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Chapter 1 – Introduction
1.1 – Introduction
Embodied in the research are findings from a survey alongside the comparison of statistical data collected from outside sources, which will be used to gain a beneficial incite on how workplace morale impacts employee job satisfaction. 

At this current time, it is more prevalent than ever to understand how job satisfaction levels for office based construction staff in the UK can be improved. Morale within an office environment directly impacts employee’s well-being; their loyalty to their company and quality of work produced. Office based teams with “higher morale are more productive in the tasks that they complete” (Hazley, 2019). By understanding different management styles and paying attention to human behaviour of staff within an office based construction team higher levels of productivity can be achieved. 

Morale can be affected in many ways, one of the most influential being managements styles. A number of different management styles will be referred to throughout the body of this research. The findings from this research can be used to promote officed based construction staff being managed in a way that maximizes morale, in turn maximizing productivity.

Data collected as part of this research will conclude that there is a direct correlation between high levels of office morale to high levels of employee job satisfaction for office based construction workers. 

1.2 – Aims
The primary aim of this research is to prove that there is a direct correlation between higher levels of morale and increased levels of job satisfaction for office based staff within the construction industry. Exploring secondary sources of statistical data that show trends in what impacts the level of job satisfaction for office based construction workers. Cited text are also used in place to demonstrate how management styles can also play a role. In addition, the secondary aim of this research is gathering data in the form of a survey. A survey asked to former colleges serves as the secondary research, although no responses were received.

1.3 – Objectives
1. Gather information on job satisfaction for office based staff from the construction industry.
2. Gather information on how morale affects job satisfaction for office based staff.
3. Analize the data produced.
4. Make comparisons between the trends in morale and job satisfaction.


1.4 – Summary
The small scale survey that has been conducted for this research in combination with supplementary data that has been collected from online sources will indicate that a high office morale in fact has a positive impact on job satisfaction. Below will be a full break down of findings for the research along with suggestions for future research.











Chapter 2 - Research
2.1 - Research Approach
This research is to highlight how office based morale is impacts different management styles that are utilized within construction, for office based staff. This will be demonstrated with the use of statistical information in the form of surveys and graphs.

A combination of both primary and secondary research has been conducted to draw upon for the conclusion of this research. Primary research utilizes pre-existing data taken from UK based construction companies that show what factors impact the job satisfaction their own office based construction staff. A survey was sent to previous colleagues who are still employed in the construction industry to form secondary data, but no suitable replies were received.

The Primary research utilizes data from sources that presently exist online due to the short research timescale. The research consists of information that has been published on the job satisfaction of office based construction staff in previous years. The data comes from secondary sources. A variety of different organizations have been drawn upon from multi-disciplinary construction companies to stand alone association and data has been provided on job satisfaction levels of staff. Data will be utilized for sources.

Secondary research is in the form of a survey. The survey has been produced and asked to primary sources, previous colleagues who are still employed in the construction industry. Questions will be scored using a 5 point likert scoring system.  The quantitative data produced from the scoring system would have provided statistical data to be analysed. Questions are related to job satisfaction and morale in the workplace. In the aim of gathering evidence that there is correlation between high levels of office morale and high levels of job satisfaction.  
[bookmark: _Hlk164154499]
	2.2 - Research Literature 
The main body of research consists of surveys that provide statistical data relating to employee job satisfaction levels of office based construction staff. The primary focus being on the following 3 companies that have provided reports of employee feedback: Linear Recruitment (2023), Lanes Group (2023), Association for Project Managers (2023). Complementary data also came from Dainty, A’s (2009) 

Multiple sources of information have been used to gain understanding of management styles. Citation from Sohmen, V’s (2015) research into leadership styles and teamwork along with Ranjith, B’s (2020) impact of job satisfaction on the employee performance in the UK construction industry. The job satisfaction of UK architects and relationships with work-life balance and turnover intentions.

In additional the recent research of Memon (2023) was cited. Although this particular item of research is taken out of Pakistan it is of interest because it studies the relationship between job satisfaction and employee performance in the construction industry.


2.2 - Definition Of Management Styles
   Autocratic Style
This approach the team leader is the primary decision maker and will act with little to no input from others member of the team. The team leader believes that they are more experienced/ smarter than the other team members - this is referred to as a command and control approach.

[bookmark: _Hlk63683846]  Authoritative Style
Unlike an autocratic leader, an authoritative leader will take time to explain their process of decision making. 
A key attribute to this management style is that all members of the team feel involved. Having in-depth conversations on the decisions making process, oppose to simply giving order leaves members of the team feeling are more enthusiastic – which leads to great performance.

  Pacesetting Style
The pacesetting management style is only effective when applied in the correct scenario. Like an authoritative leader, a leader that has adopted this style can have a great influence on other team members motivation and enthusiasm. A pacesetter will set a high standard and can be describes as a passionate and driven. If other team members do not share the same passion, then there is potential for a disaster; people become overloaded, stressed, confused & eventually unproductive.
Prior to conducting the full research my suggestion is that it is only appropriate to use this style when working with a like-minded team that are “goal-oriented” (Sohmen, 2015, p.5) rather than task-oriented.

  Democratic Style
The democratic management style will welcome the thought of other team members before making a final decision. Upon agreeing a final decision, the team leader will outline the main objective then team members are given the freedom work in their own manner and prioritize their work bank accordingly. Not only does this make the team feel involved, but on a more emotional level they feel valued and trusted.

  Coaching Style
As the name suggests, this style of leadership is put in place when a team leader acts as a coach to other team members. A leader using this style has confidences within their group and sets to inspire them. Instead of simply barking orders and expecting people to understand – as an autocratic leader would – a leader using this style will make sure everyone understands by asking questions. This is called the consider this approach and is designed to engage to mind on an individual level. A leader using this style will need a good understanding of emotion intelligence, to read body language of other team members. Body language can be a massive indication that someone does not comprehend, or not giving their full attention.

  Affiliative Style
[bookmark: _Hlk97204663]This style varies drastically from the others, the main reason being is the emotional needs of the individuals within the team are put before the companies’ objectives. Here, the team leader must have a clear understanding of “Maslow's Hierarchy of Needs” (McLeod, 2020) or this style will be completely ineffective. 
[bookmark: _Hlk97204849]Maslow’s hierarchy details that human beings have two sets of needs – material & spiritual – these can be broken down into a further five needs. For team members to reach full potential, all five needs must be fulfilled. The two material needs – physiological such as eating & safety in the likes of family and employment – are seen to be foundations for a proactive lifestyle. Until recently, companies only concerns were for materials needs – paying employees to keep them feed and clothed. It is becoming increasingly important for companies to consider their employees spiritual needs due fast past and something chaotic ways of modern life. 

  Laissez-Faire Style
On completely to other end of the spectrum from the autocratic style we have the lasses-faire style. Translating from French, lasses-faire means let it go, which summarises this style perfectly. When compared to all other leadership style, this style involves the least amount of oversight, decisions can be made without the leader being aware. Taking that into consideration the only time I personally see fit to use this style would be when working in a highly experienced team. Even then, I would not use this style exclusively, I would integrate with the democratic styles – possibly the pacesetting style also depending on the end objective. A leader should always keep tabs on their projects on the emotional state of their team members.

2.4 – Personality Testing
Personality testing will be incorporated on an individual level. Office based employees with varying personality types can shift the morale of an inter team. Understanding different personality types and how these can work together are essential for improving productivity. 

[image: A close-up of a pie chart

Description automatically generated]Participants will be asked to complete the DiSC personality test, which is a “quadrant behavioural model that measures dominance, influence, steadiness & compliance” (DiSC Profile, 2020). My result from the DiSC profile can be seen on the right.
(123Test, 2024) 
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Chater 3 - Methodology
3.1 – Primary Research 
A collection of findings from research literature which can be used as supplementary data to compare with the findings from the primary research. Gathering relevant data proved to be a challenge, although, data on job satisfaction levels has been collected and analysed for office based construction workers in the UK. 

First to be analysed is in-house data provided directly from organizations/ professional associations within the UK who currently employee office based construction workers. For a wider variety, samples have been taken from multi-disciplinary and professional specific organizations. 

Data obtained from the linear recruitment group highlights that job satisfaction is highly impacted by how employees view a company’s culture. As reported by Linear Recruitment (2023) over 70% of respondents ranking company culture as highly importance. 
Graph provided below detailing the different factors that affect job satisfaction.       
[image: A graph with colorful bars
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Linear Recruitment, (2023)

Linear Recruitment (2023) a survey conducted on 2,080 professionals that are currently employed in the UK. Part of the survey focuses on why current employees left their previous employers, key points which relate to my research can be found below:
· Dissatisfaction or disinterest in the work - 28%
· A lack of recognition - 18%
· Unsupportive management - 16%
· An unfriendly or hostile team environment - 12%
· No connection to the company's values - 10%

A lack of flexibility has also proven to be a leading cause in decreased job satisfaction with “346 respondents” (Lanes Group, 2023) stating this is why they left their previous roles. 
The graph provided shows that dissatisfaction of the work being carried out to be the third most popular reason as to why employees left previous jobs.
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Lanes Group, (2023)

The Association of Project Managers (2023) conducted a survey of associated project managers who are currently employed in the UK. The report collates data that has been collected from several sources. The selected companies have a large difference in the number of staff employed, ranging from companies with 10 or less employees to corporations with over 100,000 employees.
Part of the survey which was particularly interesting for my report was the data collected for the important aspects for job hunting criteria for associates. When the participants were asked which aspects are most important when looking for a new job “60% stated that management style/ company culture” (Association of Project Managers, 2023) was the leading factor.
Association of Project Managers, (2023)
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  3.2 - Secondary Research
The secondary research of this topic consists of a survey which was conducted to gather information on the relationship between office morale and job satisfaction levels for office based construction workers in the UK. 

13 surveys were sent out, but no suitable replies were received.
Survey questions are closed-ended to produce data that can be statistically analyzed. A combination of informal and non-leading questions will aid in creating non-bias data. Questions have purposely been asked in different styles so as not lead the participants to a given answer at any time.

Questions have been answered in a rating scale form of multiple choice, specifically the 5 point likert scoring system. The likert scoring system is highly adaptable and produces statistical data. Each question is to be answered with a score from 1 to 5 – with 1 representing strongly disagree and 5 representing strongly agree. 
1. Can you see yourself working in the industry in the next 5 years?
2. Would you consider your team to have a low level of morale?
3. Are you happy with your relationship with the managers within our organization? 
4. Are you satisfied with your current position?
5. Would you recommend working in the industry? 
6. Do you feel your thoughts are considered within your team?
7. Do you agree with your company’s management style?
8. How productive would you class your team?
9. Would you say that the morale of the office has an impact on your productivity?
10. Do you prefer working alone rather than as part of a team?

Originally planned as part of the research proposal data was going to be collected on; age, time of employment, personality type and job role. However these question pools were left, all surveys answered anonymously to protect confidential information of the participants.

A recommendation for any future research into this topic is to include a selection of multiple choice questions that are related to how different management styles impact job satisfaction. Questions to be answered by the following format: A – Autocratic, B – Authoritative, C – Pacesetting, D – Democratic, E – Coaching, F – Affiliative, G – Laissez-faire. Finally, with timescale being the only issue, it would have been beneficial to undertake interviews. Prior to the interviews research would need to be done on types of interview question as detailed by Kavale in the 1996 publication of an introduction to qualitative research interviewing.
	
















Chapter 4 - Analysis
4.1 - Statistical Analysis
Statistical data has been cited from 3 separate sources relating to job satisfaction rates for office based staff working in the construction industry in the UK: Linear Recruitment (2023), Lanes Group (2023) & Association of Project Managers (2023).  Information has been portrayed in bar graphs detailed above in Chapter 3. A visible trend is clear: salary, work-life balance and morale/ company culture are deemed as the most influential factors on job satisfaction. 

A survey by Linear Recruitment (2023) states that 50% of 2,080 participant rank company culture as the most factor of job satisfaction. With that in mind, salary proved to be the leading factor when considering the shared votes. In addition, the survey conducted by the Association of Project Managers (2023) came to the same conclusion when 82% of respondent said salary was the most important factor for job hunting criteria.  Management style/ company culture still proves to be a leading factor.

When looking at the survey of Lanes group staff that was undertaken to judge what factors affected the decisions of employees who had recently joined the company, “30% of 1,442 respondents” (Lanes Group, 2023) stated that salary was the most important. Racking the second highest behind a lack of work-life flexibility. A lack of recognition, unsupportive management, unfriendly team environment and employees having no connection with company value have a combined total of 56%. 

All of these are linked to office morale and management style. Proving an increase to office morale would increase the job satisfaction levels of office workers. A clear trend is visible with salary, work-life balance and office morale. Salary and work-life balance have and always will be the predominant factors because of basic human desires. Office morale along with a better understanding of and employees’ needs could be understood by competing personality testing.

4.2 - Literature Analysis
A supplementary report based on the job satisfaction of architects was a questionnaire that received 110 responses. Out of the respondents “approximately one-third of the participants were considering leaving their current employer” (Dainty, 2009)
The questionnaire was to determine what relationship the management of work-life balance had on the job satisfaction of the architects. The studies indicate that a large proportion of the respondents did not take well to stricter management styles. An example being “20% to 40% of the respondents were dissatisfied with over management and a lack of opportunity to demonstrate their abilities” (Dainty, 2009). 
The benefits of a more welcoming management styles, such as authoritative, are apparent when considering the research of Ranjith (2020) that concluded that job satisfaction is the crux for the employees’ reason for working. Forming a positive and constructive working relationship between management and office staff leads to better workplace morale. Research conducted states that “employee satisfaction is an important factor in employee engagement, goal achievement, and positive workplace morale” Memon (2023). Supplementary data produced by Ranjith (2020) implies that “when a relationship is good, the employees are motivated through the positive feedback of the supervisors. It leads to better performance of the employees.” To achieve this the research indicates that managers should always promote the use of providing feedback to get a better understanding of the employee’s level of job satisfaction.






Chapter 5  –  Errors
Originally, the questionnaire was also going to ask for specific information relating to each respondent – including: age, job role within office based construction team, time of employment, personality type. Upon review, these questions were left out of the questionnaire to protect identity. Instead, all of the questionnaires were answered anonymously. This data could have been used to match possible demographic trends with levels of morale.

A short timescale with the questionnaires posted an issue. No suitable replies were received from the survey, as a result no data was collected. Timescale was not the only issue; the sample size was not large enough. Future research would benefit by using the Cochran equation to calculation an appropriate sample size. For future studies in this subject area, a calculated sample size reliable participants from a range of office based job roles should be given plenty of time to answer, with security of complete privacy.

As a result of the limited sample size no data was collected to check for the flow of normal distribution. Normal distribution, often referred to as gaussian distribution, is the symmetrical distribution of data with no skews. A visible trend will be clear with a large cluster of data in the centre which tapers off to be ends of the variable. As described by Bhandari (2023) two values are described, standard deviation and the mean. The mean determines where on the graph a peak of the curve is located. Data with a high mean average will move the peak to the right, whereas a decrease in the mean average will move the peak to the left. Reliable data is dependent on a medium to large standard deviation, which reflects as a wide curve when plotted on a graph. A small standard deviation results in a narrow curve. A method of testing standard deviation is the empirical rule, which details where values lie in normal distribution. It is expected that 68% of the values are to fall within 1 standard deviation of the mean, additionally 95% will fall in to 2 standard deviations. The vast majority of the data will be included in the final 3 deviations being 99.7%.
This would have also allowed for a T-test to be completed, which is a “type of test used for hypothesis testing in statistics” (Hayes, 2023). The T-test is used to determine is there is a statistical difference between the mean of two variables, in this instance being the level of morale and job satisfaction. Completion of a T-test would prove there is a correlation between morale and job satisfaction.




















Chapter 6 - Conclusion
Throughout the research process a combination of statistical data relayed by construction companies along with the critical analysis for research literature the conclusion has been drawn that there is a correlation between office morale and job satisfaction levels of office based staff working within the UK construction industry.

Data collected as part of the primary research indicated that morale is a leading factor that affects job satisfaction. Office morale/ company culture has repeatedly been mentioned by employees as a leading cause to decrease job satisfaction. The impact of not understating management styles results in low morale, in turn lowering job satisfaction. Job satisfaction has a positive and necessary relationship with employee performance, implying that improving workers’ job satisfaction will improve performance. Summarizing the studies of Memon (2023) demoralized employees are regarded as a primary factory on the impact of over job satisfaction and efficiency.

The statistical data that has been referenced in the body of the text indicates there is a correlation between office morale and job satisfaction, but further research is needed to solidify the findings.
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Personal Summary

Reflecting on this module there are multiple things I would change if I were to complete the task again. Firstly, I would take more time to consider the topic I would be researching. When referring back to my research proposal I didn’t have a clear idea of where the research was going to take me. As I progressed, I noticed that productivity within a construction team is difficult to measure, therefore I changed the basis of my research.

Another issue for me has been access reliable information. After taking a few years off university I was not comfortable accessing database online and using the university online library, although I have taken out physical books for other assignments. If I was to complete this task again, I would make a better effort to access peer reviewed studies that would better support the research. Unfortunately, due to my compressed timescale I did not have time to use the SPSS software, this would also be something that I’d look to familiarize myself with if I were to ever come back to complete the dissertation.

This research has given me a beneficial incite into management styles. I hope to return to the industry in the future and understanding the importance of morale alongside collaboration, I think, is key.
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       Rhys Whiteman
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