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[bookmark: _Toc134204696][bookmark: _Toc134205122]1. Abstract
The construction industry is one of the most competitive, fast-growing industries in the world, requiring skill and efficiency. Due to the nature of the industry, employees who works in construction industry are being exposed to difficult weather conditions that put their health at risk which can lead to low motivation and productivity among workers. Therefore, motivation is a must for companies in order to attract potential workers. The purpose of this dissertation is to investigate the impact of motivation on business performance, with a focus on the construction industry. The study will review and analyse previous research on the effects of training and motivation practices, demotivational managerial practices, employee motivation, and the impact of COVID-19 on labour’s motivational factors and construction productivity. The literature review will examine the theories of motivation, such as Maslow's hierarchy of needs, achievement theory, valence-instrumentality-expectancy theory, and regulatory focus theory. The research will also explore the relationship between motivation and performance, with a focus on how motivation can improve task efficiency, teamwork, job satisfaction, and overall business performance. The study will employ a mixed-methods approach, including qualitative interviews and surveys, to gather data from construction companies in different countries. The results of this research will provide insights into how motivation can positively impact business performance and inform recommendations for businesses seeking to improve their operations through effective motivation strategies.

[bookmark: _Toc134204697][bookmark: _Toc134205123]2. Introduction
Motivation is a key driver of business performance, and companies that prioritize employee motivation tend to have higher levels of productivity, profitability, and job satisfaction. Motivated employees are more engaged in their work, have higher levels of job satisfaction, and are more likely to be committed to their organization. On the other hand, demotivated employees can have a negative impact on the workplace, leading to low productivity, absenteeism, and high turnover rates.
The construction industry is one sector that can benefit from effective motivation strategies. Construction projects require coordination and collaboration among different teams, making teamwork and task efficiency crucial for project success. However, the nature of the construction industry can also present unique challenges to motivation, such as high-risk work environments, long working hours, and physically demanding tasks.
To explore the impact of motivation on business performance in the construction industry, this study will review and analyse previous research on the effects of training and motivation practices, demotivational managerial practices, employee motivation, and the impact of COVID-19 on labour’s motivational factors and construction productivity. The literature review will examine the theories of motivation, such as Maslow's hierarchy of needs, achievement theory, valence-instrumentality-expectancy theory, and regulatory focus theory, to provide a theoretical framework for the study.
The research will also explore the relationship between motivation and performance, with a focus on how motivation affect task efficiency, teamwork, job satisfaction, and overall business performance. The study will employ a mixed-methods approach, including qualitative interviews and surveys, to gather data from construction companies in different countries. The results of this research will provide insights into how motivation can positively impact business performance and inform recommendations for businesses seeking to improve their operations through effective motivation strategies.

[bookmark: _Toc134204698][bookmark: _Toc134205124]3. Literature review8

[bookmark: _Toc134204699][bookmark: _Toc134205125]Motivation, Different Types of Motivation 
Employee motivation is a critical aspect of organizational performance in the construction industry It is a psychological state that energizes and directs behaviour towards a desired outcome, and is essential for improving productivity, job satisfaction, and employee engagement, while reducing absenteeism and turnover rates in the construction industry (Sweis et al., 2019).
It is widely accepted that there are different types of motivation, which can be broadly categorized into internal and external motivators. Motivation refers to both internal and external factors that stimulate employees' interest, enthusiasm, and commitment towards achieving their goals and aims in construction companies (Sweis et al., 2019; Soliman and Altabtai, 2021).
Internal motivators are those that come from within the individual, such as personal values and beliefs. In contrast, external motivators are factors outside of the individual, such as rewards, recognition, and social influence. According to Deci and Ryan (2000), motivation can be categorized into intrinsic and extrinsic types, with intrinsic motivation arising from within the individual and extrinsic motivation stemming from external factors.
Internal motivation is characterized by a desire to engage in an activity or task for its own sake, without any external reward or recognition. This type of motivation is often associated with a sense of personal fulfilments and satisfaction and is commonly found in individuals who are passionate about their work or hobbies. Intrinsic motivation is a specific form of internal motivation that is driven by the inherent enjoyment or interest in the activity itself. On the other hand, external motivation is driven by external factors such as rewards, recognition, or consequences. This type of motivation is often used in the workplace to incentivize employees to perform better or achieve specific goals. 
External motivators, on the other hand, are often used by organizations to incentivize employees and improve performance. These can include bonuses, promotions, and other financial rewards. However, external motivators can sometimes lead to short-term gains at the expense of long-term satisfaction and commitment from employees. Additionally, external motivators can lead to a sense of entitlement and an expectation of rewards, rather than a focus on intrinsic motivation.
external motivation, also known as extrinsic motivation, refers to the drive that comes from external factors, such as rewards or recognition, salary increases, promotions, and bonuses.
Examples of extrinsic motivators include monetary rewards, promotions, and recognition (Deci and Ryan, 1985). However, excessive use of extrinsic motivators can lead to a decrease in intrinsic motivation and negatively affect job satisfaction and creativity (Deci et al., 1999).

However, different professional types, age groups, and genders have varying perspectives on what motivates them, with differences becoming more prominent after 15 years of experience (Sweis et al., 2019). According to Sweis et al. (2019), the most important motivators for employees in the construction industry include fringe benefits, promotion, working conditions, employee feelings towards work, organization climate/job security, performance appraisal, and job rotation. On the other hand, Soliman et al. (2022) emphasized that job security, monetary benefits, and work satisfaction are among the most significant motivational factors affecting employee motivation. As noted by Rayan (2019), motivation is a critical resource for individuals and organizations that directs and regulates behaviour. Therefore, understanding and implementing effective motivational practices in the construction industry can lead to increased productivity, job satisfaction, and employee engagement, while reducing absenteeism and turnover rates.
In the field of human resource management (HRM), sustainable HRM practices have been identified as crucial for improving job satisfaction and job performance among employees. A study conducted by Davidescu et al. (2020) found that focusing on employee development and flexible working arrangements can increase job satisfaction and job performance. The authors suggest that all types of flexibility, such as working time and workspace flexibility, have a positive impact on job satisfaction, with working time flexibility having the strongest impact. The study emphasizes the importance of different types of flexibility and employment contract types in shaping employee satisfaction and proposes a useful tool for measuring employee flexibility. The findings of this paper have significant implications for HRM practices, as they suggest that organizations should prioritize employee development and flexible working arrangements to improve job satisfaction and performance.
In the construction industry, economic factors have been found to have a more significant impact on worker productivity than socio-psychological factors. Nahod and Knezović (2017) found that money is still the most important work productivity factor, with the regularity and safety of salary being more important than the amount of salary overall. The authors suggest that understanding the importance of these factors is crucial for increasing productivity and achieving project success. They encourage further research and focus on this theme. The arrangements for cash bonuses can be assembled to help productivity, which is believed to increase work productivity and satisfaction, quality of working, shorten the run time, and reduce the total cost of the project.

[bookmark: _Toc134204700][bookmark: _Toc134205126]3.2 Theories of motivation and their relevance to employee performance
[bookmark: _Toc134204701][bookmark: _Toc134205127]3.2.1 Self-determination theory
This theory emphasizes the importance of intrinsic motivation, such as the desire for autonomy, competence, and relatedness. In the construction industry, employees who feel empowered and have a sense of control over their work, who feel they are developing their skills and knowledge, and who have positive relationships with their colleagues, may be more motivated.
[bookmark: _Toc134204702][bookmark: _Toc134205128]3.2.2 Goal-setting theory
This theory suggests that setting specific and challenging goals can motivate employees to perform better. In the construction industry, where projects often have strict timelines and budgets, setting clear goals can help employees understand what is expected of them and give them a sense of purpose and direction.
[bookmark: _Toc134204703][bookmark: _Toc134205129]3.2.3 Expectancy theory
This theory focuses on the relationship between effort, performance, and outcomes. It suggests that employees will be more motivated if they believe that their efforts will lead to superior performance, which in turn will lead to desired outcomes. In the construction industry, this theory can be relevant as employees need to believe that their efforts and skills will lead to the successful completion of a project, which can motivate them to work harder
[bookmark: _Toc134204704][bookmark: _Toc134205130]3.2.4 Herzberg's Two-Factor Theory
This theory suggests that employee motivation is influenced by two types of factors: hygiene factors (such as working conditions, pay, and job security) and motivators (such as recognition, achievement, and growth opportunities). In the construction industry, providing a safe and comfortable work environment and fair compensation may be necessary to prevent dissatisfaction, while offering opportunities for growth and recognition can motivate employees.
[bookmark: _Toc134204705][bookmark: _Toc134205131]3.2.5 Equity theory
This theory argue that employees compare their inputs, such as effort and skills) and outcomes (such as pay and benefits) to those of their colleagues and others in similar positions. If they perceive that they are not being treated fairly, it can lead to demotivation. In the construction industry, ensuring that compensation, recognition, and opportunities for growth are distributed fairly can help maintain employee motivation.
[bookmark: _Toc134204706][bookmark: _Toc134205132]3.2.6 Achievement goal theory 
Achievement goal theory suggests that people are motivated by several types of goals, such as mastery goals (focused on learning and improvement) or performance goals (focused on demonstrating competence). Regulatory focus theory proposes that people are motivated by either a promotion focus (focused on achieving positive outcomes) or a prevention focus (focused on avoiding negative outcomes).
[bookmark: _Toc134204707][bookmark: _Toc134205133]3.2.7 Maslow's need hierarchy
Maslow's need hierarchy proposes that people are motivated by a hierarchy of needs, ranging from physiological needs to self-actualization. Maslow's theory of needs, also known as Maslow's hierarchy of needs, is a psychological theory that explains human motivation and behaviour. According to Maslow, human beings have a hierarchy of needs that they strive to fulfil. 
[bookmark: _Toc134204708][bookmark: _Toc134205134]3.2.8 Valence-instrumentality-expectancy theory
Valence-instrumentality-expectancy theory suggests that motivation is been influenced by the perceived value of a reward, the belief that effort will lead to performance, and the belief that performance will lead to a reward.
[bookmark: _Toc134204709][bookmark: _Toc134205135]3.2.9 Regulatory focus theory
Regulatory focus theory is a psychological theory that explains how individuals pursue their goals. It proposes that individuals have two distinct self-regulatory orientations: promotion focus and prevention focus. Promotion-focused individuals aim for personal growth and achievement, while prevention-focused individuals aim to avoid negative outcomes and maintain safety. These orientations are shaped by personal and situational factors and can influence an individual's behaviour, motivation, and decision-making. The theory has implications for various fields, including marketing, leadership, and education.




[bookmark: _Toc134204710][bookmark: _Toc134205136]3.3 Relationship between Motivation, Training and Development (T&D) and Performance

[bookmark: _Toc134204711][bookmark: _Toc134205137]3.3.1 Relationship between Motivation and Training and Development (T&D)
The relationship between motivation and training is an important area of study in the field of organizational behaviour. Training is a key factor in enhancing employee motivation and is an effective tool for improving business performance. Similarly, motivation can increase employees' readiness to gain added training and development programs, resulting in a positive cycle of improvement (Sweis et al., 2019).
Training can affect motivation in several ways. First, employees who receive training and development opportunities are likely to feel more valued by their organization, which can increase their motivation levels (Kampkötter et al., 2021). Additionally, training can help employees to develop new skills and increase their competence, which can lead to increased confidence and motivation (Sweis et al., 2019)
Furthermore, the design and delivery of training programs can also affect employee motivation. For example, training that is self-directed can give employees more control over their learning and development, which can increase their motivation levels (Sweis et al., 2019). Similarly, providing a supportive learning environment that fosters trust, open communication, and positive interpersonal relationships can also enhance employee motivation (Sweis et al., 2019).
In summary, the relationship between motivation and training is closely intertwined, and both factors can significantly affect business performance. Training can increase employee motivation by providing opportunities for personal and professional growth, increasing employee competence, and creating a clear path for career advancement. Additionally, the design and delivery of training programs can also affect employee motivation by providing a supportive learning environment and enabling self-directed learning opportunities.

[bookmark: _Toc134204712][bookmark: _Toc134205138]3.3.2 Relationship between Motivation and Performance
Motivation is a crucial factor that has been extensively studied in the literature for its impact on individual and organizational outcomes. Research findings have consistently shown that motivated employees tend to be more productive, engaged, and committed to their organizations, leading to improved business performance (Grant, 2012; Gupta & Shaw, 2014). Deci et al. (1999) found that intrinsic motivation is positively associated with higher job satisfaction and better task performance, indicating that motivation is an essential aspect of employee performance.
According to Locke and Latham's (2019) goal-setting theory, motivation is an internal state that directs behavior towards a specific goal. This internal drive provides individuals with the energy and focus necessary to achieve their objectives. The literature suggests that motivated employees perform better than those who lack motivation due to several reasons.
Firstly, motivated employees tend to put in increased effort and persist longer in the face of challenges or setbacks. This increased effort and persistence can lead to higher-quality work and greater productivity (Latham & Pinder, 2005). Secondly, motivation can help employees to focus their attention and concentration on the task at hand, leading to greater accuracy, efficiency, and effectiveness in performing the task (Gagné & Deci, 2005). Thirdly, motivated employees are more likely to engage in creative and innovative thinking as they are driven by a desire to excel and make a meaningful contribution (Amabile, 1997). This can lead to the development of new ideas, processes, and products that can enhance organizational performance. Finally, motivated employees tend to experience higher levels of job satisfaction and engagement, leading to greater commitment to the organization and higher levels of performance (Saks, 2006).
Overall, motivated employees perform better because they are driven by a sense of purpose and a desire to achieve their goals. By providing employees with the necessary support, resources, and incentives to foster motivation, organizations can promote higher levels of performance and enhance their overall effectiveness (Van den Broeck et al., 2019). As a result, it is essential for managers to understand the importance of motivation and take appropriate measures to create a work environment that fosters motivation, leading to improved employee performance and organizational outcomes.
[bookmark: _Toc134204713][bookmark: _Toc134205139]3.3.3 Relationship between Training and Development (T&D) and Performance
Training programs can have a significant impact on employee performance (Obeidat, Al-Suradi & Tarhini, 2017). By providing employees with the skills and knowledge they need to perform their jobs effectively, training can improve job performance in various ways.
Firstly, training can lead to improved skills. Employees can acquire new skills or enhance existing ones through training, which can make them more efficient and effective in their jobs (DeSimone, Werner & Harris, 2002). For example, training on new software programs can help employees complete their work more quickly and accurately, while training on customer service skills can help them interact more effectively with customers.
Secondly, training can increase employee confidence. When employees receive training, they often feel more confident in their abilities to perform their jobs (Cheng & Ho, 2001). This confidence can lead to increased job satisfaction and motivation, which can, in turn, lead to better performance.
Thirdly, training can help employees better understand their job duties, expectations, and performance standards. This clarity can help employees focus their efforts and perform their jobs more effectively (Salas, Tannenbaum, Kraiger & Smith-Jentsch, 2012).
Fourthly, training can improve problem-solving skills. Employees who receive training can develop problem-solving skills, which can help them address challenges that arise in their jobs. This can lead to improved performance and can also contribute to a more positive work environment (Colquitt, LePine & Noe, 2000).
Finally, training can increase innovation. Exposure to new ideas and best practices through training can inspire employees to come up with innovative solutions to problems. This can lead to improved performance and can also contribute to a culture of innovation within the organization (Anderson & Oliver, 1987).
In conclusion, training can have a significant impact on employee performance by improving skills, increasing confidence, providing clarity, improving problem-solving skills, and increasing innovation. Employers who invest in training programs can benefit from a more skilled, motivated, and productive workforce


[bookmark: _Toc134204714][bookmark: _Toc134205140]3.4 Demotivational Practices
There has been a significant amount of research on the influence of motivational practices on employee performance. However, little attention has been given to the impact of demotivational practices on employee motivation and its effect on business performance. It is important to recognize that demotivational practices, such as poor communication, lack of recognition, and unfair treatment, can have a significant impact on employee motivation and subsequently negatively affect business performance. For instance, Aung, Santoso and Dodanwala (2023) conducted a study in the construction industry to examine how demotivational managerial practices affect job satisfaction and performance. The study found that inadequate rewards and recognition have a deep effect on personnel performance and satisfaction. The authors found that inadequate rewards and recognition directly predicted a decline in job satisfaction, which in turn affected job performance.
Furthermore, Huang et al. (2013) found that job insecurity can have a negative impact on employee performance. However, the study also highlights that employees who use impression management tactics to impress their supervisors are more likely to receive higher performance ratings, which can help mitigate the negative effects of job insecurity on performance. The effectiveness of impression management tactics in improving performance depends on the level of supervisory liking for the employee and the attributions supervisors make on the employee's motives for the impression management behaviours. This study underscores the importance of understanding the role of impression management tactics in dealing with job insecurity in the workplace.
In conclusion, demotivational practices and job insecurity can have a profound effect on employee motivation and job performance, and ultimately on business performance. Therefore, it is crucial for organizations to recognize and address these issues in order to maintain a motivated and high-performing workforce.

[bookmark: _Toc134204715][bookmark: _Toc134205141]3.5 The Role of Leadership Style on Motivation
Leadership style is an essential factor that affects employee motivation and business performance. A study by Gifford et al. (2017) found that transformational leadership had a positive impact on employee motivation and performance. In contrast, autocratic leadership had a negative impact on employee motivation and job satisfaction. A study by Sweis et al. (2019) found that leadership style is the most important managers tool to enhance the implementation of motivation practices.
[bookmark: _Toc134204716][bookmark: _Toc134205142]4. Hypothesis

H0: Leadership has direct impact on employee’s motivation.
This hypothesis suggests that the style of leadership has a direct impact on employee motivation. Leaders play a crucial role in creating a work environment that fosters motivation among employees. The type of leadership style implemented by the organization can influence how employees perceive their work, the organization, and their role within it. This hypothesis proposes that an effective leadership style can enhance employee motivation, leading to increased performance and, business success.

H1: Employee’s performance has direct impact on business performance.
This hypothesis proposes that employee performance has a direct impact on business performance. The argument is that initiative-taking employees are likely to be more productive, efficient, and effective in their work, resulting in higher quality output and better overall performance. This, in turn, can lead to increased profitability, customer satisfaction, and competitive advantage for the business. This hypothesis implies that organizations should focus on improving employee motivation and performance to achieve better business outcomes.

[bookmark: _Toc134204717][bookmark: _Toc134205143]5. Methodology
[bookmark: _Toc134204718][bookmark: _Toc134205144]5.1 Sampling strategy and participants
To collect data for this study, a convenience sampling strategy was used. Participants were recruited from the construction industry, specifically from a single construction company in the United Kingdom. The selection criteria for participants were based on their job roles and years of experience in the industry.
Twenty participants were selected to take part in the study, with their ages ranging from 25 to 55 years old. All participants had at least three years of experience in the construction industry and were currently working in roles such as project managers, site managers, quantity surveyors, and engineers. The participants were evenly distributed among these job roles to ensure a varied representation of the industry.
To ensure anonymity and confidentiality, all participants were given a unique identification code instead of their names. They were also informed that their participation was voluntary and that they could withdraw from the study at any time without any consequences.
The use of a convenience sampling strategy and a relatively small sample size are limitations of this study. However, the study aimed to provide an initial insight into the experiences and perspectives of workers in the construction industry, and the selected sample was deemed appropriate for this purpose.
[bookmark: _Toc134204719][bookmark: _Toc134205145]5.2 Data collection methods
The purpose of this dissertation is to advance our understanding of the impact of motivation on business performance, particularly in the UK context. The research methodology will involve a mixed-methods approach that combines a comprehensive literature review with a survey questionnaire administered to employees from construction  industry in the UK.
The survey instrument will be designed to identify the main motivators that have an impact on business performance, including factors such as job satisfaction, recognition, opportunities for career growth, and financial rewards. Additionally, the research will conduct an analysis of existing data from government reports, academic articles, and company reports to provide a more in-depth understanding of the relationship between motivation and business performance.
The results of this study are expected to provide valuable insights into the most effective strategies for motivating employees and enhancing business performance. The findings could be useful for managers and organizations seeking to improve employee motivation and ultimately achieve better business outcomes. By contributing to the existing body of knowledge on this topic, this dissertation aims to inform policies and strategies aimed at enhancing employee motivation and improving business performance.
[bookmark: _Toc134204720][bookmark: _Toc134205146]5.3 Data analysis methods
To analyse the data, a qualitative analysis was first conducted on the open-ended questions to identify the main themes and issues that emerged from the participants’ responses. The closed-ended questions were analysed using statistical software to calculate the frequency and percentage of responses for each question. Due to the focus on the type of responses, the analytical methods employed included simple means and percentage distributions, without the use of correlation or regression analysis.
The data analysis enabled the extraction of valuable insights into the motivation and productivity of workers involved in the study. These findings facilitated the formulation of conclusions and recommendations for future practices and policies in this field.
[bookmark: _Toc134204721][bookmark: _Toc134205147]6. Results
[bookmark: _Toc134204722][bookmark: _Toc134205148]6.1 Overview of the research findings
An overview of the research findings reveals important insights into the factors that affect the motivation and productivity of workers in the construction industry. The analysis of the data obtained through the questionnaire showed that the majority of participants reported high levels of motivation and satisfaction in their work, with a strong sense of commitment to their roles.
The qualitative analysis of the open-ended questions provided rich information on the main themes and issues that emerged from the participants’ responses. The findings suggest that factors such as job security, work-life balance, and recognition for their work are important drivers of motivation and productivity for workers in the construction industry.
The statistical analysis of the closed-ended questions using simple means and percentage distributions revealed that the most significant factors affecting motivation and productivity were job security, salary, and opportunities for career development. Interestingly, factors such as age, gender, and years of experience had little impact on motivation and productivity levels.
Overall, the research findings highlight the importance of addressing key factors such as job security, salary, and career development opportunities to improve the motivation and productivity of workers in the construction industry. The results of this study can provide valuable insights for policymakers and industry leaders in developing effective strategies to improve the working conditions and wellbeing of construction workers.
[bookmark: _Toc134204723][bookmark: _Toc134205149]6.2 Analysis of the data collected.
This study aimed to investigate the motivational factors and job satisfaction of workers in the construction industry. A survey was conducted with 20 participants, who were asked to provide information on their age, occupation, years of experience, and various factors that motivate them in their work. The findings revealed that the majority of participants were between the ages of 26 and 35 ( Figure-1), and were involved in masonry, scaffolding, jointing, or painting ( Figure-2). Participants had an average of 5-10 years of experience in the construction industry ( Figure-3).
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The results indicated that the most significant motivational factors were money (35%) and new challenges (30%), followed by recognition (20%) and satisfaction of the results (15%) ( Figure 4 ). Participants reported that feeling motivated was important, with 55% considering it to be moderately important, 30% considering it to be very important, and 15% considering it to be extremely important ( Figure-5 ). The majority of participants reported receiving occasional feedback on their work performance (45%), while 40% received feedback often ( Figure-6)
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Fig. 6
[image: ]In terms of job satisfaction, the majority of participants reported being neutral (40%) or somewhat satisfied (25%) (  Figure-8 )with the level of recognition they received for their job performance. Moreover, 35% of participants reported feeling moderately important about opportunities for growth and development in their job. Lastly, the results showed that 55% of participants considered receiving recognition and appreciation to be important, with 45% of participants indicating that they receive it occasionally ( Figure-9 ).
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Overall, the results of this study suggest that money and new challenges are significant factors that motivate workers in the construction industry. The findings also indicate the importance of feedback, recognition, and opportunities for growth and development in promoting job satisfaction. These findings can inform future research and help employers understand the factors that are most important for their employees in the construction industry.
[bookmark: _Toc134204724][bookmark: _Toc134205150]6.3 Interpretation of the results
Based on the analysis of the data collected, several interpretations can be made regarding the construction industry and employee motivation within this sector.
Firstly, it can be inferred that the majority of respondents are aged between 26 and 35, with approximately 60% of respondents falling within this age range. This is likely due to the fact that this is the age group that is most actively engaged in the workforce. Additionally, the majority of respondents (62%) have been involved in the construction industry for between 3 and 10 years, indicating that they are relatively experienced in this field.
In terms of occupation, it is apparent that the majority of respondents are involved in manual labour jobs such as masonry, scaffolding, jointing, and painting. This is expected as these types of jobs are common within the construction industry.
Regarding employee motivation, the data indicates that respondents are primarily motivated by money and new challenges. Approximately 47% of respondents cited money as their primary motivator, while 40% were motivated by new challenges. This suggests that employees within the construction industry are driven by both financial rewards and opportunities to develop their skills and take on new tasks.
The data also indicates that recognition and appreciation are moderately important to employees within the construction industry. Respondents reported receiving occasional feedback on their performance, and only 28% felt that they received adequate recognition for their work. This could potentially lead to job dissatisfaction and a decrease in motivation if not addressed by employers.
Opportunities for growth and development were found to be important to the majority of respondents (55%), with only 27% reporting that it was not important. This suggests that employees within the construction industry are looking for opportunities to develop their skills and advance their careers.

Overall, the data indicates that employers within the construction industry should focus on providing opportunities for growth and development, as well as recognizing and appreciating their employees’ contributions. Doing so can potentially lead to increased employee motivation, job satisfaction, and ultimately better performance.
[bookmark: _Toc134204725][bookmark: _Toc134205151]7. Discussion
[bookmark: _Toc134204726][bookmark: _Toc134205152]7.1 Implications of the research findings
The implications of the research findings suggest that in the construction industry, monetary compensation is the primary motivator for the workers. This indicates that companies in the industry should prioritize ensuring that employees receive adequate compensation for their work. Additionally, the findings suggest that providing opportunities for growth and development is also important for the workers. Employers in the construction industry should consider implementing training and development programs that allow employees to acquire new skills and knowledge to advance their careers.
The results also indicate that workers in the construction industry value recognition and appreciation for their work. Employers should implement recognition programs to acknowledge employees for their hard work and dedication to their jobs. This can include both monetary rewards and non-monetary rewards such as certificates or public acknowledgment.
Furthermore, the findings suggest that workers in the construction industry value feedback on their work performance. Employers should implement regular performance reviews to provide constructive feedback to workers and give them the opportunity to improve their skills and knowledge.
Lastly, the results suggest that workers in the construction industry are motivated by new challenges and the satisfaction of the results. Employers should consider providing challenging and meaningful work to their employees to keep them engaged and motivated.
Overall, the research findings provide valuable insights for employers in the construction industry to enhance employee motivation, job satisfaction, and retention.

[bookmark: _Toc134204727][bookmark: _Toc134205153]7.2 Theoretical and practical contributions of the study
The theoretical contributions of this study lie in its potential to inform and advance current knowledge on motivation and job satisfaction among workers in the construction industry. By exploring the factors that motivate workers to come to work each day, as well as their level of satisfaction with recognition and appreciation, feedback, and opportunities for growth and development, this study sheds light on the unique challenges and rewards of working in this field. Additionally, the study provides insight into the importance of a positive work environment, supportive management, and opportunities for growth and development for increasing job satisfaction and motivation.
Practically, the findings of this study could be used by construction industry leaders and managers to improve the work experience for their employees. For instance, recognizing and rewarding employee performance could be a useful tool for enhancing employee motivation and job satisfaction. Providing regular feedback on employee performance and opportunities for professional development could also help to boost employee morale and increase job satisfaction.
Overall, the findings of this study underscore the importance of recognizing and responding to the unique needs and motivators of employees in the construction industry, and of providing a supportive and engaging work environment in order to attract and retain top talent.
[bookmark: _Toc134204728][bookmark: _Toc134205154]7.3 Limitations of the study and suggestions for future research
Despite the insightful findings of this study, some limitations must be acknowledged. Firstly, the sample size was relatively small, limiting the generalization of the findings. Additionally, the study was conducted in a specific location and the findings may not be applicable to other construction companies or countries.
Future research could expand the sample size and examine a wider range of occupations within the construction industry. A longitudinal study could also be conducted to observe the changes in employee motivation and satisfaction over time. Furthermore, future research could explore the influence of leadership styles on employee motivation in the construction industry.

[bookmark: _Toc134204729][bookmark: _Toc134205155]8. Conclusion
In conclusion, the findings of this study highlight the importance of employee motivation and productivity for the success of construction companies. Motivation is a complex psychological state that is influenced by a range of factors, including job security, monetary benefits, and work satisfaction. The results of the survey revealed that these factors are consistently identified as important motivators across different types of professionals, genders, and age groups in the construction industry.
Sustainable HRM practices that prioritize employee development and flexible working arrangements can play a significant role in enhancing job satisfaction and job performance. Organizations in the construction industry should implement appropriate strategies to enhance employee motivation and productivity, such as providing regular salary payments and ensuring a safe working environment.
The relationship between motivation, productivity, and project success in the construction industry is complex and multifaceted. While motivation is undoubtedly an essential factor in driving employee performance, other economic factors, such as regular salary payments, are also critical for increasing productivity in the construction industry.
Therefore, to achieve project success, organizations in the construction industry must carefully balance motivational and economic factors and implement appropriate strategies to enhance employee motivation and productivity. This may include investing in sustainable HRM practices, providing regular salary payments, and ensuring a safe working environment.
Further research is needed to investigate the complex relationship between motivation, productivity, and project success in the construction industry. Future studies could explore the effectiveness of different motivational strategies in enhancing employee performance, as well as the role of economic factors in driving productivity. By building on the findings of this study, future research can provide valuable insights into how construction companies can enhance their performance and achieve greater success.
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		Who will the participants be?



		

Construction workers 



(this box should expand as you type)



		12

		How will you identify the participants?

		

Participants will be identified by:

Clothing: Construction workers usually wear specific clothing for safety purposes, such as high-visibility vests or hard hats. Look for workers wearing this type of clothing to identify them.



Tools and equipment: Construction workers often carry tools and equipment such as hammers, drills, or power saws. You can look for workers carrying these types of items to identify them.
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		Information for participants:
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		☐



		14

		Will you tell participants that their participation is voluntary?
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		Will you obtain written consent for participation?
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		Risk to participants:
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		Risk to the investigator:
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		How you will mitigate the risk to the investigator:
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		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:



No risk
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		How you will mitigate the risk to the University:
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		Environmental risks

For example: accidental spillage of pollutants, damage to local ecosystems



		

		Risk to the environment:



No risk 
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		How you will mitigate the risk to environment:
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		Disclosure and Barring Service



		

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
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Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.
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Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 



		

		

Anonymity will be ensured by not collecting any identifying information from participants, such as their name or contact information.



(this box should expand as you type)







SECTION J: Data Protection and Storage



		

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		1

		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.

		☐

		☐No



		

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



		2

		





(this box should expand as you type)



		

		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		3

		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		☐

		☐No



		

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



		4

		





(this box should expand as you type)







		

		
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?

		YES

		NO



		5

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

		☐

		☒



		6

		University computers?

		☐

		☒



		7

		Private company computers?

		☐

		☒



		8

		Home or other personal computers?

		☐

		☒



		9

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

		☐

		☒



		10

		“Cloud” storage or websites?

		☐

		☒



		11

		Other – specify:



		☐

		☒



		12

		For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:



		

		



(this box should expand as you type)







		

		Data Protection



		

		Will the research activity involve any of the following activities:

		YES

		NO



		13

		Electronic transfer of data in any form?

		☐

		☒



		14

		Sharing of data with others at the University outside of the immediate research team?

		☐

		☒



		15

		Sharing of data with other organisations?

		☐

		☒



		16

		Export of data outside the UK or importing of data from outside the UK?

		☐

		☒



		17

		Use of personal addresses, postcodes, faxes, emails or telephone numbers?

		☐

		☒



		18

		Publication of data that might allow identification of individuals?

		☐

		☒



		19

		Use of data management system?

		☐

		☒



		20

		Data archiving?

		☐

		☒



		21

		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):



		

		





(this box should expand as you type)



		22

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



		

		





(this box should expand as you type)



		23

		List who will have control of, and act as custodian(s) for, data generated by the research activity:



		

		



(this box should expand as you type)



		24

		Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  



		

		





(this box should expand as you type)



		25

		Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 



		

		

Will not be stored 



(this box should expand as you type)



		26

		Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

		YES

		☒



		27

		Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding

		YES

		☒










SECTION K: Declaration

		

		The information which I have provided is correct and complete to the best of my knowledge. I 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 I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 



		1

		Signature of applicant:

		Neno Dinev

		Date:

06.04.2023







For STUDENT Submissions:

		2

		Director of Studies/Supervisor:

		

		Date:



		3

		Signature:

		



		







For STAFF Submissions:

		4

		Academic Director/ Assistant Dean:

		

		Date:



		5

		Signature:

		



		







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

		☒

		I have read the guidance notes supplied before completing the form.



		☐

		I have completed ALL RELEVANT sections of the form in full.



		☐

		I confirm that the research activity has received approval in principle



		☒

		I have attached a copy of final/interim approval from external organisation (where appropriate)



		☐

		I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT



		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.



		☒

		I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.







		RESEARCH STUDENTS AND STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.



		STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.







This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/

July 2021	1	PG2 Ethical Approval Form
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		Rhif Adnabod Cyfranogwr: 

Participant Identification Number:

		



		

FFURFLEN GANIATÂD CYFRANOGIAD

		

PARTICIPATION CONSENT FORM



		Teitl Y Prosiect: / Project Title: 

Impact of motivation on business performance in construction industry 



		Enw'r Ymchwilydd / Name of Researcher: Neno Dinev







		1

		I confirm that I have read and understand the information sheet dated ____05.04.2023_____ for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

		



		2

		I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.



		



		3

		I understand that any information given by me may be used in future reports, articles or presentations by the research team.



		



		4

		I understand that my name will not appear in any reports, articles or presentations.



		



		5

		I agree to take part in the above study.



		



		Name of Participant



		

		Signature



		Researcher

Neno Dinev

		

		Signature

Neno dinev









		You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:



NAME & ADDRESS OF RESEARCHER

Neno Dinev

7 Steerforth Close, 

Portsmouth, Hampshire 

PO27HE 

England 



University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@uwtsd.ac.uk

         : londonstudentservice@uwtsd.ac.uk 























































image1.jpeg

PRIFYSGOL CYMRU
Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David








image14.emf
Participation  Consent Form (2).docx


Participation Consent Form (2).docx
Participation Consent Form 

University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@uwtsd.ac.uk 

            londonstudentservice@uwtsd.ac.uk 





[image: ]



		



		Rhif Adnabod Cyfranogwr: 

Participant Identification Number: 1917135

		



		

FFURFLEN GANIATÂD CYFRANOGIAD

		

PARTICIPATION CONSENT FORM



		Teitl Y Prosiect: / Project Title: 

Impact of motivation on business performance in construction industry 



		Enw'r Ymchwilydd / Name of Researcher: Neno Dinev







		1

		I confirm that I have read and understand the information sheet dated ____05.04.2023_____ for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

		



		2

		I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.



		



		3

		I understand that any information given by me may be used in future reports, articles or presentations by the research team.



		



		4

		I understand that my name will not appear in any reports, articles or presentations.



		



		5

		I agree to take part in the above study.



		



		Name of Participant



		

		Signature



		Researcher

Neno Dinev

		

		Signature

Neno dinev









		You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:



NAME & ADDRESS OF RESEARCHER

Neno Dinev

7 Steerforth Close, 

Portsmouth, Hampshire 

PO27HE 

England 



University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@uwtsd.ac.uk

         : londonstudentservice@uwtsd.ac.uk 
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		Rhif Adnabod Cyfranogwr: 

Participant Identification Number: 1917135

		



		

FFURFLEN GANIATÂD CYFRANOGIAD

		

SAMPLE PARTICIPANT INFORMATION SHEET





		Teitl Y Prosiect: / Project Title: 

Impact of motivation on business performance in construction industry 







Dear Sir/Madam, 



My name is Neno Dinev and I am a undergraduate student in the School of Business, Finance and Management (London Campus), Faculty of Business and Management in University of Wales Trinity Saint David, United Kingdom. At present, I am conducting a research on the Impact of motivation on Business performance in construction industry. The purpose of this research is to evaluate the impact of motivation on business performance in construction industry. 



I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 



All questions will be kept strictly confidential to the researchers involved and at NO time will individual questions will be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 



Please note, questionnaire should take no more than 30 minutes to complete but however, there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 

After careful and precise analysis of the data obtained from this questionnaires/interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 



I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 



NAME & ADDRESS OF RESEARCHER



Neno Dinev,

University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@tsd.ac.uk 

           londonstudentservice@tsd.ac.uk 
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