understand the key elements leading to job
satisfaction among construction workers, focus group is used. Focus group
refers to a small group of participants sampled from the population of the
research target that researchers wish to generate data through engaging the
group of participants through conversation and discussion among themselves.
This allows researcher to observe the behaviour and conversations. In this

paper, participants are asked with open- end questions to understand what they
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value when they are working, and they are then asked about their
understanding towards the questionnaire designed in order to study their
understanding so as to modify the questionnaire to improve their

understanding.

3.2.3. Triangulation

This research made use of the triangulation, which is considered as a method
to establish validity to the research through using different sources of data and
information (Guion, 2002). By using triangulation of data, data are compared
to look for similarities in order to improve reliability and validity (Weyers et
al. 2008). It is suggested that mixed methods of qualitative and quantitative
research and interdisciplinary approaches are applied in projects by many

scholars and researchers. (Given, 2008)

Structure of Data Collection

Data collection is the act of gathering and measuring information on the
variables targeted in the research, these data are vital for the topic to be
studied. Data can be collected through primary source and secondary source.

In this paper, both sources are used.

3.3.1. Secondary Data

Secondary data (Rouse, 2017) refers to data that are available to researcher
that are previously gathered. In this paper, secondary data includes statistical
data from The Hong Kong Census and Statistics Department and Construction
Industry Council, where the employment data and research works of the

construction industry in Hong Kong are available. Furthermore, previous

30



3.4.

literatures on Herzberg’s Theory and its factors, job satisfaction, and the
construction industry in Hong Kong are presented in this paper in order to

provide supporting and further insights for this paper.
3.3.2. Primary Data

Primary data (Institute for Work & Health, 2015) refers to data that are
collected from by the researcher for the specific purpose of the study. These

data are collected by the researcher for the first time.

In this paper, primary data includes the focus group, a pilot test and
questionnaires. It aims to collect direct feedbacks on construction workers’
satisfaction on salary, growth and advancement, job Security, achievement,
working Condition, meaningfulness of work, turnover intention and Job
Satisfaction from employees in the industry. The process of collecting primary

data is as follows,

Figure 3.2: Primary Data Collection Process

Que;ggig?]alre Pilot Test Final Survey

Source: This research

Sampling Design

This paper utilizes both focus group and questionnaire in order to collect
information to study the topic. The focus group provided the researcher with
insight and worker’s actual job experience in order to understand their ideas

towards job satisfaction; it also allows the researcher to improve the
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questionnaire design to improve the accuracy of the questionnaire. It is then
followed by a questionnaire which allows the researcher to further validate the

accuracy of the questionnaire.

3.4.1. Focus Group Design

Focus group is considered as a useful tool to explore the thoughts and feelings
of respondents (Mansell et al. 2004). In this research, the focus group is first
used in the early stage of data collection in this paper, as it is considered as
particularly useful in collecting general viewpoints, which will then be used
for informing larger studies (Vaughn, Schumm & Sinagub, 1996). It is also
perceived as having the possibilities to allow participants to develop ideas

collectively through the actual experience of the participants (Smithson, 2007).

A focus group was setup in order to learn the elements that affecting the job
satisfaction. Target participants of this focus group are construction workers
registered in the Construction Industry Council. The objectives of the focus
group was to collect opinions from the invited participants for collecting their
opinions towards the topic of this paper; understand their perspective of

factors affecting job satisfaction, and their comment towards the questionnaire.

As mentioned in previous chapter where registered construction workers are
categorized into five groups according to their skills level and experience in
the respective trade, in order to create a broader response from workers,
cluster sampling is used which construction workers are divided into the three
registration categories, which RSS and RSS (P); RSW and RSW(P) are
grouped together as the only difference between them is that RSS(P) does not

hold a trade test certificate, while a RSS holder does. They have same work
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experience. It was the same for RSW and RSW(P), which the only difference
between them is that RSW(P) holder does not hold an intermediate trade test
certificate, while a RSW holder does. Therefore, the new grouping is RGW

holders, RSS holders and RSW holders.

To ensure all three groups are included in the focus group to represent
construction workers with different background. The participants are then
invited through personal contact as the researcher is not a member of the
construction industry. It was then through snowball sampling that the first
participants introduce other potential participants to the researcher. In total,
there are 6 more construction workers introduced through the first participant,
thus, there were a total of 7 participants in the focus group (Appendix 2). The
researcher then connected these potential participants to understand their
registration level, their availability and their willingness to participate in this
focus group. As the researcher aimed to receive feedbacks from different level
of construction workers, at least one person from each of the three groups are

recruited into the focus group.

The focus group was conducted on 27 January, 2020 at the researcher’s
apartment since it is a friendly location which can provide a quiet and relax
place for participants to discuss freely. Furthermore, refreshment is provided
to make the discussion more relaxed, enjoyable and comfortable (Krueger and

Casey, 2008).

In the beginning of the focus group, the researcher explained the study topic,
the reasons to conduct this focus group, the role of the moderator. A consent

form and a demographic data form are issued to the participants for
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confirmation of the use of data collected in this focus group. The researcher
also informed the participants that all information collected are confidential
and only for academic use in this study. Table 3.2 listed the topics we

discussed.

Table 3.2: Discussion Topic in the Focus Group

1 What leads to job satisfaction in construction industry?

2 How important are the six factors towards job satisfaction?

3 What would you do when you are unsatisfied with your current job?
4 How likely would you quit your current job and look for a new one?
5 Comments on the questionnaire

Source: This research

3.4.2. Questionnaire Design

A questionnaire is a set of questions sent out to collect information. It is
widely use in all sorts of industries when data is needed to be collected, the
main advantages that are widely agree are that they are inexpensive, quick and

easy to analyze.

Questionnaire will be distributed to construction workers to study their job
satisfaction and how the factors correlated to job satisfaction. The questions

will be provided in bilingual (Chinese and English).

In this paper, the design of questionnaire takes Minnesota Satisfaction
Questionnaire (Weiss et al. 1977) and Michigan Organizational Assessment

Questionnaire - Intention to turnover scale (Camann et al.1975) as references.

The Minnesota Satisfaction Questionnaire measures job satisfaction with 20

factors, which are ability utilization, achievement, activity, advancement,
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authority, company policies, compensation, co-workers, creativity,
independence, moral values, recognition, responsibility, security, social status,
social service, supervision--human relations, supervision—technical, variety,
and working conditions. In addition, Minnesota Satisfaction Questionnaire
concludes that job satisfaction can be quantified by numbers with employee’s
job. By ranking a factor from the response scale of 1 (very dissatisfied) to 5
(very satisfied), the quantitative figures are easy use and understand. The
original Minnesota Satisfaction Questionnaire gives a stronger confidence
level when keeping the scale from 1 to 5 ranking in the questionnaire
(Hirschfeld, 2000). Therefore, this paper will adopt this style of questionnaire

design.

There are scholars use the five-points and seven-points from agree to disagree

scale for ranking the level of job satisfaction (Bowling & Hammond, 2008).

4 questions from each of the factors in The Minnesota Satisfaction
Questionnaire is selected into the questionnaires to be distributed to
construction workers. As the terminology in the Job Satisfaction Survey are
not identical to the terminology used in Herzberg’s Two-Factor Theory, a
comparison table, Table 3.5 is stated below. The data are rated at a 5-point
Likert Scale in the questionnaire (Strong Dissatisfied to Strong Satisfied). The
Minnesota Satisfaction Questionnaire is available in English and Traditional
Chinese, however, after the questionnaire trial performed during the focus

group, choice of words are modified in order to suit construction industry.
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Table 3.3: Questions Formation by 5-Point Likert Scale

Factors Data Type Qﬁjrsr:::::s Source of Questions
I 1-4
Salary Minnesota Satisfaction
Growth and 58 %Ll?(a?stlonnawe (Weiss et al.
Advancement )
Michigan Organizational
Turnover Intention 9-12 Assessment Questionnaire-

intention to turnover scale

5-point Likert (Camann et al. 1975)

Scale (Burns &

Job Security Bush, 2008) 13-16

Achievement 17-20

Working Condition 21-24 Minnesota Satisfaction
Questionnaire (Weiss et al.

Meaningfulness of 2528 1977)

Work

Job Satisfaction 29-32

Source: This research

Table 3.4: Demographic Information Collected In Questionnaire

Personal Information Data Type Source of Questions
Gender Nominal | Construction Industry Council (2020)
Age Group Ordinal Census and Statistics Department (2019)
Highest Education Level Nominal | Census and Statistics Department (2019)

Average working days

per week in the past 6 Ordinal Construction Industry Council (2020)
months
Registration Category Nominal Construction Industry Council (2020)

Monthly Personal Income

(HKD) Ordinal Construction Industry Council (2020)

Source: This research

The questionnaire is setup which has 4 questions for each factor, 4 questions

on job satisfaction and 4 questions on intention to turnover, a total of 32
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questions (Table 3.3). Participants are asked to rate each question on a 5-point
Likert type scale (Burns & Bush, 2008), ranging from 1 (Strongly Disagree/
Unsatisfied) to 5 (Strongly Agree/ Satisfied). Demographic data, including age,
gender, education level, year of experience, average working day per week in
the past 6 months and registration category are collected for verification and
further study use. As part of the questionnaire does not have a Traditional
Chinese from the original source, single blind test on bilingual translation is
needed, which the English version is translated into Traditional Chinese by
one person and vice versa by another person to validate the correctness of

choice of word.

Table 3.5: Terminology Alignment for Questionnaire

Terminology used in Terminology used in
Minnesota Satisfaction , ay
. . Herzberg’s Two- Factor Theory
Questionnaire
Compensation Salary
Advancement Growth and Advancement
Achievement Achievement
Working Condition Working Condition
Security Job Security
Ability Utilization Meaningfulness of Work

Source: This research

The Intention to Turnover scale used in this paper is a part of the Michigan
Organizational Assessment Questionnaire which measures employee
perceptions. There were three questions on this section in the original survey,
thus, this paper added an extra question to be consistent with the number of

questions on other factors related to the study.
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To measure the job satisfaction of the respondent on one’s current job in the
construction industry, 4 questions are setup to measure the degree of

satisfaction. The questions are:

How they enjoy working on the current job

How would they rate your overall satisfaction of the job

How satisfied are they with your job in

Are they happy with my current job

3.4.3. Pilot Test

Before the full scale study was in place, it is essential to perform a pilot test as
a rehearsal or trial run to the study. The pilot test was performed from 3
February, 2020 to 7 February, 2020. The pilot test was distributed to a
construction site through personal connection of the researcher; the
questionnaire was then distributed to other construction workers of the

construction site.

Pilot test is the tool to test the feasibility of the research methodology and
allow the amendment to be made before conducting the questionnaires with
the sample audience. It also helps to find flaws in the research methods and
helped to provide insights to implement the survey with better understanding

(Hassan et al. 2006).

The pilot test is run at least 10% of the target sample size of 200, thus 25
questionnaires were sent out via Internet. All 25 questionnaires are replied
with valid results. Data received was analyzed through SPSS for reliability test

by Cronbach’s alpha value.
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Table 3.6: Reliability Statistic Result of Pilot Test

Case Processing Summary

N %
Valid 25 100
Cases | Excluded® 0 0
Total 25 100

a. Listwise deletion based on all variables in the procedure.
Reliability Statistics

Category Cronbach's Alpha. N of ltems
Overall .887 32
Salary .887 4
Growth and Advancement .887 4
Turnover Intention .846 4
Job Security .837 4
Achievement .703 4
Working Condition .705 4
Meaningfulness of work .761 4
Job Satisfaction 726 4

Source: This research

Cronbach’s alpha is one of the popular tests to be used when testing the
reliability of a test. The Cronbach’s alpha measures the internal consistency of
the test items. The higher the inter-correlation among the test items, the higher
the value is. A rule of thumb on the usage of Cronbach’s Alpha value is that
the test result is considered as reliable and acceptable if the Cronbach;s alpha
value is higher than 0.7. (George & Mallery, 2003) As the above Table 3.6
shows, the Cronbach’s alpha value for all factors and the overall
questionnaires in this pilot test are at least 0.703. As they are all above 0.7, we
can concluded that the questionnaire is feasible and able to provide result with
high internal consistency that no further adjustment is needed when

conducting the comprehensive and full scale questionnaire.

3.4.4. Formal Questionnaire

As the pilot test result has indicated that the questionnaire designed is reliable

and acceptable, the formal questionnaire is ready to be distributed to the target
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population. The formal questionnaire was distributed during 12 February,
2020 to 28" February, 2020. The questionnaire is distributed through personal
connection of the researchers to various construction sites in Hong Kong. The
target population, sample size and sampling method are discussed in following
chapter in order to define to correct group of persons in order to perform a

valid study (Appendix 4).
3.4.5. Target Population

Construction workers in Hong Kong are required to register according to the
Construction Worker Registration Ordinance (CWRO) (Construction Workers
Registration Ordinance, 2005), which stipulated any person who wish to
perform construction work in a construction site must registered as a
construction worker. As the validity of the registration is 5 years. Only
inviting workers who are currently registered ensure the responses received
are from professional workers who are skilled workers who are able to
response with up to date information of the construction industry in Hong

Kong.

According to the “Designated Workers for Designated Skills” provision under
the CWRO, workers are divided into five groups (Appendix 5) based on the

skill level and job experience of the workers (Table 3.7).
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Table 3.7: Skill Level of Active Registered Workers in Hong Kong between
March 2019 to February 2020

Female Male Total
Skill Level Number Number Number
Percentage of Percentage of Percentage of

workers workers workers
RGW 90.80% 55011 45.70% 192,045 51.40% 247,056
RSS 1.00% 620 7.20% 30,194 6.40% 30,814
RSW 8.20% 4,979 47.10% 197,881 42.20% 202,860
Total 100.00% 60,610 100.00% | 420,120 100.00% | 480,730

Source: Construction Industrial Council (2020)

Table 3.8: Age Distribution of Active Registered Workers in Hong Kong
between March 2019 to February 2020

Age Distribution of Registered Workers In Hong Kong
Female Male Total

Age Band Number Number Number

Percentage of Percentage of Percentage of
workers workers workers
16-19 0.09% 55 0.53% 2,227 0.48% 2,281
20-29 4.10% 2,485 15.58% 65,455 14.13% 67,940
30-39 12.53% 7,594 18.34% 77,050 17.61% 84,644
40-49 37.84% 22,935 22.23% 93,393 24.20% | 116,328
50-59 34.99% 21,207 23.95% | 100,619 25.34% | 121,826
60+ 10.45% 6,334 19.37% 81,377 18.24% 87,711
Total 100.00% 60,610 100.00% | 420,120 100.00% | 480,730
Average Age N/A 48.1 N/A 45.8 N/A 51.3

Source: Construction Industrial Council (2020)

Since 2019, information from Construction Industry Council (2019a) groups
provisional workers into the full skill level (Table 3.7). Thus, further
breakdown for the five registration period is unavailable. However, according
to the latest available data in December 2018, there are only 9 RSS(P) workers
(0.001% of total registered workers in 2018) and 2601 RSW(P) workers
(0.25% of total registered workers in 2018). It showed that provisional grade

workers are uncommon in Hong Kong. Therefore, the researcher’s
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questionnaire is aligned with the latest data collection method of the council,
which includes RSS(P) workers into RSS registration period and includes

RSW(P) workers into RSW registration period.

The 480,730 active workers (Table 3.8) between March 2019 to February
2020 are the target population of this paper. As it is too costly to gather data
from the entire target population, sampling is done to gather data that are

representative enough of this population to continue the study of this paper.

3.4.6. Sample Size

As the currently active 480 thousand workers are scattered around in Hong
Kong, it may impractical, too time consuming or even impossible to gather
data from entire population, sampling is needed (London School of Hygiene
and Tropical Medicine, 2009). So that to create quality outcome from

questionnaire.

The sample size of the questionnaire to be collected is calculated based on
Cochran’s sample formula (Table 3.9). In the calculation of the sample size of
this questionnaire, the margin of error is set at 7%, while the confidence
interval is set at 95%, which is two standard deviation from the mean of a
normal distribution, is adopted. From the pilot test performed, it was observed
that only half of the construction workers are willing to participate in the
questionnaire. Therefore, the sample size required to perform a quality
outcome from the questionnaire to provide a sample size that has the statistical
power to represent the population of construction workers is n = 200

(Appendix 6).
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Table 3.9: Cochran’s Sample Size Formula (Ritter, 2010)

No = Z°pqgle® =171

where:

No: No. of samples

Z: z-value of the desired Confidence Interval
= z value for 95% Confidence Interval = 1.96

p: Estimated proportion of the population who is willing to
participate in the questionnaire from the pilot test = 20%

q: 1-p = 1-20% = 80%

e: margin of error = 6%

Source: the research

After deciding the minimum sample size, 171, the formal questionnaires were

issued, and 201 responses received finally.

3.4.7. Sample Method

The sampling method is through the snowball sampling, this method utilize
the power of social network. It refers to having the participants of a test to
recruit future participants who are able to meet the criteria through their own
social network (Morgan, 2008). This method is applicable when the
participants of the test are closely connected or they are difficult to reach. In
this research, construction workers are closely connected as their working
locations are usually construction sites, and they are usually confined in the

construction sites. Thus, snowball sampling is adopted in this research.

3.4.8. Data Collection Method

The researcher reached 8 construction sites, through the personal connection
of the researcher. Electronic questionnaire is used, which the questionnaire

will be distributed to construction workers via online.
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3.5.

Data Analysis Techniques

The questionnaire data collected will be performed with descriptive statistics
and inferential statistics. This includes descriptive statistics, reliability
statistics, correlation statistics and multiple linear regression (Bremer, 2012) in
SPSS to test if the hypothesis is true and statistically significant (t-test). And
followed by analysis on the Coefficient of Multiple Determination (R?) to

determine how close the regression model fits the data.
3.5.1. Descriptive Statistics

Descriptive statistics is considered as a way to describe the basic feature of a
set of data (Trochim, 2020). They are general descriptive coefficients which
summarizing the study’s data set into a meaningful way. It measures
variability (i.e. standard deviation, variance) and central tendency (mean,
median, & mode) (Kenton, 2019). In this paper, the demographic data
collected and the participants’ response to questions will be tested under this

statistic analysis technique.

3.5.2. Reliability Test

Reliability assessment will be conducted with each factor in the questionnaire
survey in this research. It is necessary to investigate the reliability of the
questionnaire result to determine if the data collected is valid. The reliability
of the questionnaire lies on the extent which the questions are measuring the
same concept and hence the inter correlations of the questions in this test
(Tavakol & Dennick, 2011), thus in this paper, internal consistency of

questions are investigated.
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To investigate the internal consistency of questions in the questionnaire, the
Cronbach’s alpha is used. It is a measure of internal consistency of a test, and
the value is between 0 to 1. According to Tavakol & Dennick (2011), the
general acceptable value of alpha is ranging between 0.70 and 0.95. According
to George and Mallery (2003), the commonly accepted rule on Cronbach’s

Alpha are divided into six categories as below Table 3.10 shows.

Table 3.10: Cronbach’s Alpha Value and Internal Consistency

Cronbach's Alpha Internal Consistency
09<a Excellent
0.8<a<0.9 Good
0.7<a0<0.8 Acceptable
06<a<0.7 Questionable
05<a0<0.6 Poor
a<0.5 Unacceptable

Source: George and Mallery (2003)

As there is 4 questions for each factors in the questionnaire, thus, the
Cronbach’s alpha of each factors are investigated to ensure the 4 questions
provide high internal consistency on each factor. It was then followed by an

investigation on the internal consistency of all six factors and job satisfactions.

3.5.3. Correlation Test

To test if there are Correlation between the factors and job satisfaction, job
satisfaction and turnover intention, and thus if they hypotheses are supported,
the relationships are tested with their linear correlation. The Pearson
Correlation Coefticient is used for determining the strength of the correlation.

The value of this coefficient ranges from -1 to 1 (Table 3.11), where -1
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represents a perfectly negative linear relationship and +1 represents a perfectly

positive linear relationship (Dancey & Reidy, 2007).

Table 3.11: Interpretation of Pearson’s Correlation Coefficient

Correlation Coefficient Dancey & Reidy (Psychology)
1 -1 Perfect
0.9 -0.9 Strong
0.8 -0.8 Strong
0.7 -0.7 Strong
0.6 -0.6 Moderate
0.5 -0.5 Moderate
04 -0.4 Moderate
0.3 -0.3 Weak
0.2 -0.2 Weak
0.1 -0.1 Weak
0 0 Zero

Source: Dancey & Reidy, 2007

3.5.4. Multiple Linear Regression

From the above research objective, to study the correlation between the six
elements and job satisfaction and also the correlation between turnover
intention and job satisfaction, following model are developed and null

hypothesis are setup to verify the model.

3.5.4.1. Equation Model

The first equation (Table 3.12) developed refers to the multiple linear
regression model between the six factors (the independent variable) and job
satisfaction (the dependent variable). It aims to look for the magnitude of

change in job satisfaction when there are changes in the six factors.
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Table 3.12: The Equation for the Multiple Linear Regression Model

Job Satisfaction = By + B4(salary) + B,(Job Security) + B3(Working Condition)
+ 34(Growth and Advancement) + 35(Achievement)

+ Bs(Meaningfulness of Work) + €,

Variable Nature Description
It is the value of the dependent variable when
the constant term of : .
Bo the equation all independent variables are zero
q (Multivariable Methods, 2013).
B4 They represent the change in the dependent
B variable with respect to one unit of the
B3 the estimated independent variable.
Ba regression coefficient The larger the coefficient, the more significance
Bs is the effect of the independent variable to the
Be dependent variable
. It is assumed to be normally distributed for the
the residual term of the X . : : .
€, ; normality of this multiple linear regression
equation model

Source: this research

The second equation (Table 3.13) developed refers to the linear regression

model between job satisfaction (the independent variable) and turnover

intention (the dependent variable). It aims to look for the change in turnover

intention when there is change in job satisfaction.
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Table 3.13: The Equation for the Linear Regression Model

Turnover Intention = @, + @4(Job Satisfaction) + ¢,

Variable Nature Description
. It is the value of the dependent variable
the constant term in the . X
®o equation when all independent variables are zero
(Multivariable Methods, 2013).
the coefficient of the
ON independent variable, i.e. job -
satisfaction.
. . It is assumed normally distributed for the
the residual term in the X . . ; ,
€ ; normality of this multiple linear regression
equation model

Source: this research

The result of this multiple linear regression is then put into several tests in

order to test the model fit and the statistical significance of each independent

variable.

3.5.4.2. Hypothesis Tests

The null hypotheses and alternative hypotheses for the two equations

are as below,

Table 3.14: Regression Hypothesis

Regression between the six factors and job Ho: Bj=0
satisfaction Hi: B0
Regression between job satisfaction and turnover Ho: ;=0
intention Hy: ;20

Source: This research

3.5.4.3. Coefficient of Determination

To test the model fit, in this paper, R-squared, the coefficient of determination,

is used to study the goodness of fit and the strength of association of this
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statistic model. In other words, it is a measure to the question, “To what extent
the six factors stated in this paper are able to explain the job satisfaction of
construction workers?”” The R-squared is normally ranged from 0 and 1, which
0 means the regression has no linear relationship with between the
independent variable and dependent variable, in this paper, it means no linear
relationship between the six factors and job satisfaction or between job
satisfaction and turnover intention. An R-squared value of 1 means the
regression can perfectly fit the data, which means the six factors can predict
the job satisfaction perfectly or job satisfaction can perfectly predict the
turnover intention of construction workers. According to Moore, Notz &
Flinger (2013), the strength of the relationship based on the R-squared value is

as below Table 3.15,

Table 3.15: R-Squared Value and Strength of Relationship

R-Squared Value Strength of Relationship
<0.3 None or Very weak effect size
0.3<r<05 Weak or low effect size
05<r<07 Moderate effect size
r>0.7 Strong effect size

Source: Moore, Notz & Flinger (2013)

After testing the goodness of fit of the model, the regression is tested for the
significance of regression. The p-value is used in this paper to evaluate the
significance. The p-value is the probability of a hypothetical test results which
obtain a result as extreme as the null hypothesis (Beers, 2020). The smaller the
p-value, the stronger probability that the null hypothesis is rejected, and the

alternative hypothesis is favored. The p- value is required to be smaller than

49



3.6.

0.05 to reject the null hypothesis, which is called 95% confidence level. It
means the result has 95% chance to contain the population mean. In this paper,
the null hypothesis, Hy is “The factors has no relationship with job satisfaction”
and Hy “Job satisfaction has no relationship with Turnover Intention”. And the
alternative hypothesis, H; is “The factors has linear relationship with job
satisfaction” and H; is “Job Satisfaction has linear relationship with Turnover

Intention”

3.5.4.4. Residual Analysis

To test if the line is the regression model is the line of best fit, the residuals are
examined. First, the mean of the residual is reviewed. As stated in previous
section, the mean of residual is assumed to be zero and normally distributed

due to the assumption of normality of the equation.

Second, the histogram of the standardized residual is reviewed, this figure
advised if the residual value are normally distributed and advised the amount

of outliers in the model.

The scatterplot of the standardized residual against standardized predicted
value is also examined. It is expected to show a random pattern, as any non-
random pattern, such as U- shaped curve would suggest non- linear regression

model provides a better fit to the model.

Research Limitations

As mentioned in Chapter 2, Herzberg’s two factor theory has suggested a list
of factors that may affect job satisfaction of an employee, however, only six of

the factors are chosen to study in this paper. The chosen six factors are
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considered to be having more significance effect on job satisfaction during
literature review, and thus, they are chosen. This will suggest that there may

be chance that this regression model has a lower model of fit.

As mentioned in Chapter 2, previous literatures have found out a list of factors
that may lead to turnover intention of an employee. In this paper, as the focus
is to what extent that job satisfaction may lead to turnover intention, thus, the
linear regression on job satisfaction and turnover intention may have a lower
R-squared value, signaling that only using job satisfaction as the only

independent variable against turnover intention has a lower model of fit.
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Chapter 4. RESULT AND DATA ANALYSIS

4.1.

4.2.

Introduction

In accordance to the research methodology outlined in previous chapter, the
research has been performed. With the data collected through the focus group
and questionnaire, this chapter will focus in presenting the findings and
discussion from the focus group, and the data analysis from the questionnaire.
The data collected from the questionnaire will be analyzed using SPSS
analysis tool. In this chapter, analysis includes descriptive statistics on the
demographic data of the questionnaire participants, reliability statistics of the
data collected, correlation analysis between variables and multiple linear
regression analysis on the importance of each factors towards job satisfaction,

and the relationship between job satisfaction and intention to turnover.

Focus Group Findings

In the questions of what leads to job satisfactory in the construction industry, it
is agree by all participants that the salary plays an important role in job
satisfaction. It is commented by the participants that the work conditions is not
as good as office workers, therefore, they are expecting a higher salary
compared to people at similar education level in order to compensate the high
strength demand of construction work. The result was aligned with the census
data, which was found that construction industry has the fifth highest median
hourly wage among the 25 occupation groups in Hong Kong in 2019, with a

median hourly wage of HKD 99.9 (Census and Statistics Department, 2020c¢)

52



In the question related to the factors listed in this paper for hypothesis towards
job satisfaction. One of the participants commented that in the construction
industry, the growth of a construction worker not only gain designated skills
and improve their work experience in the trade, but also progress on their
registration period. Thus, growth and advancement plays a major role in job
satisfaction as they are able to have a higher salary when they progress on

their registration.

Regarding to the question on how likely a worker would quit the current job, a
RSS holder has commented that there are high demand in construction
workers as there are a number of projects undergoing in Hong Kong. Thus, he
therefore thinks his job is relatively secure as long as he does not make big
mistakes. After all, construction sites are still suffering from labour shortage.
The comment from this participant is aligned with survey data performed by
The Hong Kong Construction Association (2019), there is an estimate of 7.3%

of labor shortage in the construction industry of Hong Kong.

In the second part of the focus group, regarding on inviting the focus group
participants to provide their opinions on the questionnaire draft, participants
has commented that part of the questionnaire is confusing and not suitable to
construction site, particularly work condition, which the original questionnaire
is based on an office setting, thus, the questions are modified into a

construction site settings to suit the participants.

Details of the focus group are available in Appendix 3 and Appendix 4.
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4.3. Descriptive Statistics

Descriptive statistics refers to simple summaries and observations towards a
sample or the collected information. It can be categorized into two main
groups: 1. Measure of central tendency, which includes mean, mode and
median, and 2. Measure of variety, which includes maximum, minimum
variance and standard deviation (Kenton, 2019). It helps to summarized large
data set into descriptions that are easier to understand. It can be presented in

the form of summarized table, graphical charts and plots.

Table 4.1: Personal Information of Participant of This Questionnaire

Variables Information Frequency Percent

Gonder Male 180 89.6

Female 21 10.4

18-30 30 14.9

31-40 25 12.4

Age Group 41-50 40 19.9

51-60 71 35.3

Above 60 35 17.4

Primary Level or below 54 26.9

Education Level Secondary Level 135 67.2

Tertiary Level 12 6

1 9 4.5

2 20 10

Average working 3 51 25.4

days per week in

the past 6 months 4 65 32.3

5 49 244

6 7 3.5

RGW : Registered General Worker 110 54.7

Registration RSS : Registered Semi-skilled 16 8
Category Worker

RSW : Registered Skilled Worker 75 37.3

<$10,000 66 32.8

$10,001 - $20,000 112 55.7

ngm"(ﬁ‘;{g;’"a' $20,001 - $30,000 14 7

$30,001 - $40,000 7 3.5

>$40,001 2 1

Total 201 100

Source: This research
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4.3.1. Gender

Figure 4.1: Distribution of Respondent’s Gender

Gender ‘#:HI

200

150

Frequency

S0

21
10.45%

Wale Female

Gender ‘H:Hi

Source: This research

From the above Figure 4.1, there are 21 female, accounted for 10.4% of the
total participants of the questionnaire. There are 180 male, accounted for

89.6% of the total participants of the questionnaire.

Figure 4.2: Distribution of Active Registered Workers in the Construction
Industrial Council between March 2019 to February 2020

Gender 1% 5

500,000

400,000 -

300,000 -

420,120
87.39%

200,000 -

Frequency

100,000 -

Male Female

Gender M 5

Source: Construction Industrial Council (2020)
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Refers to the population of active registered workers in the Construction
Industrial Council between March 2019 to February 2020, the gender structure
of construction workers in Hong Kong is that female accounts for 87.4% of

the total workforce, while male accounts for 12.6% of the total workforce.

Comparing the gender ratio collected in the questionnaire with the population
of active construction workers in Hong Kong, the gender ratio difference is
2.2% it shows that this questionnaire has closely reflected the gender ratio of
construction workers, which is male to female is 8.57:1, which shows that the

majority of construction workers in Hong Kong are male.

4.3.2. Age Group

Figure 4.3: Distribution of Respondent’s Age

Age Group %

a0

Frequency

18-30 31-40 41-50 51-60 Above 60
Age Group %

Source: This research

From the above Figure 4.3, out of 201 responses from the questionnaire, there
are 30 participants between 18 to 30 years old, accounts for 14.9% of the 201

participants. 25 participants between 41 to 50 years old, accounts for 12.4% of
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the 201 participants. 40 participants between 41 to 50 years old, accounts for
19.9% of the 201 participants. 71 participants between 51 to 60 years old,
accounts for 35.3% of the 201 participants. 35 participants older than years old,

accounts for 17.4% of the 201 participants.

Refers to the data of age population of construction workers in Hong Kong in
Chapter 3.7.3.2., among the 480,730 active workers between March 2019 to
February 2020, the age group of under 29 years old accounts for 14.5%; the
age group of 30-39 years old accounts for 17.6%; the age group of 40-49 years
old accounts for 24.2%; the age group of 50-59 years old accounts for 25.3%;

the age group of above 60 years old accounts for 18.2%.

Comparing the age distribution between the participants of the questionnaire
and the population of construction workers, the largest deviation among all
groups is 10%, which is the age group of construction workers in their 50s, the
difference were come from the lower percentage of 30s and 40s group, each is
5% lower than the population of all active construction workers in the March

2019 to February 2020.

4.3.3. Education Level

From the below Figure 4.4, among the participants of the questionnaire, there
are 52 participants’ highest education level is primary level or below, accounts
for 26.9% of the total participants. 135 participants’ highest education is
secondary level, accounts for 67.2% of total participants. 12 participants’
highest education is tertiary level or above, accounts for 6% of total

participants.
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Figure 4.4: Distribution of Respondent’s Education Level
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Source: This research

According to the distribution of Hong Kong population aged 15 and over by
educational attainment in 2018 from the Hong Kong Annual Digest of
Statistics from the Census and Statistics Department of HKSAR, 17.9% of the
said population’s educational attainment is primary and below; 49.0% of the
said population’s educational attainment is secondary level and 33.1% of the

said population’s educational attainment is tertiary level or above.

Comparing the education level of the participants of the questionnaire and the
Hong Kong population aged 15 and over in 2018, the education of the
participants has a lower education level compared with the overall population
of Hong Kong in 2018. There are a difference of +9% on primary and below;

+18.2% on secondary level and -26.1% on tertiary level or above.
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4.3.4. Average Working Days Per Week In The Past 6 Months

Figure 4.5: Distribution of Respondent’s Average Working Days Per Week in
The Past 6 Months
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Source: This research

According to the above Figure 4.5, among the participants of the questionnaire,
9 participants works at an average of 1 day per week in the past 6 months ,
accounts for 4.5% of the total participants; 20 participants works at an average
of 2 days per week in the past 6 months , accounts for 10.0% of the total
participants;. 51 participants works at an average of 3 days per week in the
past 6 months, accounts for 25.4% of the total participants;. 65 participants
works at an average of 4 days per week in the past 6 months, accounts for
32.3% of the total participants; 49 participants works at an average of 5 days
per week in the past 6 months, accounts for 24.4% of the total participants;. 7
participants works at an average of 6 days per week in the past 6 months,
accounts for 3.5% of the total participants. The mean of the average of 6 days

per week in the past 6 months is 3.73 days.
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4.3.5. Registration Category

Figure 4.6: Distribution of Respondent’s Registration Category
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According to the above Figure 4.6, among the participants of the questionnaire,
110 participants are RGW workers, accounts for 54.7% of the total
participants; 16 participants are RSS workers, accounts for 8.0% of the total
participants; 75 participants are RSW workers, accounts for 37.3% of the total

participants.

Refers to the data of skill level of construction workers in Hong Kong in
Chapter 3.7.3.2, 51.4% of Hong Kong construction workers are RGW workers;
6.4% of Hong Kong construction workers are RSS workers; 42.2% of Hong

Kong construction workers are RSW workers.

Comparing the skill level distribution of the participants of the questionnaire
and the overall population, the largest deviation among the three skill levels is

4.9% only, thus, it can be concluded that the participants of the questionnaire
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is closely reflecting the current situation of the construction industry in terms

of skill level of construction workers.

4.3.6. Monthly Personal Income

Figure 4.7: Distribution of Respondent’s Monthly Personal Income
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Source: This research

Refers to the monthly employment earnings of employed persons in Hong
Kong collected by the Census and Statistic Department of HKSAR in the 2019
Edition of the Hong Kong Annual Digest of Statistics, 21.75% of the said
population’s monthly employment earnings is below HKD 10,000; 36.24% of
the said population’s monthly employment earnings is between HKD 10,000
to 19,999; 17.85% of the said population’s monthly employment earnings is
between HKD 20,000 to 29,999; 9.11% of the said population’s monthly
employment earnings is between HKD 30,000 to 39,999; 15.06% of the said

population’s monthly employment earnings is larger than HKD 40,000.
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Comparing the participants of the questionnaire and the overall employed
persons in Hong Kong, it shows that construction workers are at the lower end

of the personal income of Hong Kong.

4.3.7. Salary

This paper also performed an independent assessment on the order of
satisfaction of construction workers towards factors related to job satisfaction.
Four questions will be asked for each factor. The above graph shows the order
of satisfaction towards salary, from strongly disagree/ strongly unsatisfied to

strongly agree/ strongly satisfied.

Table 4.2: Scoring From Respondents on All 4 Questions Related to Salary

Salary
Frequenc Percent Valid Cumulative
d Y Percent Percent
Strongly Disagree /
Strongly Unsatisfied 135 16.8 16.8 16.8
Slightly Disagree/ 66 231 1 o0

Slightly Unsatisfied

Neutral 165 20.5 20.5 70.4

Valid -
Slightly Agree/
Slightly Satisfied 189 23.5 23.5 93.9
Strongly Agree/
Strongly Satisfied 49 6.1 6.1 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.2, of the four
questions for salary, the top response is slightly disagree/slightly unsatisfied,
accounts for 33.1%; the least response is strongly agree/ strongly satisfied,
which accounts for 16.8%. The average score for compensations is 2.7, which

tends to disagree/unsatisfied to their current salary.
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4.3.8.

Growth and Advancement

Table 4.3: Scoring From Respondents on All 4 Questions Related to Growth
and Advancement

Growth and Advancement

Frequenc Percent Valid Cumulative
q y Percent Percent
Strongly Disagree /
Strongly Unsatisfied 38 47 a7 a7
Slightly Disagree/
Slightly Unsatisfied 191 23.8 23.8 28.5
Neutral 342 42.5 42.5 71
Valid
Slightly Agree/
Slightly Satisfied 197 24.5 24.5 98.5
Strongly Agree/
Strongly Satisfied 36 4.5 4.5 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.3, of the four

questions for growth and advancement, the top response is neutral, accounts

for 42.5%; the least response is strongly agree/satisfied, which accounts for

4.5%. The average score for compensations is 3.0, which shows construction

workers are neutral on their satisfaction on their growth and advancement.

4.3.9.

Job Security

Table 4.4: Scoring from respondents on all 4 questions related to Job Security

Job Security
Valid Cumulative
Frequency | Percent Percent e
Strongly Disagree /
Strongly Unsatisfied 110 13.7 13.7 13.7
Slightly Disagree/
Slightly Unsatisfied 228 | 284 28.4 42
Neutral 181 225 22.5 64.6
vald Slightly Agree/
Slightly Satisfied 1921 239 23.9 88.4
Strongly Agree/
Strongly Satisfied 93 11.6 11.6 100
Total 804 100 100

Source: This research

63




According to the questionnaire, from the above Table 4.4, of the four
questions for job security, the top response is disagree/unsatisfied, accounts
for 28.4%; the least response is strongly agree/satisfied, which accounts for
11.6%. The average score for compensations is 2.91, which shows
construction workers are slightly unsatisfied on their satisfaction towards their

job security.

4.3.10. Achievement

Table 4.5: scoring from respondents on all 4 questions related to achievement
Achievement

Frequency | Percent | Valid Percent Cl;)mulatwe
ercent
Strongly Disagree /
Strongly Unsatisfied 87 10.8 10.8 10.8
Slightly Disagree/ 243 302 02 p

Slightly Unsatisfied

Neutral 187 23.3 23.3 64.3

Valid
Slightly Agree/
Slightly Satisfied 191 23.8 23.8 88.1
Strongly Agree/
Strongly Satisfied 9% 1.9 19 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.5, of the four
questions for achievement, the top response is disagree/unsatisfied, accounts
for 30.2%; the least response is strongly disagree/unsatisfied, which accounts
for 10.8%. The average score for compensations is 2.95, which shows
construction workers are slightly unsatisfied on their satisfaction towards their

achievement on their work.
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4.3.11. Working Condition

Table 4.6: Scoring From Respondents On All 4 Questions Related To Work

Condition
Work Condition
Frequency | Percent | Valid Percent Cl;)mulatwe
ercent
Strongly Disagree /
Strongly Unsatisfied 91 13 "3 1.3
Slightly Disagree/
Slightly Unsatisfied 253 31.5 315 42.8
Neutral 180 224 224 65.2
Valid
Slightly Agree/
Slightly Satisfied 191 23.8 23.8 88.9
Strongly Agree/
Strongly Satisfied 89 11 11 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.6, of the four

questions for working condition, the top response is disagree/unsatisfied,

accounts for 31.5%; the least response is strongly agree/satisfied, which

accounts for 11.1%. The average score for compensations is 2.91, which

shows construction workers are slightly unsatisfied on their satisfaction

towards their work condition on their work.
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4.3.12. Meaningfulness of Work

Table 4.7: Scoring From Respondents on All 4 Questions Related to

Meaningfulness of Work
Meaningfulness of work
Frequency | Percent Valid Cumulative
q y Percent Percent
Strongly Disagree /
Strongly Unsatisfied 107 13.3 133 133
Slightly Disagree/
Slightly Unsatisfied 241 307 30.7 44
Neutral 200 24.9 24.9 68.9
Valid
Slightly Agree/
Slightly Satisfied 174 216 216 90.5
Strongly Agree/
Strongly Satisfied 76 9.5 9.5 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.7, of the four

questions for meaningfulness of work, the top response is disagree/unsatisfied,

accounts for 30.7%; the least response is strongly agree/satisfied, which

accounts for 9.5%. The average score for compensations is 2.83, which shows

construction workers are slightly unsatisfied on their satisfaction towards the

meaningfulness of work.
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4.3.13. Job Satisfaction

Table 4.8: Scoring From Respondents on All 4 Questions Related to Job

Satisfaction
Job Satisfaction
Frequency | Percent Valid Cumulative
a Y Percent Percent
Strongly Disagree /
Strongly Unsatisfied 86 10.7 10.7 10.7
Slightly Disagree/ 233 20,0 290 .

Slightly Unsatisfied

Neutral 158 19.7 19.7 59.3
Valid

Slightly Agree/

Slightly Satisfied 231 28.7 28.7 88.1
Strongly Agree/

Strongly Satisfied 96 11.9 11.9 100
Total 804 100 100

Source: This research

According to the questionnaire, from the above Table 4.8, of the four
questions for job satisfaction, the top response is disagree/unsatisfied,
accounts for 29.0%; the least response is strongly disagree/unsatisfied, which

accounts for 10.7%. The average score for job satisfaction is 3.02.

4.3.14. Turnover Intention

Table 4.9: Scoring From Respondents on All 4 Questions Related to Turnover

Intention
Turnover Intention
Frequenc Percent Valid Cumulative
d Y Percent Percent
Strongly Disagree /
Strongly Unsatisfied 111 13.8 13.8 13.8
Slightly Disagree/
Slightly Unsatisfied 250 31.1 31.1 44.9
Neutral 145 18.0 18.0 62.9
Valid
Slightly Agree/
Slightly Satisfied 234 | 291 29.1 92
Strongly Agree/
Strongly Satisfied 64 8.0 8.0 100
Total 804 100 100

Source: This research
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According to the questionnaire, from the above Table 4.9, of the four
questions for turnover intention, the top response is disagree/unsatisfied,
accounts for 31.1%; the least response is strongly agree/satisfied, which

accounts for 8.0%. The average score for turnover intention is 2.86.

4.3.15. Mean Value of Each Factor

The mean values of each questions of each category in the questionnaire are
compared, and questions with the highest and lowest mean in each factor are
compared in below Figure 4.8. Among the six factors, the mean values of
salary are the lowest score, ranging from 2.57 to 2.75, while the mean values

of growth and advancement has the highest score, ranging from 2.88 to 3.08.

Figure 4.8: Range of the mean of the score of each category
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Source: This research

Among all categories in the questionnaire, job security has the smallest
difference in the highest and lowest mean values of questions, the difference is
0.1. Working Condition has the largest difference, with a difference of 0.21

between the highest and lowest value of mean.
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4.3.16. Cross Tabulation of Age Group And Job Satisfaction

According to below Figure 4.9, among all age group of the participants of the
questionnaire, the group of “Above 60” has the highest percentage that are
strongly disagree on job satisfaction, 7 of the 35 “Above 60” participants rated

strongly disagree on job satisfaction, accounted for 20% within this age group.

Figure 4.9: Cross Tabulation of Age Group And Job Satisfaction
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Source: This research

The age group of “31-40” has the highest percentage of participants who are
agree or strongly agree on their job satisfaction. 13 of the 25 participants rated

agree or strongly agree on job satisfaction, accounted for 52% within this age

group.

4.3.17. Cross Tabulation of Monthly Personal Income and Job

Satisfaction

According to below Figure 4.10, among all monthly personal income groups

of the participants of the questionnaire, participants with income above
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4.4.

$30,001 all rated agree or strongly agree on their job satisfaction. However,
they only account for 9 of the total 201 participants, accounted for 4.8% of the

total participants.

Figure 4.10: Cross tabulation of monthly personal income and job satisfaction
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Source: This research

The monthly personal income group of “<$10,000” has the highest percentage
of participants who are disagree or strongly disagree on their job satisfaction.
33 of the 66 participants belong to this group replied they are disagree or

strongly disagree, accounted for 50% of this group.

Reliability Analysis

As mentioned in the previous chapter on the importance of reliability statistics,
this questionnaire has carried out reliability test on each of the factors in the
questionnaire, in order to study the Cronbach’s alpha value for further analysis

use.

The factor tested is considered as acceptable in terms of reliability and

consistency when the Cronbach’s alpha value is equal to or larger than 0.7.
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Table 4.10: Reliability Test Result of the Questionnaire of this Paper

Reliability Statistics

Category Cronbach’ N of res(e)g:s;er’ Name
s Alpha Items s result

Total .887 32 0.78 | Batura et al. (2016)
Salary .829 4 0.803 | Rukh, Choudhary & Abbasi (2015)
Growth and Advancement .833 4 0.52 | Batura et al. (2016)
Turnover Intention .844 4 0.846 | Yicel (2012)
Job Security .796 4 0.813 | Nanjundeswaraswamy (2018)
Achievement .751 4 0.878 | Benrazavi & Silong (2013)
Working Condition 775 4 0.839 | Rukh, Choudhary & Abbasi (2015)
Meaningfulness of Work .755 4 0.816 | Ahuja, Pathak & Panda (2014)
Job Satisfaction .765 4 0.78 | Batura et al. (2016)

Source: This research

From the above Table 4.10, the total Cronbach’s alpha value for this

questionnaire is 0.887, while the Cronbach’s alpha of each category has a

minimum value of 0.755. As the number is above 0.7, it can be commented

that the results collected are of consistency and reliability. A Cronbach’s alpha

value of 0.887 can be considered as a set of data with good internal

consistency (George & Mallery, 2003). Thus, it can be concluded that the

questions of the questionnaire has a high internal consistency.
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4.5. Correlation Analysis

4.5.1. Salary and Job Satisfaction for H1

Figure 4.11: Pearson Correlation Coefficient of Salary And Job Satisfaction
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As the above Figure 4.11 showed, among the 4 questions related to salary in
the questionnaire, the Pearson correlation coefficient between salary and job
satisfaction ranges from 0.489 to 0.607, as mentioned in previous chapter, a
correlation above 0.6 is considered having a strong relationship, it can be
concluded that there is a strong positive relationship between salary and job
satisfaction, and the Pearson coefficient is significant at the 0.01 level. Thus, it
can be concluded that H1: Job Satisfaction is positively correlated with Salary

is supported.

Similar result was found with a Pearson correlation coefficient of 0.615 in the
study by Butt et al. (2007). It was in their research that salary has a positive

correlation with job satisfaction.
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Growth and Advancement, and Job Satisfaction for H2

and Job Satisfaction

Figure 4.12: Pearson Correlation Coefficient of Growth and Advancement,
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Source: This research

As the above Figure 4.12 showed, among the 4 questions related to growth
and advancement in the questionnaire, the Pearson correlation coefficient
between salary and job satisfaction ranges from 0.343 to 0.462. Similar result

of a value of 0.56 was found (Ali, 2008).

As mentioned in previous chapter, a correlation above 0.4 is considered
having a moderate relationship, it can be concluded that there is a moderate
positive relationship between salary and job satisfaction, and the Pearson
coefficient is significant at the 0.01 level. Thus, it can be concluded that H2:
Job Satisfaction is positively correlated with Growth and Advancement is

supported.
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4.5.3. Job Security and Job Satisfaction for H3

Figure 4.13: Pearson Correlation Coefficient of Job Security and Job

Satisfaction
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As the above Figure 4.13 showed, among the 4 questions related to job
security in the questionnaire, the Pearson correlation coefficient between
salary and job satisfaction ranges from 0.393 to 0.458. Similar result from
Zeytinoglu et al, (2012) was found, with a Pearson correlation coefficient of

0.532.

As mentioned in previous chapter, a correlation above 0.4 is considered
having a moderate relationship, it can be concluded that there is a moderate
positive relationship between job security and job satisfaction, and the Pearson
coefficient is significant at the 0.01 level. Thus, it can be concluded that H3:

Job Satisfaction is positively correlated with Job Security is supported.
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4.5.4. Achievement and Job Satisfaction for H4

Figure 4.14: Pearson Correlation Coefficient of Achievement and Job

Satisfaction
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Source: This research

As the above Figure 4.14 showed, among the 4 questions related to
achievement in the questionnaire, the Pearson correlation coefficient between
salary and job satisfaction ranges from 0.372 to 0.539. A Pearson correlation

coefficient of 0.423 was found by Popoola & Farukuoye (2018).

As mentioned in previous chapter, a correlation above 0.4 is considered
having a moderate relationship, it can be concluded that there is a moderate
positive relationship between achievement and job satisfaction, and the
Pearson coefficient is significant at the 0.01 level. Thus, it can be concluded
that H4: Job Satisfaction is positively correlated with Achievement is

supported.
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4.5.5. Working Condition and Job Satisfaction for H5

Figure 4.15: Pearson Correlation Coefficient of Working Condition and Job

Satisfaction
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As the above Figure 4.15 showed, among the 4 questions related to working
condition in the questionnaire, the Pearson correlation coefficient between
working condition and job satisfaction ranges from 0.447 to 0.476. Similar
results are being found, which a similar study by Bakoti¢ & Babi¢ (2013) on a
Croatian shipbuilding company has a Pearson correlation coefficient of 0.527

on the relationship between working condition and job satisfaction.

As mentioned in previous chapter, a correlation above 0.4 is considered
having a moderate relationship, it can be concluded that there is a moderate
positive relationship between working condition and job satisfaction, and the
Pearson coefficient is significant at the 0.01 level. Thus, it can be concluded
that H4: Job Satisfaction is positively correlated with Working Condition is

supported.
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Job Satisfaction

4.5.6. Meaningfulness of work and Job Satisfaction for H6

Figure 4.16: Pearson Correlation Coefficient of Meaningfulness of Work and
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As the above Figure 4.16 showed, among the 4 questions related to
meaningfulness of work in the questionnaire, the Pearson -correlation
coefficient between meaningfulness of work and job satisfaction ranges from
0.405 to 0.473. A positive Pearson correlation coefficient of 0.65 was found

by Keles & Findikli (2016).

As mentioned in previous chapter, a correlation above 0.4 is considered
having a moderate relationship, it can be concluded that there is a moderate
positive relationship between meaningfulness of work and job satisfaction, and
the Pearson coefficient is significant at the 0.01 level. Thus, it can be
that H6: Job Satisfaction is

concluded positively correlated with

Meaningfulness of Work is supported.
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4.5.7. Job Satisfaction and Turnover Intention for H7

Figure 4.17: Pearson Correlation Coefficient of Job Satisfaction And Turnover

Intention
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As the above Figure 4.17 showed, among the 4 questions related to turnover
intention in the questionnaire, the Pearson correlation coefficient between job
satisfaction and turnover intention ranges from -0.396 to -0.491. Similar result
is available in research performed in Malaysia which the Pearson correlation

coefficient is -0.465 (Emami, 2012).

As mentioned in previous chapter, a correlation above -0.4 is considered
having a moderate negative relationship, it can be concluded that there is a
moderate negative relationship between job satisfaction and turnover intention,
and the Pearson coefficient is significant at the 0.01 level. Thus, it can be
concluded that H7: Turnover Intention is negatively correlated with Job

Satisfaction.
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4.5.8.

Summary of The Pearson Correlation Coefficient of All

Hypothesis

Figure 4.18: Summary Table of Pearson Correlation Coefficient of All

Hypotheses
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the amount . to take pride
opportunities| [secure]vs | . . of the to make use | my current
of work | do] ina job well . .
for Job Sat working of my best job]vs
vs Job Sat done]vs Job - L
advancement sat conditions]vs | abilities]vs Turnover
] vsJob Sat Job Sat Job Sat Intention
Pearson's
Correlation 0.607 0.462 0.458 0.539 0.476 0.473 -0.491
Coefficient

** Correlation is significant at the 0.01 level (1- tailed)

Source: This research

The above Figure 4.18 shows the summary table of Pearson correlation

coefficient of all hypotheses.

Among all factors, salary has the highest Pearson Correlation Coefficient of a
value of 0.607; while job security has the lowest Pearson’s Correlation
Coefficient of 0.458. It shows salary is highly correlated with job satisfaction

at 99% confidence level.
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4.6. Multiple Linear Regression

4.6.1. Multiple Linear Regressions on the Six Factors and Job

Satisfaction

The multiple linear equation was setup as follows,

Job Satisfaction = By + Pi(salary) + Bo(Job Security) +
B3(Working Condition) + B4(Growth and Advancement) +
Bs(Achievement) + Bg(Meaningfulness of Work) + g;

Table 4.11: Regression Model (Casual Effect)

Model Summary®

Model

R

R Square

Adjusted R

Square

Std. Error of the Estimate

1

.746°

.556

542

.860

a. Predictors: (Constant), Meaningfulness of Work: The chance to make use of my
best abilities.], Working Condition: [The pleasantness of the working conditions.],
Achievement: [The feeling of accomplishment | get from the job.], Job Security: [I
think my job is secure.], Salary:: [My pay and the amount of work | do.], Growth and
Advancement: [The opportunities for advancement on this job.]

b. Dependent Variable: Overall Job Satisfaction: [| enjoy working on my current job.

Source: This research

From the above Table 4.11, the R squared value of this multiple linear

regression is 0.556. As the previous Chapter 3.10 described, as the R value is

0.746, which is above 0.7, this regression is considered having strong positive

effect size.
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Table 4.12: Regression Table

ANOVA®
Model Sum of Squares | df | Mean Square F Sig.
1 | Regression 179.639 6 29.940 40.517 .000°
Residual 143.356| 194 739
Total 322.995| 200

a. Dependent Variable: Overall Job Satisfaction:[l enjoy working on my current job.]

b. Predictors: (Constant), Meaningfulness of Work: [The chance to make use of my
best abilities.], Working Condition: [The pleasantness of the working conditions.],
Achievement: [The feeling of accomplishment | get from the job. ], Job Security: [l
think my job is secure.], Salary: : [My pay and the amount of work | do.], Growth and
Advancement: [The opportunities for advancement on this job. ]

Source: This research

From the above Table 4.12, the ANOVA test result shows the p-value of this

equation is smaller than 0.000, thus, this equation is valid at 95% confidence

level.
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Table 4.13: Coefficient Table

Coefficients®

Standard
Unstandardized -ized Collinearity
Coefficients Coeffic Statistics
Model -ients t Sig.
Std. Toleranc
B Error Beta e VIF
1 | (Constant) -.426 .245 -1.742| .083
Salary: [My pay and the 418 .062 .374| 6.765| .000 .747| 1.338
amount of work | do.]
Growth and A79 .081 125| 2215 .028 .718| 1.392
Advancement: [The
opportunities for
advancement on this job.]
Job Security: [l think my .205 .054 .204| 3.807| .000 794 | 1.259
job is secure.]
Achievement: [The 113 .057 109| 1.977| .049 757 1.321
feeling of
accomplishment | get
from the job.]
Working Condition: [The A71 .056 .165| 3.051| .003 .780| 1.283
pleasantness of the
working conditions.]
Meaningfulness of Work: 123 .059 119 2.093| .038 710 1.409
[The chance to make use
of my best abilities.]

a. Dependent Variable: Overall Job Satisfaction: [I enjoy working on my current job.]

Source: This research

From the above coefficient Table 4.13, the coefficient for all factors are
positive, (B1, B2, B3, p4, BS, P6 are >0), indicated that all factors has a positive

relationship with job satisfaction.

The VIF is below 10, which is below the maximum level of VIF that is
acceptable (Hair et al. 1995), it is concluded that this equation has no

collinearity problem.

In order to test if the coefficient is significant, p-value of each factor are tested.
The p-value of all six factors are smaller than 0.05, indicated that the null

hypothesis, Ho: Bi=0 is rejected at the 95% confidence level. Thus, the
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alternative hypothesis H;: B; # 0 is accepted. It can be concluded that all

factors have a positive relationship with job satisfaction workers.

However, the p-value of the constant term is larger than 0.05, thus the null
Hypothesis for the constant term Ho: B;=0 is not rejected and the constant is

not retained in the equation.

Based on the above analysis, the equation of the regression model is as follows,

Job Satisfaction = 0.418(salary) + 0.205(Job Security) +
0.171(Working Condition) + 0.179(Growth and Advancement)
+ 0.113(Achievement) + 0.123(Meaningfulness of Work)

Figure 4.19: Regression Standardized Residual Histogram

Histogram
Dependent Variable: Overall Job Satisfaction: % T fEiE R [l enjoy working on my current job. $55 < E Fi
9T AE]
Mean = -5.99E-16

25 | | | Std. Dev. = 0.985
N=20

Frequency

Regression Standardized Residual

Source: This research

From the above Figure 4.19, the histogram of the standardized residual is

normally distributed with most of the residual lies within 2 standard deviations.
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Figure 4.20: Regression Standardized Residual Scatterplot

Scatterplot
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Source: This research

From the above Figure 4.20, the scatter plot of residual value shows a random

pattern, suggesting linear model is considered as a good fit for this set of data.

One of the important assumption made in Chapter 3 is the errors are normally

distributed as it shows the normality of the regression model

The normally distributed residual with few outliers also suggested that this

dataset collected has low chance of being deviated by outliers.

4.6.2. Linear regressions on Job Satisfaction for Turnover Intention

The linear equation was setup as follows,

Turnover Intention = ¢( + @;(Job Satisfaction) + ¢,
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Table 4.14: Regression Model (Casual Effect)

Model Summary®

Model R

R Square | Adjusted R Square

Std. Error of the
Estimate

2 556"

.309

.302

1.030

your current job?

b. Predictors: (Constant), Overall Job Satisfaction: [I enjoy working on my
current job. Overall Job Satisfaction: [In general, how satisfied are you with

have?

c. Dependent Variable: Turnover Intention: [How likely is it that you could find
a job with another industry with about the same pay and benefits you now

Source: This research

From the above Table 4.14, the R squared value of this multiple linear

regression is 0.309. As the previous Chapter 3.10 described, as the R =0.556 is

between 0.5 and 0.7, this regression is considered having moderate positive

effect size.

Table 4.15: Regression Table

ANOVA®
Model Sum of Squares df Mean Square F Sig.
2 | Regression 93.957 2 46.978 44.310| .000°
Residual 209.924| 198 1.060
Total 303.881| 200

a. Dependent Variable: Turnover Intention: [How likely is it that you could find a job
with another industry with about the same pay and benefits you now have?

job?

c. Predictors: (Constant), Overall Job Satisfaction: [I enjoy working on my current
job. Overall Job Satisfaction: [In general, how satisfied are you with your current

Source: This research
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From the above Table 4.15, the p-value of this equation is smaller than 0.000,

thus, this equation is valid at 95% confidence level.

Table 4.16: Coefficient Table

Coefficients®

Standar
dized
Unstandardized | Coeffici Collinearity
Model Coefficients ents Statistics
Std. Toler
B Error Beta t Sig. |ance | VIF
2| (Constant) 4.886 222 22.009| .000
Job Satisfaction: [l -.349 .064 -360| -5439| .000| .797|1.255
enjoy working on my
current job.]
Job Satisfaction: [In -.303 .069 -292| -4408| .000| .797|1.255
general, how satisfied
are you with your
current job?]

a. Dependent Variable: Turnover Intention: [How likely is it that you could find a job
with another industry with about the same pay and benefits you now have?]

Source: This research

The coefficient for job satisfaction (¢;) is negative, indicated that there is a

negative relationship between job satisfaction and turnover intention.

The VIF is below 10, which is below the maximum level of VIF that is

acceptable (Hair et al. 1995), it is concluded that this equation has no

collinearity problem

To verify the statistical significance of the coefficient, the p-value is examined.

As the p-value is smaller than .05, it can be concluded that the null hypothesis

(Ho): ¢j= 0 is rejected at 0.05 level, and the alternative hypothesis (H): @;# 0

is accepted.
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Therefore, it can be concluded that there is a negative relationship between job
satisfaction and turnover intention as the standardized coefficient are -0.360

and -0.292and the value is significant at 95% confidence level.

The equation regression model for the relationship between job satisfaction

and turnover intention is as follows,

Turnover Intention = 4.886 - 0.349(Job Satisfaction cnjoy) -
0.303(Job Satisfaction current job)

Figure 4.21: Regression Standardized Residual Histogram

Histogram
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Source: This research

From the above Figure 4.21, the histogram of the standardized residual is
normally distributed with most of the residual lies within 2 standard deviations.
However, there are more outliers in the linear regression on job satisfaction

and turnover intention.
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Figure 4.22: Regression Standardized Residual Scatterplot

Scatterplot
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From the above Figure 4.22, the scatter plot of residual value shows a random

pattern, suggesting linear model is considered as a good fit for this set of data.

The normally distributed residual with few outliers also suggested that this

dataset collected has low chance of being deviated by outliers.
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4.7.

Summary

Table 4.17: Hypotheses Results

Pearson’s .
Hyppth Causal Path Correlation Standarcilzed Test Result
esis L Beta
Coefficient
H1- qu Satisfaction is positively correlated 0.607 0.374 Supported
with Salary
. |Job Satisfaction is positively correlated
H2: with Growth and Advancement 0.462 0.125 Supported
. |Job Satisfaction is positively correlated
H3: with Job Security 0.458 0.204 Supported
Ha: qu Sat|§fact|on is positively correlated 0,539 0.109 Supported
with Achievement
. |Job Satisfaction is positively correlated
H5: with Working Condition 0.476 0.165 Supported
. |Job Satisfaction is positively correlated
He: with Meaningfulness of Work 0.473 0.119 Supported
H7: Turnover Intention is negatively -0.491 -0.360 Supported
" |correlated with Job Satisfaction ' ’ PP

* Rgression is significant at the 0.05 level
# Correlation is significant at the 0.01 level (1-tailed)

Source: This research
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Figure 4.23: Research Model with Pearson Correlation (1-tailed)

H1:0.607%
Salary
Growth and H2: 0.462*
Advancement

H3: 0.458* R2=0.556*

Job Security

Job Satisfaction

H7:-0.491%

RZ=0.309*

Achievement Ha: 0.539*

Working
Condition

Meaningfulness
of work H6: 0.473*%

# Correlation is significant at 0.01 level (1- tailed)
* Regression is significant at 0.05 level

Turnover
Intention

Source: This research

Based on the technical analysis in the above chapters in each factor, it was
found that all hypotheses are supported in reliability test, correlation test and
multiple linear regression test. Based on the findings in this chapter, further

conclusion and recommendation will be made in the following chapters on

each factor.
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Chapter 5. CONCLUSION AND RECOMMENDATIONS

5.1.

5.2.

Introduction

The purpose of this paper is to investigate the relationship between Herzberg’s
two factor theory and job satisfaction, and further extend the study to
investigating the relationship between job satisfaction and turnover intention
of construction workers. This paper has collected data from 201 construction
workers in Hong Kong through focus group and questionnaire. The data was
analyzed with statistical method and then compared with previous research

stated in the literature review.

In this chapter, the results from the previous chapters are summarized in order
to provide further insights to do study topic. The paper also provides further

recommendations for improving job satisfaction for construction workers.

Conclusion

In the last chapter, the correlation of each factor against job satisfaction and
job satisfaction against turnover intention is presented. Furthermore, multiple
regression analysis was performed in order to investigate relationship; the
coefficient of each independent variable indicates the relationship of it against

the dependent variable.

In the correlation analysis, the correlation of all six factors are positive
correlated with job satisfaction, and job satisfaction is negatively correlated

with turnover intention.
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In the multiple linear regression, since B; to B¢ are all positive, below results

are concluded on the relationship of the factors and job satisfaction. On the

linear regression between job satisfaction and turnover intention, since P37 is

negative, thus, below result is obtained.

Table 5.1: Relationship Results of Seven Hypotheses

Hypothesis Results
H1: There is a positive relationship between salary and job satisfaction
Ho- There is a positive relationship between growth and advancement and
' job satisfaction
H3: There is a positive relationship between job security and job satisfaction
Ha: There is a positive relationship between achievement and job
' satisfaction.
H5: There is a positive relationship between working condition and job
' satisfaction
H6: There is a positive relationship between meaningfulness of work and job
' satisfaction
H7: There is a negative relationship between job satisfaction and turnover

intention

Source: This research

5.2.1. Relationship Between Salary and Job Satisfaction

In the multiple linear regressions, this factor also has a positive standardized

coefficient of 0.374 against job satisfaction (Table 4.17), which is the highest

coefficient among all factors. It shows that salary plays a significant role when

the participants consider his job satisfaction.
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Figure 5.1: Average Daily Wages of General Workers and Labourers Engaged
In Public Sector Construction Projects As Reported By Main

Contractors
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From the above Figure 5.2, the salary of general workers (i.e. RGW) has
raised for 14% from January 2015 to January 2020. Although the salary of
construction workers are maintained at HKD 970- 990 per day in the second
half of 2020, the salary did not improve due to the reason that there was
HKD?71.2 million of public work projects proposed in 2018/19 financial years
were pending for approval (Construction Industry Council, 2019). According
to the Chairman of the Construction Industry Council, this number represents
28.5% to 35.6% of the overall construction expenditure of Hong Kong per
year in order to maintain and stable and healthy construction industry. Thus, it
can be commented that the wage in the second half of 2020 was suppressed by

a drop in demand.
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5.2.2. Relationship between growth and advancement and job

satisfaction

In the multiple linear regressions, this factor also has a positive standardized
coefficient of 0.125 against job satisfaction (Table 4.17). In the focus group,
one of the RSS registered participants has explained the reason behind the
importance of growth and advancement to construction workers. He explained
that under the current “Designated Workers for Designated Skills”, the
advancement ladder is mainly through advancing from gaining specialized
skills and advance through the registration ladder, from an RGW with no
specialized skills, to become an RSS worker and finally become an RSW

worker, who hold the highest grade of registration in the industry.

The current registration structure of the construction industry in Hong Kong, is
claimed to be relatively easy to pass in the test for RSS worker, that there is a
high passing rate inthe intermediate trade test (The exam for becoming an RSS
worker) This made it easier for construction workers to advance in their career
through certifying themselves with special skills. However, the passing rate
for the trade test (The exam for becoming an RSW worker) is lower compared

to the intermediate trade test.

According to the current structure (Construction Workers Registration
Ordinance, 2005), to become an RSS worker, the application requirements are
1. Applicants must be Hong Kong Residents and 2. Applicants must reach 18
years of age The entry requirement is very low. (Additional requirement is
needed for machineries and cranes operation) To become an RSW worker, the

application requirement is 1. Applicant with a minimum of 4 years relevant
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working experience or 2. Applicant is an RSS workers with 1 year of relevant

working experiences after passing the Intermediate Trade Test.

Table 5.2: Progress Report on Intermediate Trade Testing (Up to 29 February, 2020)

Intermediate 'I'I?\;ie? Test for RSS Trade Test for RSW level
Intermediate Electrical Electrical
Trade Test and Total Construction and Total
for RSS Mechanical Craftsmen Mechanical
level Workers Workers
Tested 147,133 41,419 | 188,552 114,820 7,324 | 122,144
Candidates
No. of
i 115,323 31,405 | 146,728 67,128 4,003 71,131
Qualified
Percentage 78.40% 75.80% | 77.80% 58.50% 54.70% | 58.20%

Source: Construction Industry Council (2020)

According to above Table 5.2, as at 29 February, 2020, there are 188,552
persons participated in the Intermediate Trade Test, 146,728 persons have
passed the test. The passing rate is 77.8%. For trade test for RSW workers,
there are 122,144 participants and 71,131 persons have passed the test. The

passing rate is 58.2%.

Thus, construction workers are expecting to have better growth and
advancement chance through gaining more skills to pass the exam, so as to

advance in the registration category and have higher salary.

5.2.3. Relationship Between Job Security and Job Satisfaction

In the multiple linear regressions, this factor has a positive standardized
coefficient of 0.204 against job satisfaction (Table 4.17), and it is the second

highest coefficient in the regression model.
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It is commented by one of the participant of the focus group that the current
construction industry in Hong Kong are facing labour shortage. Thus,
construction workers are sure that as long as they work with average

performance, their jobs are still secure.

According to the 2019 Skilled Workers Shortage Survey conducted by The
Hong Kong Construction Association (2019), they interviewed 25,475
workers who are on duty on that day, and a shortage of 1,865 workers, which
is a shortage of 7.3%. The interviewed workers accounted for 25,2% of the
total worker on duty on that particular day, according to the data of on duty
workers of that particular day issued by the Constriction Industry Council,
which is 101,186 workers. Thus, it is estimated that there is a shortage of

7,408 persons on 21 November, 2019.

Thus, the labour shortage in the construction industry has provided a high

level of sense of job security to construction workers.

5.2.4. Relationship Between Achievement and Job Satisfaction

In the multiple linear regression, this factor has a positive standardized
coefficient of 0.109 against job satisfaction (Table 4.17). It is discussed in
Chapter 2 that the sense of achievement is a one of the most important

motivator to workers that encourage workers to work harder.

One of the marketing efforts of the Construction Industry Council on getting
more youngsters to join the workforce of the industry is to promote the value
of construction work provided to the society and how one can achieve his life

planning. The Construction Industry Council partnered with the Radio
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Television Hong Kong and the Development Bureau to produce three seasons
of drama called, “A Dream Comes True” Radio Television Hong Kong (2015),
which the stories are about six youngsters’ life as a construction worker. It
shows that the industry and the government understand what are lacking

among youngsters on their view of the construction industry.

5.2.5. Relationship between working condition and job satisfaction

In the multiple linear regression, this factor has a positive standardized
coefficient of 0.165 against job satisfaction (Table 4.17). This coefficient of
this factor has the third highest value among all factors. As mentioned in
Chapter 2, physical health has a positive relationship with job satisfaction. As
construction industry is has the highest injury ratio among all industries in
Hong Kong, it would mean that the industry has to put more effort in lowering

the number of accidents.

As mentioned in Chapter 2, more than half of the accidents in the construction
industry in 2019 are avoidable, by providing better equipment or cleaning up

the work location.
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Table 5.3: Construction Industry Council Funded Projects

No. of Awarded
Subject Area Funded Percent | Amountin | Percent
Projects HKD'000
Environment and Sustainability 13 32.50% 15,528 29.90%
Construction Safety and Health 8 20.00% 9,290 17.90%
Construction Technologies 8 20.00% 8,982 17.30%
Productivity 4 10.00% 7,942 15.30%
BIM 2 5.00% 3,845 7.40%
Construction Materials 2 5.00% 3,358 6.50%
Construction Procurement 2 5.00% 2,096 4.00%
Construction Procurement 1 2.50% 971 1.90%
Grand Total 40 | 100.00% 52,012 | 100.00%

Source: Construction Industry Council (2020)

As the above Table 5.3 shown, among the 40 projects funded by the
Construction Industry Council since 20121, 8 of them are related to
construction safety and health, accounts for 20% of the total funded projects.
The awarded amount is HKD 9.29 million, accounts for 17.9% of the total

awarded amount.

5.2.6. Relationship Between Meaningfulness of Work and Job

Satisfaction

Meaningfulness of work refers to utilizing one’s ability in order to allow the
employee to perform their abilities. It is considered as an important factor in

job satisfaction as it allows an employee to realize one’s potential.

As the construction industry is a lack of new labour force, in the promotion
effort of the industry to the younger generation to join the construction

industry, one of the main focuses is the meaningfulness of work in the
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5.3.

construction industry, which the career is promoted as a chance for youngster

to develop their skills, and to be utilized in their job as a specialist.

In the multiple linear regression, this factor has a positive standardized
coefficient of 0.119 against job satisfaction (Table 4.17). One explanation for
the lower value of this factor is due to the highly specialized nature of the
construction industry, where each person from each trade only performs his
specialized skills. Thus, construction workers are expected to perform their

skills and thus, they do not see this as creating high satisfaction with their job.

5.2.7. Relationship Between Job Satisfaction and Turnover Intention

In the linear regression model, the standardized coefficient for job satisfaction

is -0.360 when regress with turnover intention (Table 4.17).

However, the low R-squared value of 0.309 indicated that simply using job
satisfaction as the only independent variable to explain the dependent variable
provide a low strength of relationship. It can be concluded that there are more
factors when the participants of the questionnaire to decide if they are going to

look for another job opportunities.

Recommendations

5.3.1. Salary

From the regression model, it clearly stated that salary is the most important
factor in job satisfaction among all six factors. The coefficient of salary is

twice higher than the second highest factor and 3.7 times higher than the
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lowest factor. Thus, improving the salary of employees provides the highest

increase in job satisfaction of an employee.

5.3.2. Working Condition

Regarding the working condition of the construction workers, it is said in the
above section that the funding to research on worker’s safety is only 17.9% of
the total awarded amount, while the remaining are awarded to improving
building efficiencies and techniques. It is recommended to increase the
research fund allocation to improve working condition of the construction
workers. By improving the working condition, it will lower the unwillingness
of youngsters to join the industry. The Occupation Safety and Health Council
(2013) has launched a study on improving working condition by researching a
cooling vest for protecting workers from heat stroke while working in hot
environment. Projects on improving the working condition not only improve

the working condition, but also improve the safety of the construction workers.

5.3.3. Job Security

As suggested in the previous section, the focus group has suggested that the
high job security among construction worker is due to the current labour
shortage in the industry, it shows the construction industry is affected extrinsic
factors such as market situation that would contribute to a worker’s sense of
job security. Thus, if a company would like to retain its current workers, they
would have to improve constantly to provide higher job satisfaction to their

workers.
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5.3.4. Achievement

Due to the job nature of construction workers, the hardship of construction
worker is considered as blue collar work, and is generally perceived as having
lower social status among jobs (Tiwary, 2012). Thus, it reduces the
attractiveness of having a career in construction industry. As mentioned in
previous section, the industry has made promotion to the general public on the
importance of the construction industry to Hong Kong. And thus, it is
suggested that through education to general public, it can helped to establish a
higher social status for construction workers. With the improved perception
from the general public, it allows construction workers to perceived oneself

with higher sense of achievement when working as a construction worker.

5.3.5. Growth and Advancement

To provide better advancement opportunities to construction workers, one of
the most important ways is to support their advancement in their skills. By
providing more opportunities to construction workers to improve their skills,
they can advanced in the registration ladder quicker, in order to be certified as
a skillful worker. The current passing rate of the intermediate trade test and the
trade test is 77.8% and 58.2% respectively (Construction Industry Council,
2020), by supporting the workers to increase the passing rate; more workers

could be certified as skillful workers.

5.3.6. Meaningfulness of Work

As suggested in the previous section, construction workers are able to perform

their skills in their work due to the highly specialized skills they possessed,
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5.4.

and it requires the respective license to perform a specialized work. To
enhance their perspective that their skills are utilized, it is suggested that the
“Designated Workers for Designated Skills” provision is necessary in order to

allow workers to recognize themselves as a special skilled labour.

5.3.7. Turnover Intention

In the regression model for turnover intention, the high coefficient indicates
that job satisfaction plays an important role when the participants of this
questionnaire consider their future career. This would mean that Human
Resources Department should consider improving employees’ job satisfaction

in order to retain the employee.

In previous literature review, Yang & Wittenberg (2016) has commented that
turnover intention is highly negatively correlated with one’s salary level. In
this paper, same could be proofed as salary is the highest coefficient factor in
the regression with job satisfaction and job satisfaction is negatively correlated
with turnover intention, thus, it can be concluded that salary is negatively

correlated with turnover intention in this paper.

Limitations

The construction industry in Hong Kong consists of various form of labour
relationship (Labour Department, 2019). The Labour Department has stated
that there are several form of working engagement, including “employee”,
“self-employed person” or “contractor”. Among employees, there are also

several form of relationship, including full-time workers, casual workers,
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helpers or substitute workers. Thus, this research may consist of organizational

factors that some forms of labour relationship are not covered in this research.

As mentioned in Chapter 2, Herzberg’s two factor theory has suggested a list
of factors that may affect job satisfaction of an employee (Lindsay et al. 1967),
however, only six of the factors are chosen to study in this paper. The chosen
six factors are considered to be having more significance effect on job
satisfaction during literature review, and thus, they are chosen. As a result, if
all factors in the Herzberg’s two factor theory are all having effect on job
satisfaction, then, the multiple linear regressions in this paper shall have a
lower model of fit compared to regression with all factors in the theory.
However, as this paper would like to focus on the discussion on the
importance of the six selected factors. The coefficients of the independent
variables are investigated with validation on their statistical significance. The
effect of job satisfaction from the other factors not studied in this paper will be

captured in the residual term in the regression.

As mentioned in Chapter 2, previous literatures have found out a list of factors
that may lead to turnover intention of an employee (Mael & Ashforth, 1995).
In this paper, as the focus is to what extent that job satisfaction may lead to
turnover intention, thus, the linear regression on job satisfaction and turnover
intention may have a lower R-squared value, signaling that only using job
satisfaction as the only independent variable against turnover intention has a
lower model of fit. Nonetheless, the regression result will still be tested on the
statistical significance on the coefficient of job satisfaction in the regression in

order to search for the relationship between them.
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5.5. Future Research

Regarding job satisfaction, future research can consider adding more factors in
finding the relationship against job satisfaction. This paper has included 6
factors which are considered to be highly correlated to job satisfaction in other
literature. However, the original Herzberg’s two factor theory includes more
factors in his original research in 1964. Over the years, different studies have
discovered different factors that would have impact on job satisfaction

(Lindsay et al. 1967).

The workforce in 1964 are very different from the current workforce,
numerous research has been done on the difference between people in baby
boomer period and the Generation Y who are the new workforce of this
decade. Thus, future researches may consider including variables that are

closely related to the current workforce.

Regarding turnover intention, as discussed in previous Chapter 5.2.7 on
turnover intention, the low R-squared value indicated there are more factors
could be included in explaining the factors deciding turnover intention, As
discussed in Chapter 2, other literatures shows that other than job satisfaction,
there are other factors which plays a role in turnover intention (Wan et al.
1995), including job characteristics, working engagement, relationship with

colleagues, also proved to be significance.

Turnover imposed high implicit cost to a company (Guilding et al. 2014). It
involves loss of work motivation after notice period of the worker, lower work
ability of new comer during adapting period, training cost of new comer,

reform of work group, new relationship among workers etc. Thus, it would be
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beneficial for further effort for Human Resource Industry to put further effort

in researching the cause of turnover intention of employees.
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APPENDIX

Appendix 1- Timetable

Task

2019

2020

>

Complete research proposal

Dissertation

Nov

Jan

Feb

Mar

Apr

1. Introduction

2. Literature Review

3. Methodology

4. Data analysis

S. Discussion, conclusions and recommendations

Focus Group

1. Design questions to be discussed

2. Decide sampling method

3. Recruit participants

4. Focus group meeting

Questionnaire

1. Questionnaire design

2. Conduct Pilot Test

3. Modify the questionnaire based on the pilot test result

4. Formal questionnaire

5. Data analysis using SPSS Statistics

Finalize the Disseration

XV



Appendix 2- Focus Group Outline

Participant basic background

There were 7 participants in the focus group. The age range is between 26 to
58 years old, with an average of 43.4 years old. There were 5 males and 2
females. Among the participants, there are 3 RGW holders, 3 RSS holders and
1 RSW holder.

Gender | Age Group | Registration Category
Participant 1 M 18-30 RGW
Participant 2 F 31-40 RGW
Participant 3 M 31-40 RSS
Participant 4 M 18-30 RSS
Participant 5 F 31-40 RSS
Participant 6 M 51-60 RGW
Participant 7 M 41-50 RSW

Focus Group Discussion Outline

The focus group was organized with two parts. The first part was a discussion
on open-end questions that are related to job satisfaction and retention. An
open- end question, “what leads to job satisfaction in construction industry?”’
was firstly asked, where participants discussed their major criteria to job
satisfaction. It was followed by an open-end question on their view on the
importance of each factor towards job satisfaction. The discussion was then
followed by open-end questions, “What would you do when you are
unsatisfied with your current job?” and “How likely would you quit your
current job and look for a new one?” The two questions helped to understand
the consequences of failing to meet the job satisfaction of a worker and their
chance of quitting.

The second part of the focus group was a trial on the questionnaire draft,
where the participants filled in the questionnaire draft and discussed their
understanding towards each questions. This helped to improve the
questionnaire that later distributed to the construction workers as the focus
group provided feedback on the understanding of the questionnaire and the
questionnaire is then modified according to their feedback in order to reduce
misunderstanding on the questions between the researcher and the participants
of the survey.
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Date: dd/mm/yyyy

Time XX:XX to XX:XX

Location: Researcher’s home

Part 1: Introduction (10minutes)

1. Greetings: Welcome and thank you for coming to this group discussion.
I am Harriet Li, a student from University of Wales and today’s

moderator.

2. Topic: Today’s discussion is to understand on factors affecting job
satisfaction, and the relationship between job satisfaction and turnover

intention of construction workers.

3. Atmosphere: This is not a formal meeting and it is a discussion for
research purpose only. Please relax and feel free to speak up.

Refreshments are available and please enjoy.

4. The followings are to apply in this discussion:

a. Please feel free to express your view, each opinion is valuable
to the research and we are very welcome for opposite view and

new aspirations.

b. Please take turn to speak to avoid interruption.

c. The information would be kept strictly confidential for this

research use only.

d. Personal data and name will not appear in any report.
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Part 2: Scope of Discussion (10 minutes per topic)

1. What leads to job satisfaction in construction industry?

2. How important are the six factors towards job satisfaction?

a. Salary

b. Growth and Advancement
c. Turnover Intention

d. Job Security

e. Achievement

f.  Working Condition

g. Meaningfulness of work

3. What would you do when you are unsatisfied with your current job?

4. How likely would you quit your current job and look for a new one?

Why?

5. Comments on the questionnaire

a. Are the questions clear to you? Do they cause any confusion to

you?

b. Do the wordings used cause any confusion to you?

Part 3: Ending (5 minutes)

1. Do you have any topics you would like to share or discuss?

2. Thank you: Thank you for participating today and thank you for the
valuable information provided. They are good insights which would

definitely help my research.
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Appendix 3- Pilot Test Questionnaire

A A s SR I A TR A S P R PR R B R . s R B 6

5 - Strongly Agree/ Strongly Satisfied JF% 7] &/3F ¥ T =

4 - Slightly Agree/ Slightly Satisfied [&] &/ &

3 - Neutral % & R

2 - Slightly Disagree/ Slightly Unsatisfied /[ &/ &

1 - Strongly Disagree / Strongly Unsatisfied 3% A~ [&) & /3F 5 AN i =

©
0 O 41 ]
£ 2= 82
® @K S .0
IR N e =
” OSE  p <o
. E: D 5 d > <
No. Questions H >2F Eglﬁ
Sex 55
so% &S
~

The amount of pay for the work | do.

1 1 2 3 4 5
3 0 $r B
The chance to make as much money as my

2 [friends 1 2 3 4 5

RIRZARBEREZSEMNHES
How my pay compares with that for similar jobs
3 |in other companies. 1 2 3 4 5

BHMHFERAHMARBUIENFELR

My pay and the amount of work | do.
4 1 2 3 4 &

BMFKETEENLER

Growth and Advancement gf; & B # &

The opportunities for advancement on this job.
5 1 2 3 4 5

EMTHNBREF)HE

The chance of getting ahead on this job.

6 1 2 3 4 &
EILERMKSE
The way promotions are given out on this job.

7 . 1 2 3 4 5
ITHELREABRBAX
The chance of advancement on this job.

8 1 2 3 4 5

HEEIFERNKE
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Questions 388 B

Turnover Intention B i = [

How likely is it that you could find a job with another
industry with about the same pay and benefits you
now have?

B EMTEM TSRS ERRAEMERMEH K
BRI ATREEESZK?

FETEETHE

Strangly Disagree
{Strongly Unsatisfied

Strongly Agreef
Strongly Satisfied
FERERE

10

| will probably look for a new job in the next year.

HOAFREHRIIIF

11

| often think about quitting
FAEE BB

12

| wish to try out new working environment in the near
future.

EAEZAETAMBRESAFTNITFRE

Job Security 71 % £ =

I think my job is secure.

T {F L fe & % B b5 41 AR (B A0 ER B

Achievement gf 5t

Being able to see the results of the work | do.

13 | . - L 1 3 4 5
ERBHMWIERMERL

14 The way my job provides a secure future. ’ 3 4 5
£ TE LR B RIEEA TR

15 The way my job provides for steady environment. ’ 3 4 5
THmIRRMBERESR
The way layoffs and transfers are awided in my job.

16 1 3 4 5

& TE L1535 AL B

17 1. - 1 3 4 5
RE 47 WL TAE M BUR

18 Being able to take pride in a job well done. ’ 3 4 5
REJ9 B LU R BUR R H 5¢
Being able to do something worthwhile.

19 |, - 1 3 4 5
REM BB ENEE
The feeling of accomplishment | get from the job.

20 1 3 4 5




¥ E find -
Sk ism
s3I 5
No. Questions 8 B OB e =a K
£ ol & £t
2 o = 24
0 = # D in
Working Condition I {f IR i&
The working conditions of the job (e.g. air quality,
construction site safety, PPE etc.)
21 : 1 3 4 5
IHIRE (EREHR, Iihke BEAREERK
%..)
The physical surroundings of my job.
22 > y - e 7 1 3 4 5
T3 B3R 3R 3R
The physical condition of the job.
23 1 3 4 5
TEIRIE
The pleasantness of the working conditions.
24 - L 1 3 4 5
ITHERENER
Meaningfulness of Work T /£ & &
25 The chance to do the kind of work that | do best. 1 3 4 5
HAIEEATUERERTENES
The chance to do work that is well suited to my
-~ 1 3 4 5
26 |abilities.
ERRENEFEENTIERE
o7 The chance to make use of my best abilities. 1 3 4 5
ARERIMNKE
The chance to do something that makes use of my
- 1 3 4 5
28 |abilities.
AE 418 I R RE D MCEFHG b &
Overall Job Satisfaction # & T{E M= &
| enjoy working on my current job.
29 i Z L g y : 1 3 4 5
REZBAIM I
How would you rate your overall satisfaction of your
30 [job currently? 1 3 4 5
A ESREME I FHREREE?
In general, how satisfied are you with your current
31 |job? 1 3 4 5
TRELHIERES?
I am ha ith my current job.
g | 2 nappy WER MY ctent] 1 3 | 4| s
BEHBMNIERIGE

Completed 5¢ i




Appendix 4- Formal Questionnaire

Job Satisfaction Questionnaire

Hello, | am a student studying in master of Business Administration at the
University of Wales Trinity Saint David. | am now conducting a survey on job
satisfaction of construction workers. This survey consists of 2 parts and takes
approximately 10-15 minutes to complete. Please fill in the empty blanks or
circle the response that is most representative to your experience. All
information collected in this survey will be kept confidential and only for
academic use. Thank you for participating in this survey and provide with
valuable information.

fRtF, FAE—%7E University of Wales Trinity Saint David FI#F 5842 . & H R 1E
EREE T AW TR E AT L. SBIEHEE AWM, KOFE 10 3
15 38E5E . mtE B AR IENERMNER. ARBERENERE
SoBp iR, (EALER R . BE RS E R ENER.

Part 1: Personal Information (Please fill in the blanks or tick your answers)

FAES: MAGE GHERTHBELE S

Gender oM &
51 oF &
o 18-30
goomn |23
R 0 51-60

o Above 60 60 UL I

o Primary Level or below /NEFEE 8 DL R

Education Level o Secondary Level H1 &4 f5

REBAREL o Tertiary Level kB
o0

Average working o1

days per week inthe | o 2

past 6 months o3

%6 HHEFEKY | ob

BITAEH 06
o7

Registration o RGW : Registered General Worker 1138 T. A

Category o RSS: Registered Semi-skilled Worker 5T ffff 2 #44# 4% T
ERR R o RSW : Registered Skilled Worker 5% fiff ## T.

o <$10,000 /1/2$10,000

Monthly Personal
Income (HKD)
(EPN=IELI NN

o $10,001 - $20,000
o $20,001 - $30,000
o $30,001 - $40,000
o >$40,001 “KJA$40,001
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Part 2: Please indicate your level of agreement with each question regarding your job
satisfaction. Please circle your answer.

5288y FEAR A E A B AR R IR R F AR R SR A R
5 - Strongly Agree/ Strongly Satisfied JF % [7) &/4F ¥ W &
4 - Slightly Agree/ Slightly Satisfied [F] & /iH &
3 - Neutral % & R
2 - Slightly Disagree/ Slightly Unsatisfied 4 [7] &/ =
1 - Strongly Disagree / Strongly Unsatisfied JE# /A [ &/ H A

€ =

@i T T2
& 2 I8 o o i

M m I_..:
EEp 235
: B - | SO S| FA— =
Mo Questions 18 H i ==
kv s i
GC?{I}E = b Ll
D =T

0 = w

n

e

The amount of pay for the work | do.

1 1 2 3 4 5
3 8 Fr B
The chance to make as much money as my

2 |friends 1 2 3 4 5

RRIREARBREKSENES
How my pay compares with that for similar jobs
3 |in other companies. 1 2 3 4 5

BMHFEEARMAREUTFHHFELR

My pay and the amount of work | do.
4 1 2 3 4 5

BWHFKEIEENLE

Growth and Advancement g & Ed H &

The opportunities for advancement on this job.

S |_ - 1 2 3 4 5
ENIEHNEREH)EE
The chance of getting ahead on this job.

6 1 2 3 4 5
EILERMEE
The way promotions are given out on this job.

7 : 1 2 3 4 5
THELIREAZARX
The chance of advancement on this job.

8 1 2 3 4 5

AEEIEERMBE
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Questions 38 B

Turnover Intention 2 i = 1]

How likely is it that you could find a job with another
industry with about the same pay and benefits you
now have?

R EMTEN TN ESERRAHERMEFH K
EFRMATREERESZK?

Strongly Disagree
fStrongly Unsatisfied
FETEEFRE

Strongly Agreef
Strongly Satisfied
FEEEMRE

10

| will probably look for a new job in the next year.

HAFRREHRHT I

11

| often think about quitting
RAEE R

12

| wish to try out new working environment in the near
future.

HAEEFANBREATHITFIRER

Job Security 3 ¥ {£ [&

| think my job is secure.

T {F L fe &t 5 i 55 45 A2 (B A0 5 B

Achievement Ff 5t

Being able to see the results of the work | do.

13 | . - - 1 3 4 5
ERABEWITERMEL
The way my job provides a secure future.

14 e 1 3 4 5
# T EREARERANS

15 The way my job provides for steady environment. 1 3 4 5
THREMBEMREARX
The way layoffs and transfers are awided in my job.

16 1 3 4 5

T E LSRRt

17 1, - 1 3 4 5
e 407G L AR BUR

18 Being able to take pride in a job well done. 1 3 4 5
BE Y B O i RIF R H 5
Being able to do something worthwhile.

19 |, - 1 3 4 5
REM BB RNER
The feeling of accomplishment | get from the job.

20 1 3 4 5

XX1v




E .H]}.j
] i D
S siw
R Dt
Mo. Questions §8 B gilﬁj ------- _;gg
£ o S St
2 58 G S
w2 e wn
Working Condition T {12 1&
The working conditions of the job (e.g. air quality,
construction site safety, PPE etc.)
21 - : 1 3 4 5
THIRE (ZREHR, IihRe, BARSHRE,
=)
The physical surroundings of my job.
22 P y - E x 1 3 4 5
T it IR 1R
The physical condition of the job.
23 1 3 4 5
THERE
The pleasantness of the working conditions.
24 - L 1 3 4 5
ITHEREHESR
Meaningfulness of Work T £ &= &
25 The chance to do the kind of work that | do best. 1 3 4 5
AIEEAUARERBEHEKS
The chance to do work that is well suited to my
26 [abilities. 1 3 4 5
ERENEMBENTERS
27 The chance to make use of my best abilities. 1 4 5
ERERINEE
The chance to do something that makes use of my
28 [abilities. 1 3 4 5
BEZ AL T B I FR B &
Overall Job Satisfaction 2 88 T £ s = &
| enjoy working on my current job.
og |\ MO WOTKINg on my current] 1 3 | 4|5
HEZBRIBNIE
How would you rate your overall satisfaction of your
30 |[job currently? 1 3 4 5
A ECEME TENREREE?
In general, how satisfied are you with your current
31 |[job? 1 4 5
TRELHIERER?
| am ha with my current job.
32 [ T "EPRY y crent] 1 3 | 4|5
BHBHMIERIRE

Completed 5¢ i,

Thank you for your participation! /&5 {5 [ 22 B2 |




Appendix 5 — Five Groups of the Designated Workers

The “Designated Workers for Designated Skills” provision under the CWRO
then requires workers to register oneself under the trade division one is skillful
at. Only workers registered under the designated trade division are allowed to
carry out the designated construction work at construction sites. Workers are
divided into five groups based on the skill level and job experience of the
workers. The groups are: Registered General Worker (RGW), Registered
Semi-skilled Worker (RSS), Registered Semi-skilled Worker (Provisional)
(RSS(P)), Registered Skilled Worker (RSW) and Registered Skilled Worker
(Provisional) (RSW(P)). An RSW worker is a person with trade test certificate
issued by approved organizations, while a RSW(P) is a person without the
trade test certificate but with 6 years of experience in the particular trade. An
RSS worker is a person with an intermediate trade certificate issued by
approved organizations, while an RSS(P) is a person without the said
intermediate trade certificate but with minimum two years of experience in the
particular trade. Finally, a RGW is a worker who has passed the Mandatory

Basic Safety Training Course for Construction Industry.

XXV1



Appendix 6 - Calculation of Questionnaire Sample Size
No=Z’pq/e’
No: No. of samples

Z: z-value of the desired Confidence Level = z value for 95% Confidence

Level =1.96

p: Estimated proportion of the population who is willing to participate in the

questionnaire from the pilot test = 20%
q: 1-p=1-20% = 80%
e: margin of error = 6%

No=Z’pg/e’= (1.96)*(0.2) (0.8)/ (0.06)* = 171
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Appendix 7 - Notice of Candidature Form

EXAMINATION OF TAUGHT MASTER'S DEGREE DISSERTATION:

NOTICE OF CANDIDATURE FORM

Please complete this form when your dissertation is ready to be submitted for examination.

Surname/Family Name Li Date of Birth 23th June 1981
Forenames (in full) Yuen Ching Harriet Title Mrs

Institution Mumber (iF known)
Title of Degree (eg MA, MS5c, MBAetc) MBA
Title of Taught Master's degree scheme followed (eg Equine Studies)

Department/School in which study pursued University of Wales Trinity Saint David

Mame of your Supervisor Dr. Katherine Mo
Full Title of dissertation submitted: A Study of Job Satisfaction and Employee Turmover
Intention Based on Herzberg's Two-Factor Theory in Hong Kong's Construction Industry

Please indicate that the following will all be submitted along with this form:

two permanently bound copies of your dissertation plus 1 electronic copy submitted via Turnitin;

SUBMISISION OF DISSERTATIONS

Final Dissertation submission

Dissertations to be submitted via Turnitin, together with
2 paper copies (Heat bound).
Faper copies to be forwarded to :

HEMAUWTSD MBA Secretariat

Ms Lottie Fung

Towngas Management Development Centre
16/F, Tower B, Southmark,

11¥ip Hing Street, Wong Chuk Hang,

Hong Kong
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Appendix 8 — Declaration

Declaration/Statements page

DECLARATION

This work has not previously been accepted in substance for any degree and is
not being concurrently submitted in candidature for any degree.

Signed (Candidate)
Date April 1712020

I

STATEMENT 1

This work is the result of my own investigations, except where otherwise stated.

Other sources are acknowledged by footnotes giving explicit references. A
bibliography is appended.

Rt Te 1= e (Candidate)

STATEMENT 2
| hereby give consent for my work, if accepted, to be available for photocopying

and for inter-library loan, and for the title and summary to be made available to
outside organisations.

T 1 T (Candidate)
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Appendix 9 — The Ethics From

. Prifysgol Cymru

L.} ¥ Drnoded Uewwl Sant
" University of Wales PG2/ E1 FORM

Trinity Saint Dawid

SECTION C: External Ethical Guidance Materials

Please list the core ethical guidance documents that have been refemed to during the completion
of this form (imcluding any discipline-specific codes of research ethics, and also any specific
ethical guidance relating to the proposed methodology). Please tick to confirm that your
research proposal adheres to these codes and guidelines.

- Research Ethics & Integrify Code of Pracfice |
a
[ (=]
SECTION D: External Collaborative Research Activity
Does the research activity invohee collaborators outside of
the University? s 85 no (8

If fes, please provide the name of the external organisation and name and contact details for the
main contact person:
Institution
Contact persan name
| Contact person e-mail address |

Where research activity is carried out in collaboration with an external organisation

Does this organisation hawve its own ethics approval system? YES | MO =

| F¥es, please attach a copy of any final approval or interim approval) from the organisation

SECTION E: Details of Research Activity

A Study in Hong Kong's Construction Industry on Job Satisfaction and
Imdizative tithe: Employ=e Retention with Herzberg's Two- Factor Theory
Proposed start date: 25" Mov, 2019 Froposed end date: 14™ Feb, 2020

Purpose of research activity [including aims and objectives)

Chutlime the purpose, aims and objectives of the research activity, including key research guestions.
Show briefly how existing research has informed the proposed activity and explain what the research
activity will add and how it addresses an area of importance. (Maximum 200 words)

The research aim is to examine in what extend factors described in motivation-hygiene theary can
affect employees’ job satisfaction, and thus the employee retention in the construction industry
carrying out qualitative and guantitative analysis.

this box shouwld expand as you type

Proposed methods

Provide a brief summary of all the methods that may be used in the research activity, making it clear
what specific technigues may be used. If methods other than those listed in this section are deemed
appropriate later, additional ethical approval for those methods will be needed. (Maximum 600
waords)

To collect the necessary data for performing the analysis, a friangular analysis will be adopted.
Qualitative and quantitative data will be collected in both primary and secondary data. Primarny data
includes the focus group, a pilot test and guestionnaires. It aims to collect direct feedbacks from
employsess in the construction industry.

s box showd expand as you Type

Juby 2017 2 Ethical Approval Form w6
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. Prifysgol Cymiru

= ¥ Drndod Dewnl Sant

Y University of Wales PG2 | E1 FORM
Trinity Saint David

Location of research activity
Identify all kocaticns where research activity will take place.

Oifice

s DX Sholid eXpand a5 you type

Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
guidelines [e.g. from local professional associationsfleamed societiesiuniversities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions reguired). Also specify whether there are any specific ethical issues raisaed
by the local context in which the research activity is taking place, for example, particular cultural
sensitivities or vulnerabilities of participants.

Mo local ethical guideline im Hong Kong.

s DO SNoLED expand 35 you Type

SECTION F: Scope of Research Activity

Will the research activity include:

Use of a3 guestionnaire or similar research instrument?

Use of interviews?

Use of diaries?

Participant observation with their knowledge?

Participant observation without their knowledge?

Use of wideo or audio recording?

Access to personal or confidential inform ation without the participants’ specific
consent?

Administration of any questions, test stimuli, presentation that may be
experenced as physically, mentally or emotionally harmful ! offensive?

FPerformances of any acts which may cause embarassment or affect self-esteem?

Investigation of participants involved in illegal activities?

Use of procedures that involve deception?

Administration of any substance, agent or placebo?

DDDDDDDDDEDEE&
EBEEEEEEEDEDDE

Wiorking with live vertebrate animals?

Other primary data collection methods, please explain in this box

=]
O

i MO to every question, then the research activity is (ethically) low risk and may be exempt from
some of the following sections (please refer to Guidance Motes).

f YES to any question, then no research activity should be undertaken uniil full ethical approwval
has been obtained.

July 2017 3 Ethical Approval Form wi
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* Prifysgol Gymruy
o ¥ Drindesd Dessrl Sart

" University of Wales

Trinity Saint Dawid

SECTION G: Intended Participants

PG2 1 E1 FORM

Who are the intended participants:

-
m
w

Students or staff at the University?

Adulis (over the age of 18 and competent to give consent)?

Vulnerable adults?

Children under 187

Prisoners?

Young offenders?

Those who could be considered to have a particularty dependent relationship

with the investigator or a gatekesper?

People engaged in illegal activities?

Others (please identify):

0D ([Djo|o(D0|D|DO(\®|O
B (B e(eeeaoa|5

Participant numbers and source

Provide an estimate of the expected number of participants. How will you identfy participants and

hiowe will they be recruited?

this box shoukd expand as you type

Information for participants:

-+
m
W

HNIA

Will you describe the main research procedures to participants in
adwvance, so that they are informed abouwt what to expect?

Will you tell participants that their participation is voluntary?

Will you obtain written consent for participation?

Will you explain to participants that refusal to participate in the
research will not affect their treatment or education (if relevanty?

If the research is observational, will you ask participants for their
consent io being observed?

Will you tell participants that they may withdraw from the research
at amy time and for any reason?

With gquesticnnaires, will you give participants the option of
omitting guestions they do not want to answer?

p|o|o|o|o|po|o|E
OO Oo|0O OO0

Will you tell participants that their data will be treated with full
confidentiality and that, if published, it will not be identifiable as
theirs?

0
O

Will you debrief participants at the end of their participation, in a
way appropriate to the type of research undertaken?

O
O

f MO to amy of abowve gquestions, please give an explanation

July 2017 4

Ethical Approwal Form wi
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% N ¥ Orndod Dew! Sant

" University of Wales. PG2/E1 FORM
Trinity Saint David
Information for participants:
- YES NO N/A

Will participants be paid? (m} 2 (=]
Is specialist electrical or other equipment to be used with ) 2 0
participants?
Are there any financial or other interests to the investigator or 0 B 0
University arising from this study?
Will the research activity involve deliberately misleading
participants in any way, or the partial or full concealment of the (m} 2 (=]
specific study aims?
If YES to any question, please provide full details
(this box should expand 35 you type)
July 2017 5 Ethical Approval Form v6
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L] ¥ Drinded Dewrd Sant
" University of Wales PG2/ E1 FORM

Trinity Saint David

SECTION H: Anticipated Risks

Crutline any anticipated risks that may adversely affect any of the participants, the
researchers and/or the University, and the steps that will be taken to address them.

If you have completed a full risk assessment [for example as required by a laboratory, or extemnal
research collaborator) you may append that to this form.

Full risk assessment completed and appended?

Yes |
Mo [

Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data,
sensitive organisational information

Tis box should expand as you type

If research activity may include sensitive, embarmrassing or upsetiing topics (e.g. sexual actvity,
drug use) or issues likely to disclose information requining further action (e.g. criminal actvity). give
details of the procedures to deal with these issues, including any supportadvice [e.q. helpline
numbers}) to be offered to participants. Mote that where applicable, consent procedures should
make it clear that if something potentially or actually illeqal is discoverad in the course of a project,
it may meed to be disclosed fo the proper autharities

His box should expand as you b

Risks to investigator
For example: personal safety, physical harm, emotional distress, nsk of accusation of

hamimpropriety, conflict of interest

Tis DOX sMNoUK 2Xpand a5 Yol ipe

Universitylinstitutional risks
For example: adverse publicity, financial loss, data protection

i box 60Uk expand as you tipe

Adverse outcomes
List measures put in place to limit any adverse effects or outcomes of research aciivity where
appropriate. Include any emergency profocols.

Tis box Gh0uUK expand as you bype

Disclosure and Barring Service

If the research activity involves children or vulnerable adults, a
Disclosure and Barrimg Service (DBS) certificate must be obtained
before any contact with such participants.

YES N MNIA
Has a DBS cerificate been obtained? O =2 |
July 2017 Li] Ethical Approval Form wb
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N University of Wales. PG2/ E1 FORM
Trinity Saint David
SECTION J: Data Protection and Storage

In completing this section refer to the University's Research Data Management Policy and the
extensive resources on the University's Research Data Management web pages

(http://uwtsd.ac uk/library/research-data-management/).

YES NO
Does the research activity involve personal data (as defined by the Data
Protection Act)?
“personal data™ means data which relate fo a living individual who can be
identified—
(a) from those data, or 2 (]

(b) from those data and other information which is in the possession of, or is likely fo
come info the possession of, the data controller, and includes any expression of
opinion about the individual and any indication of the intentions of the data controller
or any other person in respect of the individual.

If YES, provide a description of the data and explain why this data needs to be collected:

(this box should expand 35 you type)

Does it involve sensitive personal data (as defined by the Data Protection
Act)?

“Sensitive personal data” means personal data consisting of informabon as fo -
(a) the racial or ethnic onigin of the data subject.

(b) his political opinions,

{c ) his religious beliefs or other bebefs of a simiar nature,

(d) whether he is 3 member of a trade union (within the meaning of the Trade Union B 0
and Labour Relations (Consolidation) Act 1992),

(e) his physical or mental health or condition,

{f) his sexual life,

(g) the commission or alleged commission by him of any offence, or

(h) any proceedings for any offence committed or alleged fo have been committed by
him, the disposal of such proceedings or the sentence of any court in such
proceedings.

If YES, provide a description of the data and explain why this data needs to be collected:

(this box should expand 3s you type)

Will the research activity involve storing personal data on one of the YES NO
following:

Manual files (i.e. in paper form)? =

()

University computers?

Private company computers?

Home or other personal computers?

Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

B2

“Cloud” storage or websites?

B R
B|O OO Ol O

Other — specify:

O

For all stored data, explain the measures in place to ensure data confidentiality, including details of
_password protection, encryption and anonymisation:

(this box should expand as you type)

July 2017 8 Ethical Approval Form v8
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L University of Wales PG2/ E1 FORM

Trinity Saint David

Will the research activity involee any of the following activities: YES NHO
Electronic transfer of data in any form? a O
Sharing of data with others at the University? O =
Sharing of data with other organisations? O =
Export of data outside the European Unicn or importing of data from cutside 0O ®
the UK?

Use of personal addresses, postcodes, faxes, emails or telephone numbers? O =
Publication of data that might allow identification of individuals? = &
Use of data management system? a8 O
Data archiving 7 a O

If ¥YES to amy question, please provide full details, explaining how this will be conducted in
accordance with the Data Protection Act (and/or any international eguivalent):

All the data collected will be used for the paper analysis only. Mo clues are given to expose the
participant’s information.

List all who will have access to the data generated by the research activity:

My supervisor and mysalf.

his bax should expand as you fyps

List whao will have control of, and act as custodianis) for, data generated by the research activity:

Oinly myself.

el i ol e e L e
NS DO EN0USD EE0aEnd 356 Y yps

Give details of data storage amangements, including where data will be stored, how long for, and in
whiat form. Will data be archived — if so how and if not why mot.

Computer & USB

July 2017 a Ethical Approval Form wi
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SECTION K: Declaration

The information which | have provided is correct and complete to the
best of my knowledge. | have attempted to identify any risks and
Issues related to the research activity and acknowledge my obligations
and the rights of the participants.

In submitting this application | hereby confirm that | undertake to
ensure that the above named research activity will meet the
University's Research Ethics and Integrity Code of Practice

Signature of .
applicant: x}l"

Date: 10" Nov, 2019

For students:

Director of
Studies/Supervisor:

DCr. Katherine Mo

Signature:

Ao

Date:

15 Apr 2020

For staff:

Head of School/Assistant
Dean:

Signature:

Date:

Checklist: Flease complete the checklist below to ensure that you have
completed the form according to the guidelines and attached any

required documentation:
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" University of Wales- PG2/ E1 FORM
Trinity Saint David

This form is available electronically from the Academic Office web pages:
bt dwewnar. vwtsd ac. uklacademic-officel

Application Process

All staff research projects and all research stwdents must submit the Ethical Approval Form to the
University Ethics Committee wia the Academic Office (pgresearchi@iuwisd.acuk) 543 research
directly in relation to personal study for tawght undergraduate or Masters programmes shoubd be submitted
via the Faculty procedures explained balow.

Taught masters and taught undergraduate research Ethical Approval Forms are considersd within
Faculties. Faculties will provide detais of the specific processes for this. Where the Ethical issues within
any single ethical applicabion are of paricular concem the Faculty will refer these fo the University Ethics
Committee.  Any student activity that involves the collection of primary data needs to undergo Ethical
approwval. this incledes assignment work as well as dissertations.

Notes for guidance in completion of this form

Section A: About You
Please complets all relevant sechons

Section B: Approval for research activity
Ressarch proposals must be approved in principle before applying for Ethical Approval. The proposal
approval only becomes final when the ethical approval is received.

The process for proposal approval vanes according the individual and programme: of study:
« Research students, by applicaton on form PG1 to the Research Degrees Commities
+ Taught students by review of research proposal within Faculties (Faculties provide specific details of
fhese processes)
« Siaff, by agreement by the Head of SchoollAssistant Dean

Section C: External Ethical Guidance materials

Many discipline areas are required to operate with the discipline specific codes of research ethics (for
example health, psychology, education eic ), any such codes must be listed and you must tick to confirm that
you have consulted with these.

Section D: External Collaborative Research Activity

Prowvide details of the external collaborative partners, where appropriate you might want to submit a copy of
the extemnal collaboration agreement with the Ethical Approval Form. If the partner requires the research to
be subject to its own intemal Ethical approval process then please provide details of that process and a copy
of any final (or mternm) approvals received from the organisation.

Section E: Details of Research Activity

Remember that the individuals reviewing this Ethical Approval Form may not have seen youwr research
proposal, and alsc may not be experts in the specific area of your research. The information provided
should therefore ke jargon free and clearly stated.

Indicative Title: please use the same title a5 used on the research proposal.

Purpose: the Ethical approval process will want to ensure that the methods you propose are adequate and
appropriate to address the research aims and chjectives. Excessive additional data collection can be s=en
as unethical.

Proposed Methods: the Ethical approval process seeks to enswre that you understand the methods that
are intended, and that the implementation of those methods will be appropriate and without unnecessary
impact on respondents. Please be specific.

Location: this needs to mention geographical location and also kocal situation (for example, within Local
Authority Offices in Candiff, using a prvate room but close to cther individuals). If you are collecting data
within an organisational sefting then you need to explain the permissions that you have obtained to do this.
Research Activity outside of the UK: pl=ase complete this section in detail, and note any guidance you
have received. Also describe your own familiarity {or not) with the location that you will ke utilising.
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Section F: Scope of Research Activity

Please tick ALL of the research activities that might be underiaken. If any additional types of activity are
intended then please add an exira box and describe these.

If you hawe answered no to all questions in F then sections G and J do not need to be completed. Section H
should b= considered, and may be completed.  Signatures are still reguired in section K.

Section G Intended Participants

Please tick all categories that might apply.

Numbers & Source: if you are wsing a series of different methods or research actvibes please list numbers
for each stageiphase. Be clear about how you will find respondents.  Will you use intermediaries, and i so
how? How will you ensure compliance with your sampling srategy?

Information for participants: all participants should be appropriately informed about the research, what is
expected of them and what will happen to the information that they provide. The Ethical review process
does not ask to see this documentation, but requires this to be reviewed and approved by the Director of
Studies in the case of research students, the supervisormoedule tutor in relation o stwdents on @ught
pregrammes and the Head of School/Assistant Dean in relation to staff research.

Section H: Anticipate Risks
All research carries some level of risk. The answers you provide to questions in this section will be reviewsd
to ensure that you have an appropriate understanding of the type of risks involved and how you can mitigate
agamst these risks. i you hawve completed a full sk assessment. as required for example for [aboratory
waork, field work, clinical tests, diving operations, or by a collaborative partner, you may append that to this
form. In that case, please tick the box indicating this has been provided. You will not then be required o
complete Section H.
Risk to participants Think very carefully about how your actions/guesticnsidiscussions might affect the
people you are involving as parficipants. You might identify the risk as small but it would stll be a msk. Many
mypes of guestion have the potential to make respondents less content with their life J/ job; you nesed o
recognise and try to ameliorate any such effects
If these are business owners, time with you may reduce profit.
In some locations physical risk is wery real o both partcipants and yourself, please consider this.
Risk to you, the researcher Think about where you will meet people, i there are any dangers inwolved in
the kocation. If you are meeting people as individuals think about using a public place. In general do not visit
pecple in ther own homes or remote locations. I you are talking to individuals about certamn issuwes think
about how their responses might affect you emotionally. What about the risk of collecting insufficient data®
Risk to the University When undertaking your research, you are acting as a member of the Lniversity
{student or staff). Professionalism is important, so it 5 important to be well organised and well prepared.
Punctuality, clanty etc. are all part of this. What will you do to ensure this? You maust ensure you do not
harm the good name of the University in any way and do nothing to undemine the reputation of the research
it conducts and sponsors. Upholding high standards of conduct and imtegrty are wital in this regard. You
must also conduct the research in such a way to minimise the potential for claims of negligence made
against the University, its researchers and any collaborating individual or organisation. In this respect you
should always comply with ethizal, legal and professional frameworks, obligations and standards as required
by statutory and regulatory authoriies, as well as the university's Research Integrity and Ethics Code of
Practice. Research misconduct in this respect can take many forms, including:
« fabrication: making up results or other cutputs (eg. artefacts) and presenting them as if they were
real
« falsification: manipulating research processes or changing or omitting data without good cause
«  plagiarism: using other people’s material without giving proper credit
« falure to meet ethical, legal and professional obligations: for example fadure to declare competing
interests; misrepresentation of mvclvement or authorship; misrepresentation of interests; breach of
confidentiality; lack of informed consent. misuse of personal data; and abuse of research subjects or
miaterial
« improper dealing with allegations of misconduct: failing to address possible infringements such as
atternpts to cower up misconduct and reprisals against whiste-blowers

Adverse Outcomes. Think carefully about the possibilities, and cover here

Section |: Feedback. Consent and Confidentiality

Feedback to participants: outline your approach. Wil intensiew transcripts be shared with respondents to
check accuracy? Will summanes of guestionnaire analyss be made available to respondents n some way?
Will an ovensiew report be provided? How and when?

Informed consent Craft letter [ e-mail / or heading {or focter) section of questicnnaire must be approved
by DoSfsupervisor (if research student), supervisor'module fubor # taught student, or Head of School |/
Assistant Dean if a member of staf.
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Confidentiality/Ancnymity. Explain clearly how you will ensure confidentiality and ancnymity.

Section J: Data Protection and Storage

Before completing this secbon it is necessary to read the University's Research Data Management
information. The guestons that follow are designed to ensure compliance with the Data Protecbon Act as
well a5 established research protocaols.

Many research activiies will involve electronic transfer of data and use of data management systems in the
summarisation and analysis of data. You will need to explain these in relation to compliance with the Data
Protection Act.

Think carefully about who will have access to your data, this will include supervisors and examiners. Also
that a thesis will be made avalable wia the Unwersity library and the British Library system. |f you are
seeking an access bar for 3 peried of time after completion then mention it here. If you will provide a copy of
your findings. or intend 0 give a presentation, to a facilitating’ swpporting/accessing onganisation then
explain that in this section. But also think about the general principle of data sharing, as explaned n the
Ressarch Data Managament information.

In terms of storage of data please ensure security, and also mitigate against loss of data.

Section K: Declaration

Ensure the appropriate countersignatures have been provided
Lok carefully at the checklist and ensure that you comply with and tick all that are relevant to your research.
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1. Introdurtion

1.1. Besearch Backsround

Constuction industry 15 one of the mamn sectors n Hons Eons, with curently 475 000
egstered construction workers. This sector 15 long considered o be mammal labor and has
been facing labor shortage for many years. Efforts have been made 1n recent decades to
mmprove the cumrent situation. In 2007, the Construction Industry Couneil 15 set up, aimang
to align opimons m the mdustry, and provide suzgestons to the government for the long-
term development and strategies. In 2017, the Hong Kong Institute of Construchon 15 setup
by the Construchion Industy Council to provade full fome program to develop younz talent,
However, according to the mesearch done on Apnl 2019 by the Hong Kong Construction
Aszpmation, there is a labor shottzge of 6% on a 1=ndom day (Hong Kong Constructon
Aszgeation, 2019). To undersiand the reason of labor shortage, this paper will study the job

satisfaction m construction mdustry and how 1t affects employee retention.

The connection between job satisfaction and emplovee retenfion 15 posttive comrelated
(Chatroslon et al. 2011). Urderstanding the factors that affect the employees™ job
satisfacton 1= one of the ways to evaluate the hwman resowces strategies m the modem
society. This paper fakes the construchon mdustry of Hong Eong, as a case study to
rvestigate the emplovee retention m from Herzlberg's motrvation-hyzene theory. The paper
camies out a quantitative research fowards 200 nos. of workers in the mdustry. And a focus
group to further study the factors affectins the candidate’s job sshsfachon. Multiple lmear
Iegresslons are used to study the relafionslips among job satsfachon factor and workers’

willingness fo stay m the ndusty. Among the fradinonal motivators and kyvgene factors
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proposed by Herzherg (1959, this paper selected =ix factors whech are considered as haighly
comelated to job satisfachon. By evaluating the regression, the paper aims to find out the
concrete relatonship between job sanisfachon and employes retenfion. As resources are
limted, a mview of resowrces allocation 1= of wportance. Eventually the paper gives
recommendations on statemes towards emmploves retenhon by allocaing the huwmen
resownces and emphasis on the sipmficant factors that positmvely affect the employee

retention.

1.2, Bezearch Modves

The construction mdustry m Hong Kong 15 facing labor shortage as there are very few
yvoung generzhions joimng the mdusty, Among the 457,000 registered construchion workers
under Construchion Indnsty Councal in Honz Kongz, only about 70,000 are wmnder the age of
30 (Hong Eong Constuction Association, 2019 The age stuchoe m the mdnstry means
the lzbor supply m the wdnstry 15 unmstamable m the coming fiuhore, With more than half
of the epstered workers are above 30 vears old the mdustry 15 at 2 very severe stage of

labor shortage.

1.3, Bezearch Problems

a) What factors can affract more young workers to enter the construction industy?

b} What factors has to be improved so that to atbact more workers to join such mdustry?

¢) How the emplover shall retam the construction worker?
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1.4, Bezearch Aom and Ohjectives

1.4.1. Eesearch Aim

The mesearch aim 13 to examme m what extend factors descnbed v meofivaton-hymens
theory can affect emplovess” job satisfacton, and dwes to reduce the emploves tumover

infention m the construction mdustry in Hong Kong.

14.1. EBesearch Objectives

Thiz paper will be dmnded mio 5 chapters which are the research background | Iterature
eview, ressarch methodology, data analysis and then conclusion. The paper wall fist
study relevant research on the elements leading to job sabsfaction and emploves

retention.

And then mangulation method will be used to collect both quantitatiie and qualitative
data to perform 2 mmltple Imear regression to study to comelation between the alements
and job satsfaction, and enployes retention. The tiangulation method will fiust start
with a forus group to collect feedback and opimons from the cuvent workers, And
follow by 2 survey to collect data from a larger sample. A pilot test will be setup before

rolling cut the survey.

Baszed on the results, the paper identifies the importance of the motivators and hymens
elements which affect employees’ job satisfaction Further study on the conelation
betwreen job sabsfachon and the willimpness of the employess to stay 1o the mdusiry
will be provided to the employer n crder to reduce the twrnover intention and thus

mcrezsed the conmpany productvity.
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Finally, data analvsis and conclusion wall be held which are to conchude the findings

and provide relevant recommendations.
1.%. Research Timeline

The different tazks of the paper would be complated accordmy to the followms timetable:
Table 1: Besearch Timeline

? s Mo Der Jan Feh Mar

[ et o b piaessal

| Tiesign quesions in be dsaresed
I Diade eoglovees o from the costpany min groops

1. Questdaneie Diesgn
I Condociag fie Pt Tew

ire baed oo the Plot Test
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Literature Eeview

1.1. Herzherg's Theory

In 1959, Herzharg first worked on research on the two-factor theory, nomely, meotmration-
byvmens theory. Motivators are & factors affecing emplovess’ job sabsfachon:
achievement, recogmbion inferestimg work, Increazed responsibibty, growth and
advancement (Lindsay, Marks & Galow, 1967). While 7 hymene factors that could
prevent job dissatisfaction: they consist of company pobicy, supervision, interpersonal
relationship, work condition, salary, status and seomnty. (Lindsay, Marks & Gorlow,

1967T).

1.2, Job Satizfaction

Job satisfaction iz the degree of employee’s contentedness with the job. Thew hke the job
or specific facets of jobs, for instance the nature of work. (Spector, 19971 It can be

measured In cognitive, emotional and behamowral conponents. (Hulin and Tudze, 20037

1.3 Turnover Intention

Job satisfaction 15 pegatively related to twnover miention Mael & Ashforth (1995)
pomted out four factors that made 3 person decide whether to stay or to leave an
orgamization; the four factors were whether 3 person smtable for a finm's Dhifestvls,
whether a fum's culhure matches with one’s values, whether one could feel 3 sense of
balonging attaching to the firm and whether 3 firm gave personal mepiration and a sense

of acluevement. The mlationship m the firm with co-wrorkers was discussed that was an
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mportant factor that affect the twnover mtention of an enployes (Abrams et al. 19987,

The batter the relation=hp 15, the lower mtention the fumover would be.

14 Salary

Salary 15 treated as a form of compensation from a company to the warkers who
coninbute fime and labowr skills as well as knowledge. Many emparical studies have been
done and concluded that the relationship betwesn salary and job satisfaction 15 positive.
The different pay packages mechamsm can posittvely affect one’s job satisfaction
(Mnharomad et al 2011). Peird, Apgnt & Grau (2010) alse supported that the higher
salary could make one fesl less deprived, meanng that the emplovess feel well-pand for

the job duties.

2.2, Job Security

Job zecunty 15 2 sense of whether the emploves feels the job 13 msscure or could be
termunated without one's consent. It 15 positmvely related to job satsfachon Some
byvpothesiz zaid knowledgeable workers, compannyz to workers who lack of knowledze,
shall gzive a relatively smaller effect of job secunty because the workers shall swatch to
another job easily. However, Wilemymcka Batorda & Sellens (2016) conducted a
msearch on job fledibity and secunity and conchided that the job satisfachon of

knowledge staff and other workers are strongly determmned by job seamty.

1.6 Workdng Condition

A sansfachfied working condrhon 15 of importanee m constuchon mdustry that s work
myury recorded the hizhest, companng to the other mdustnes, according to Occupational

8
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3. Research Methodology

This research will make use of the mangulabon which 15 considered as a method to
establish validity to the research through using different sources of data and mformztion
(Gmion, 2002). By using tnangulation of data, data ave compared to lock for sinulanties m
order to moprove reliability and vahdity (Wevers, Stovdom & Husamsen, 2008). In thas paper,

both primary and secondary data, both qualitairre and quantitatve data will be collected.
AL Besearch Aodel and the Hypothesiz
The research framework and relationships bemg hypothesized are shown i below

figure:
Figumre 1: The Fesearch Framework and Hypothesis Testing

Jab Security

T -
< Turnowver
Job Satisfaction 3
Interticn

Meaninghulness
of work

H1 - Yok Swtisfacrion is positively comelated with Salary

H2 - Job Satisfaction is positively correlated with Job Security

BB - Job Satisfaction is posilively coerelated with Woeking Ceasdilices

H# - Jiols Saitisfiaction 13 posatively comelated with Growth s Advanoeisin
HE - Job Satisfaction is posiively comebined with Achievement

H& - Job Sntisfaction is positively comelated with Meanmgfivness of Work
HT - Tumawver Intention is negatively comelated with Job Satsfiction

{Source: Created by the Anrhor)
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3.1Data Collection

To collect the neceszary data for performung the analy=is, a mangular anabysis will be
adopted Chihitative and quanfitztive data wall be collected 1 both prmary and
secondary data.

311, Secondary Data

Secondary data meludes statistical data from The Hong Kong Census and Statisties
Department and Construchion Industry Cowunel, whers the employment data of the
constucton moustry m Hong Eong are avalable Forthermore, research papers
which simlar factors are being tested to research on the cormmelabon wath job

sansfaciion.

3

s

.2, Primary Dhata

Primary data imcludes the forus gproup, a pilot test and questonnaires. Tt aims to
collect doect feedbacks from emplovess mn the mdustry. The process of collechng
prmary data 5 as follows,

Figure I: Primary Diata Collection Process

i Questionnaire ; -
Focus Group kpadihiaiat Pibat Test Final Survey
Design

(Source: Created by the Author)
3.2.2.1. Focus Group

A forus group will be setup 1o order to learn the elements that affecting the

job sansfaction. Target participants of thiz focus goup are construchon
11




workers under the age of 30. The foms zZroup will be setup with shzahfied
sampling. A forus group with 6 construchon workers will be aranged to
disenss the factors histed m above hiteratme review and to validate if the
factors play sigmificant role when they consider if they are satisfied with ther
Jjob.

5 5 o
32321

. Questonnare Design

Cheestionmamre wall be distmbuted fo constuction workers to study thewr job
satisfaction and how the factors comelated to job sabisfaction. The questions

will be provided m bilingual (Chinese and English).

Table X: Cuestons Formation by 5-level Likert Scale

Factors Data Type Source of Questions
Salary
Wordang Condihion
PN B R {;]; qﬁ:lajisfa‘:ﬁm Survey (Spectar,
Achievement
Meaningfulness of Waork 5 Yewel Likert
Seale 3
iy The Job Insecurity Scale (Elst,
Tuks Secaity Witte and Cuyper, 2014)
Michgan Crgamzational
: Assessment (uestionmaire-
Wemncrves Refenlinn mterton to honover scale
{Camarmm, Madler & Jenkins, 1973}
Personzl Information

(Source: Created by the Anthor)
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3223, Pilot Test

Pilot test 15 the tool to test the feamility of the research methodology and
allowr the amendment to be made before condncting the questiormaires with
the sample audence. It also helps to find flans 1o the ressarch methods and
belped to provide meights to mplement the survey with better understanding
{Hazsan, Schattner & Mazza 2006). As this paper’s target sample sze 15 196,

the palot test 15 decided to run at 10% of the tarzet sanmple size whach 1= 20,
3.12.24. Target Population, Sample Size and Sampling Method

The sample for ths study 15 construchon workers wmder the age of 30. The
target population = 70000 m Hong Eong (Hong Eong Construction
Aszociation, 2019). Thus, data wall be collected through distnbutng

questionnaires to the workers online.

Cochran’s sample size formmla (Cochran, 1977} 15 used:
N~=Z'pgle’
M- Mo, of samples
Z: z-vahue of the desred Confidence Inferval
P Estmated proporion of the population wath atinbutes 1 the questhon
Qlp

E: margm of eror

The sample mize for this research 1= about 200 (Appendrs 1), And the

samphne method 13 through the spowball sampls, which allows the

13
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candidates to refer and recommend more useful candidate to parficipate m the

survey (Marshall, 1996).
3.3, Data Analy=is

The survey datz collacted wall be performed a2 mmlhple hnear regression (Bremer, 2012)
m SPSS to test if the lnpothesis 15 true and stahishically sigmficant (t-fest). And
followed by analysis on the Coefficient of Multiple Determination (F") to determine

how close can the above regression mode] fit the data.
3.3.1. Dezeriptive Statiztics

Deseriptive stafishics are general desenpinve coefficents which sunmman=ing the
study’s datz set mmto 3 meamnzful way, It measwres vanahbiy (e standard

deviation, vanance) and centrzal tendency (mean, median, & mode). (Kenton, 2019
3.3.1. Multiple Linear Eegression

From the above meearch objectmve, to stody the commelaton between the s
elements and job satsfacton and also the comelaton between tumoner intention
and job satizfacton, following model 15 developed and mill bypothesis are setup to
venfy the model
Job Satisfachon = fo + Pi(salary) + fulJob Secunty) + B(Workmg
Condihon) + ByGrowth and Advencement) + Bo{Achievement) +
peMeanmpgfulness of Work) + &
Hu: B=10

H|: EJ='|'.'|'
14

liii




Tumover Intention = g, + @, ({Job Sansfacton) + &
Hy =0

Ha: g#0
333, Correlaton Test

Comelations a statistic descrpton that measwes the stensth or relafionship
between two vanables. In terms of the strength of relationship, the conmelaton
coefficient {symbol = 1) renge vanes between +1 to -1. The value of +1 means
perfect positve relationship wiile -1 means perfect negative relationship. If the
vahie of coefficient goes towards 0, 1t refers no relabionship exasts between the two

varables (Lund and Tmd 2018)

Figure 3: Cormelation
3 a i

Povtes Lorelsion whirgall b Cawvi=l il wey Mo Conrvp ot bo

{Source: Lund and Lund, 2018)
3.3.4. Behability Test

Relizbility assessment will be conducted with each factor in the questionaire survey
m this research Crombach’s alpha is a form of relisbility known as internal
consistency and it will be used in assessing the relizhility level of the measures in the
survey (Tavakol and Dennick, 2011). According to Tavakel and Dennick (2011), the

general acceptable values of alpha 15 renming between (.70 and 0.95.
15
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14, Bezearch Limmtation

The sample size mayv consider to be too small. due to huted tme and resources o
perform a large scale of sample, as there are 457,000 mastered construction workers m
the Hong Eong and 70000 of them under the age of 30 (Hong Eong Construction
Aszpciation, 2M19). Furthermore, there may also be pmch more factors affecting the job
sahsfachon and infenfion fo fwmover of the constuchon workers, which are not

included due to the limmited length of the paper.

A5, Further Research

In the latter part m thiz papsr, sohd maiphts and recommendatons on allocanon of
buman resouwrces are covered Apart from that more discussion on the funchon of
Imem resouress in constructon mdustry 1= put formard to anse more possible studies

focusing on inproving the supply of workers 1o the fifture.

16
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Coclran’s sample size formmula (Cocluan, 1977) 15 used:
N=Zp qle’

Mi: No. of zanples

Z: zvalue of the desired Confidence Inferval = z value for 95% Confidence Interval =

195

P Esthmated proporhion of the populaton wath attnbutes in the queshon = 50%:
Gk lp=1-50%=50%

E: margin of emor =T

N=Zpg'e’ = (1.96)*(0.5) (0.5)/ (0.07)= 196 samples are needed
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