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The Improvement of Industrial Relations and the impementation of Motivation
factors on the Construction Project Teams can drivedhe Construction Industry in

Higher levels of Productivity

1 Introduction
The present dissertation is part of the Postgr@adiPabgram of MSc in Construction

Management of “Neapolis University of Pafos”.

The dissertation subject is the *“Improvement of ustdal Relations and the
Implementation of Motivation Factors on the Constien Project Teams can drive the

Construction Industry in Higher Levels of Produittiv.

1.1 Aim of the Dissertation:
Analyze of factors that affecting the employee’shdgor in Construction Project in

relation to improved Performance.

1.2 Objectives:
1. Evaluation of employees’ satisfaction based on rthelationship with their

superiors, colleagues and subordinates in manner cofporation and
communication but also in the general environmdrthe company they are part
of.

2. Critical examination of the Superiors’/Managerditatle towards employees, the
level of organizing and the effectiveness in givarders.

3. Evaluation of employees’ productivity and the allowes of improvement

4. Examination of the existence of motivation on béloélthe company that drives
the employees in higher level of productivity ahe type of motivation that the

employees are suggested for such improvement

1.3 Literature Review:
Chapter 2: The significance of Construction Industrthe sector of economy is described

in this chapter, with a general reference to thdustry’s participants in manner of
activities and services. A flashback in Constructinistory and the main differences
between construction project teams with other itriks teams are presented. Each phase
of construction is described in the section of @ctg life cycle, from the initiation of a

project to its completion and delivery.
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Chapter 3: In the third chapter the importance h&f éxistence of the project teams is
stated, and the participants of each team are qiexkeCharacteristics of each participant

and the supply chain members, along with theiragasibilities are described.

Chapter 4: Human factors that affecting the pertoroe of individuals in a project team
are analyzed focused on the individual's personabind behavior. Individual’s
performance can be improved by several types ofivaiain stated in chapter 4 and

expressed by theories of motivation that whereedtand practiced along the time.

Chapter 5: The methodology that was followed tawbthe objectives of the dissertation
is described along with the results adopted fratdfresearch in chapter 5. Qualitative and
guantitative research method was used and thensspmoted in the field research formed

the charts and likert scales results.

Chapter 6: Conclusions of the dissertation werenéat in combination of the desk
research and the field research results and thgestigns arising from the analysis are

presented in chapter 6.
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2 Construction Industry

2.1 Construction Industry
Construction Industry is an important sector of rgveconomy. Is characterized by

researchers as a “Service Industry”, based onbilgi@s and needs in assembling what
other sectors of economy produce. (George Oforg Tbnstruction Industry: Aspects of

its Economics and Management)

Construction Industry is a multifunctional sector @conomy which plans, designs,
constructs, alters, maintains, repairs and at tite demolishes buildings of all kind. It
includes professionals, consultants, material seppl plant hire firms, material and
equipment manufactures and public agencies. (GeD@fga, The Construction Industry:

Aspects of its Economics and Management)

Contractors, Project Manager

Architects, Consultants, Communal Activities

Specialists, [Bigps

Constructini

Design Team Electricid?lumber

. A -
Desianin( Maintenanc
Owner, Consultants — Plant hire firms,daaers
: < Activities . "
Planninc B - "l Demolitior
Construction Industry
Buildinas < y » Infrastructure
—— _ Products -
Residential, Industrial, Airports, resactanals
Commercial Dams, Bridg&unnels
\ 4
Service

Telecommunicati&tectricity, Water, Gas
Diagram 1 Aspects of Construction Industry

(Based on: George Ofori, The Construction Induktry

10
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The technological development of the last years, ititroduction to the market of new
ideas and materials, the divergence towards theegiron of the environment and Green
development in combination with the arrival of nemtrants in Construction Industry had
driven to an increase of the professionals invoivetthe procedures and at higher levels of
responsibilities. (Frederick E. Gould and Nancy Joyce.2009.’Construction Project
Management) The results of these were the demabeéttdr organizing in determination
of roles among participants and teams, higher sewktorporation with other participants,
higher levels of knowhow and increased technoldgikdls and more effective means of
monitoring the activities which are happening icanstruction project on behalf tfie
managers. (Tim Cornick and James Mather. 2009. t@at®n Project Teams, Making
Them Work Profitably)

2.2 History of the Construction
By the passing of the time and due to the developrtieat appeared allowed human to

move from the caves and started creating their siatlters by the use of natural materials

which were taken from the ground.

Since the time that human started creating citiimaand started taking advantage of his
power and influence on others, the developmenigifds constructions started by the use
of man force. Such use of the man force is showthénearly years in the construction of
pyramids. The man was forced to work in groups utide pressure of his master and his
whip facing every day the fear of death. Even is #xample the masters of the man force
were using an organization system and fear motimadd as to achieve the construction of
a complicate structure such a pyramid although dbeditions were inhumane. (Tim
Cornick and James Mather. 2009. Construction Projeams, Making Them Work
Profitably)

2.3 Construction Project Teams differences with other industries’ teams
Is shown from the previous example that construcsitarted from the early years of the

existence of man and therefore it can be charaeiras the oldest and most traditional
industry than all the others. It needs a large remolb man force and more time to produce
its product, without having the opportunity for bamnd easy changes, especially if a
product is such as a pyramid or a skyscraper. ifine iielated to the construction depends
on the complexity of a building and so is the aafstonstructing such a project, which is

the most expensive product in the market. Any lohgrojects are developed in different

11
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places by different contractors and organizatifexsng difficulties on site and extremities
due to weather conditions or site conditions. Thaggut teams involved in a project work
from different places as a result not having a iooioius contact with each other and the
time they meet to corporate sometimes is not saffic These reasons are that which
separate the construction industry from all theerthand that is why the teams which are
involved in the procedure of construction play gngiicant role from the beginning to the
end of a project. (Tim Cornick and James Mathe920Construction Project Teams,
Making Them Work Profitably)

2.4 Role of the organization/ company
A significant role plays also the company or orgation which is responsible for the

construction and turnover of a project. A speqifadicy and organization structure must be
followed where the mission and goals of the compangrganization are clear and which
must be transferred and explained in the projeamgethat are involved in the whole
procedure. Mechanisms must be introduce for thérabof the quality of each activity of
the construction phase, the minimization of theegyges so as the project to be kept in the

agreed budget and the time schedule so as thecptojee delivered in time.

During the project’s life cycle, a lot of peopletiwidifferent specialization are involved
and obliged to contribute and corporate with theert. Depending on the method that will
be followed in the preconstruction and construcpbase, the responsibilities of each one
and their team are proportionate.

On later chapters will be discussed which are thpsgect teams, what are their

responsibilities and obligations and how they dfésch other in the project’s processes.

In the Construction Industry as mentioned in thé&ootuction, a large number of

participants are involved of many sectors and giees. (Frederick E. Gould and Nancy
E. Joyce, 2009) Therefore to be able someone teratathd whatever and whoever
surrounds the Construction Industry an analysishef construction procedures must be

followed.

Each participant of the project has his timingmtegeing the procedures.

12
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2.5 Project’s Life Cycle

Inception

Conception e Feasibility Study
¢ Project Strategy

Preconstruction
* Detailed Design <::| Design

® Procurement

Turnoner
Construction [:> e Operation

* Maintenance

Diagram 2 Project’s Life Cycle

(Frederick E. Gould and Nancy E. J0.2009.’Construction Project Manageme

2.5.1 Conception Phase:
Before the initiion of any procedures general idea for a project is introduced to

studied. The idea can be introduced either fromsgansor of the project on his own
with the advice of a consultant. This idea is gdioghe next phase for a more detal

study.

2.5.2 Inception Phase:
In this stage, a more detailed study of the general talkees place, in order to be develo

and specified. Is the phase where the purposesgbritject must be clarified, in manner
budget, operatiorand financin: by specifying the objectives and aimf the project. A
feasibility analysis will take place where the ogpaities of the project will be studi, in
order to calculate the promised profitability g in combination with the market demat
which will be obtained by a macro environmentallgsia. The aims of the project a
how is going to be introduced in the market willfoa strategy plan in which mechanis
will be applied for monitoring and coiolling the proceduresThis phase involved mar

participants from the client and his consultang tlesigner’s and economist’'s advice:!

13
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the information taken from a banker. Since thetenaif financing and profitability were

studied a decision must be taken, where to contiitiethe project or not.

2.5.3 Design Phase:
Since the decision to be taken was to proceed tWwélproject, a completion of the design

must be done. The whole concept that was createst il translated in drawings,
analyzed by the engineers and be approved by tat dathorities. Architects and design
team are involved and have to corporate with stratt electrical and mechanical
engineers where they will transform the projectha discipline of the local authorities’

rules, the health and safety obligations and thefgan Union’s legislations.

2.54 Pre Construction Phase:
After the approvals from the local authorities floe Town Planning and Building permits,

the procedure goes in the next level which is tleegonstruction. Detailed drawings and
construction documents along with specificationsstrhe formed. Engineers, architects
and specification writers are involved in this pdare.

2.5.5 Procurement:
The process of finding and purchasing materialseaqudpment that are going to meet the

project’'s specification are taken place in the prement procedure, along with the
recruiting of personnel and subcontractors by émeléring procedures, which are going to
form the workforce for the project. (Frederick@&ould and Nancy E. Joyce, 2009) There
are three types of Procurement methods. The difteren the procurement methods are
the people or teams that the client will employed the specific task, their type of

contract, and the main supervisor of the projelbe fhain procurement methods are:

2.5.5.1 Traditional method:
The client is recruited an Architect or a desigantefor the drawings and details, the

specifications and the client's requirement for fh@ject and therefore the tendering
process follow where a contractor will be chosdme €lient can employee a consultant for

the whole procedure.

14
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Client/Owner

* Client's Representative/Project Manager

Architect/Design Team

e Detailed drawings and Specifications
e Client's Requirements

Contractor

* Aproved by tendering procedure
e Fixed price - lump sum

Diagram 3 Traditional method of Procurement

2.5.5.2 Design and Build method:
In contrary with he traditional method, here both the designinglanltling of the projec

will be done by the approved contractor, who isngdio follow the client’s requirement

Again the client must employee a consulta monitor and supervise the contrac

4 N

Client/Owner

«Client's Consultant/Project Manager
¢ (monitor and supervise the contractor)

\

~
Contractor

eAproved by tendering procedure
eDesign the project following the client's
requirements

eConstruct the project based on the
specifications and contract

. /

Diagram 4 Design and Build method of Procuremer

15
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2.5.5.3 Construction Management:
A different method than the two previous since ¢hent can recruit a Project Manag

who is responsible of thwhole procedure, by finding and approving desigantethe
contractor by the tendering process and approvespleeialists and their method. T
supervision of the project is again the Project dgar responsibilit

Client

Construction
Manager

Materials and

Design Team Contractor Specialists Equipment

Diagram 5 Construction Management method of Procuremer

2.5.6 Construction Phase:
In construction phase the approved contractor stertpreparation of the site with t

appropriate requirements and continues with thetcoction of the project. A supervisi
of thecontractor is necessary and a client’s represestaitaking action, most of the tir
as the Construction Project Manager. Mechanismsnohitoring and controlling th
construction processes in manner of design, gudime related,cos and specifications
are produced with the Construction Project Managdye responsible for the appropri

supervision.

2.5.7 Turnover of the Project:
Following the completion of thconstruction phase, the projenust be delivered to tf

client in such a way so as to meet the requirem&hish were agreed in the initiation

the project. The opation and the maintenance ¢ are aresponsibilit: of the client where

16
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most of the times a representative of him takeoactither as the Project Manager or as a

subcontractor from whom the client buys services.

17
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3 Construction Project Teams

3.1 Construction Project Teams
The majority of people wishes to be a member efaant (Arnold, Silvester, Cooper and

Robertson, 2005) Maslow’s theory describes the munegd to belong somewhere and to

be able to be part of a team.

Individuals feel stronger to face any challengeabéfy are member of a team. The feeling
of importance, the psychological security and ssteem are given to the members along
with the cover of their social needdapia Bakora kot Iodvvng Nucordov, Opyavooilokn

Poyohroyia kar Zopmepipopd, 2012. Rosili)

Project team can be named a group of people wotkigether to accomplish a specific
target in a given timeTeams overmatch their members when their targetsneariety in
skills, judgment and experience. The combinatioskilfs, information and experiences

drive them to accomplish their target in higherelewf quality. (Glassop, 2002)

The performance of a project team depends on v&douensions and the main of them

are described below:

Size of the group: The number of the members eaetdepends on the nature of the
activities that must be undertaken. Usually a nunobéve to seven members are more
effective since the involvement of the membergognized and has value for the other
members. Nlapio Bakoia kot Iodvvng Nikordov, Opyavootakn Poyoroyia kot

Yvumeprpopd, 2012. Rosili)

Skills of its members: A team must be able to eati problems and situations that might
present at anytime. Its members must be skilledanner of Problem solving, Technical
work, Interpersonal relationdMgpio Bakoia kot Iodvvng NikoAdov, Opyavociokn

Yoyoloyia kot Zopmepipopd, 2012. Rosili)

Personality of its members: The existence or naliftérent characters of personality and
the way that are combined in the structure of gaent might influence positive or negative
its performance Nlopio Bakoia kot Iodvvng Nikoddov, Opyavociokn Poyoloyio kot

Yvumepupopd, 2012. Rosili)

Determination of roles: According to the theoryBalbin, there are nine roles that must be

satisfied in the team structure for satisfactorfgrenance levels.

18
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Table 1 Nine Roles of a Project Team

Theory of Nine Roles of a Project Team

e Implementer

e Chairman — Coordinator
e Shaper

e Plant

e Resource Investigator

e Monitor — Evaluator

e Team Player

e Finisher

e Specialist

Even though there are nine roles, it's not obligato have nine members since a

combination of two roles on a member can exist.

Leadership: A leader is the soul of the team, whereld motivate others, give and take
criticism, organize a task, monitor the teams peegrand show responsibility. The leaders
are characterized as team players, sensitive jweeabnfident, organized, trustworthy and

communicators. (Diane E. Rossiter, 2004. LeaderSKkilts)

Trust: The characteristic of trust between the mensibf a team makes easier the
corporation and enforce the satisfaction and prtdticlevels of them. (Costa, Roe and
Taillieu, 2001)

Common Goals: The goal of a team must be speaifiedagreed between its members,
which would be a compass in leading them in thietnugath. Mapio Baxoia kot Iodvvng

Nwkordov, Opyavooiokr Yoyoroyio kot Zoprepipopd, 2012. Rosili)

19
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3.2 Participants of Project Teams

)
Owner of
Project
Project
Manager
;I—/
/—Iﬁ /_lﬁ
i Site Purchase
Architect Engineer Dorchase
1 | 1
( ™ ~ ~ g .
Design Sub . _
Team contracto Specialists Foreman Suppliers

\ J/ \. J/ \. J

Diagram 6 Construction Project Teams

As mentioned before, in Construction Industry, ¢hare many professionals involvec
each phase. They can be categorized as Projects] &upply Chain Teams and in gent

collaborating profession

The mainProject Teams that are involved in Cypiconstruction industry are describ
below:

3.2.1 Owner:
Owners can be individuals, who want to construeirtown house or an organization,o

want to take advantage of an investment basedeom#érket neey, to obtain any profit
Owners can be divided into Private and Public os. (Frederick E. Gould and Nancy
Joyce, 2009)

Funding of a project coming from public money, asgrnment, semi governme
organizations, municipalities and local authoritten be characterized as Public owr

Money comes from the tax payer and the projectdeaschools and universitie

20
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hospitals, roads and communal areas which arermsig be built based on the need

thedemographic characteristics of an «. (Fredeick E. Gould and Nancy E. Joyce, 2C

There are projects which are funded for the beoéfin individual like a house, or for
company for gaining any kind of profit. Such prdgecan be the housfor living, the
development of an organization wintention of selling property to obtain profit atite
owners of them can be characterized as Private s (Frederick E. Gould and Nancy
Joyce, 2009)

3.2.2 Construction Project Manager:
Keep the company updated for its micro and mackir@mment, monitor the company

aims and targetglan, coordinate and control the project from rseiption through it
completion, secure the clients requirements in rora@roduce a functionallyinancially
viable projectConstruction Project Manager is also responsibi¢hie study of the proje:
in all its dimensions, from the location and ché&dstics of field to the collection ar
improvement of the drawings, the writing of the @peations and to obtain the vario
permits from the local authorities. The recruitmesft the workforce, machinerie
specialists for specific tasks, the approval of sanders, the selection of the appropr
suppliers and materials, the organizing in ron to time and workforce allocation and

resolve of any disputes are under the jurisdictibthe Construction Project Manag

Engineer
and
Architect

Local
Authorities

Project
Manager

Purchase Site
Department Engineer

Specialists

Diagram 7 Construction Project Manager

21
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3.2.3 Engineers:
Engineers play a significant role in the constutif a project since they have to deal

with the 25 to 65 percent of the total cost of pheject. They must understand the
requirements of the owner in manner of budget, atper and durability and produce
solutions to satisfy them. (Frederick E. Gould &lahcy E. Joyce, 2009)

Engineers are divided into categories and eacltomes to satisfy the requirements of the
project according to their specialty.

3.2.3.1 Structural Engineer:
Their responsibility is to analyze the structurerianner of strengths and identify the sizes

of each element of the structure so as to withsémtall forces and phenomena through
the time. (Frederick E. Gould and Nancy E. JoyG&92

3.2.3.2 Mechanical Engineer:
They design and calculate the mechanical insi@tiah the project and meet with the

architect to provide solutions in piping of the gupent but also to keep the aesthetic
design of the architect. (Frederick E. Gould anddyeE. Joyce, 2009)

3.2.3.3 Electrical Engineer:
They are responsible for the calculation of theteleal load taking into consideration the

electrical and mechanical equipment, the overaliteical installation and
telecommunication and the local authorities restms and provide the completed

electrical drawings. (Frederick E. Gould and NaBkcyoyce, 2009)

3.2.4 Architects:
On most projects the architect is the lead desigieris going to meet the owner in the

conception phase of the project where the ideaimtibduced on paper. Owner’s
requirements are coming to meet architect’s abdftyranslating them and representing
them in such a way so any contractor who getsearptbbcedure of tendering to be able to

price, schedule and implement the design. (Frekl&ricGould and Nancy E. Joyce, 2009)

The technological changes and the complexity optlogects and procedures made the
work of architect more complicated and the intrdobucof more professionals like interior
designers, specification writers, landscape arctstand software operators was necessary.
(Frederick E. Gould and Nancy E. Joyce, 2009)
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Engineers

Structural

Electrical

Mechanical

Civil/Site
Engineer

Diagram 8 Engineer Specialization

3.2.5 Foreman:

Receive all the information from the project mamageart and complete the construct
phase of the project, monitor the work force anecggist involved in the projecresolve
any disputes and if not transfer the problem toptfogect manage Theforeman'’s direct

relations are shown in diagrarn

Foreman

Site Engineer

Masor

Labourer

Specialist

Suppliers

3.2.6

Diagram 9 Foreman'’s Direct Relations

Workforce:

Workforce can be characterized as the soul of éimstcuction industry. They have

perform a hard work which in most of ttimes is outdoor activities which must

performed by hand, exposed on weather conditiotts lward working hours and dema

good natural conditionThe workforce can be divided in many categoriestanthe

development of the technology this number itting bigger.(Frederick EGould and
Nancy E. Joyce, 2009)

The main categoriesf workforceare shown below.
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» Laborer
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4 * Floor Installers
» Glaziers

» Carpender

» Painter
N / <

Finishe's Activitie

Diagram 10 Workforce Participants

(Frederick EGould and Nancy E. Joyce, 20

3.2.7 Contractors:
Contractor igesponsible for all the construction activitiesnfréhe initiation of the projec

to its delivery to the owner. Contractor can be pathe design of a project or can

chosen only for the construction phi (Frederick EGould and Nancy E. Joyce, 20(

At first small specialty contractors had the oppoity of becoming contractors b

nowadays more specialized and educated pdorm this team.

Most of the time, one, to be chosen as a contradtarspecific project nst take part of

the tendering procedures, be evaluated and iflfthe requirements to be select

3.2.8 Specialty Contractors or Subcontractors:
They are specialty firms that can be hired fronotactor or a developer to do a spec

work of their speialty. One kind of these firms are mechanical, eieal or even hug
equipment hiring firms, which can provide theingees following the technology ar
knowhow. There are also subcontractors who praosiiagle execution of work using the
materials ad workforce, like carpenters, plumbers and budi Specialty contractors we

introduced in the construction industry at firsedo their specialty and later on 1
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contractor used them to reduce their constructastsc (Frederick E. Gould and Nancy E.
Joyce, 2009)

3.3 Supply Chain

3.3.1 Purchase department of the Company

The Purchase Department of an Organization/Complaay,a continuously information
about products and prices of the local market.réisponsibility is to provide to the
construction site the appropriate materials andipagent that come to meet the

requirements of the project within the agreed budge

3.3.2 Suppliers:
Suppliers can be divided into two categories ofdviat and Equipment suppliers.

3.3.3 Material Suppliers:
They are responsible to supply the site with appate materials that meet the architect’s

specification and subcontractor's method of assembihem. The materials choice is
based on performance, durability and aesthetic appfethe building. Material suppliers
are responsible for manufacture or buy the magersbre them and transport them on site
when are needed and with safe. (Frederick E. GanddNancy E. Joyce, 2009)

3.3.4 Equipment Suppliers:
Equipments that are going to be supplied at siteafepecific project, depends on the

project itself. Whether the project is a road oridde, a building or a skyscraper, the
equipments are varying. They can be bought or befrem a contractor or a company,

depending on their use or whether the demand ferkihd of use has a long duration or

not. Equipments due to their size are brought ¢osite the exact date that will be needed
S0 as extra cost of storing and protecting therbeicavoided. (Frederick E. Gould and

Nancy E. Joyce, 2009)

3.3.5 Local Authorities
Local Authorities can be categorized as participafitthe supply chain. They are involved

in a project from its initiation in Conception pleatrough its completion and delivery.

The main Local Authorities are:
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3.3.5.1

3.3.5.2

3.3.5.3

3.3.54

3.3.5.5

3.3.5.6

3.3.5.7

Department of Archaeology: Before the purchase of the field information muest b
taken, from the department of archaeology, aboet éixistence or not of

archaeological protection.

Town planning and Housing Department: Indicative drawings are approved from
the Town planning department, and the Town Planiegnmit is issued which

indicate the initiation of the procedures of prestomction phase.

Municipality: The final approval for the beginning of a constioetis obtained
from the municipality where all the documents apdc#fications are studied and
approved.

Water Supply Department: IS the relevant department with the responsibiity
the supply of the project with water after the aggilon form edited from the

contractor and the completion of the project.

Electricity Authority: The electricity supply is under the jurisdiction Etectrical
Authority and is connected after the applicatiomfdrom the contractor and the
relevant check of electrical installations that éndoeen done in relation with the
Electrical drawings.

Telecommunications Department: |s responsible for the authorization of

telecommunication installations of a project.

Fire Department: The communal areas are under the jurisdiction ef Fre
department and it is responsible to indicate thesrwhich must be satisfied by

the completion of the project.
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4 Human Factors

4.1 Personality:
Personality is a person’s characteristic patterioking, feeling and acting. (David G.

Mayers in his book Psychology) It is also refersh® special blend of talents, values,
hopes, loves, hates and habits that makes eadlnage person. (Dennis Coon and John
O. Mitterer, in Psychology a journey)Personalityrafividuals can be divided into

Introvert and Extraverts people.

4.1.1 Extraverts People:
The typical outgoing, sociable, energetic, confidéalkative and enthusiastic people are

characterized as Extraverts. This category of medpésn’t have any problems in making
conversations and communicating with others. (Bglen, Attitudes, Personality and
Behavior, 2% edition)

4.1.2 Introverts People:
The more shy, timid, reserved, quiet, distant atiding people are called Introverts

people. These people are becoming relatively awdwaill at ease when dealing with a
social situation and they are not good in makingveosations. (Icek Ajzen, Attitudes,
Personality and Behavior'®edition)Some of the characteristics of Extravartd

Introverts People are shown below:
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Table 2 Characteristics of Extraverts and Introverts People

Extraverts Introverts

Define themselves in terms of externals Consider their own view — point the arbiter of
things that other will recognize and responi reality and define externals in terms of it

to

Are stimulated by the claims, pleasures andAre more aware of purely mental phenomena
obligations of the outer world — the people, — the impressions, facts, ideas and reactions
things and events that are constitute externdahat constitute an inner world

reality

Act before reflecting Reflect before acting

Are influenced by and gauge their worth by May defend themselves against the

the expectations and attention of others expectations and attentions of others

Are straight forward, understandable and  Are reserved, complicated and private
accessible

Are outgoing, sometimes highly expressive,Are self-aware, sometimes passionately

but may not recognize their own needs intense, but may not realize their effect on

others

(Lenore Thomson, Personality Type, An Owner’'s Mani@98)

4.1.3 Five Factor Model of Personality
In the last years of the research in organizatibelbvior and human recourses the Five

Factor Model of Personality was suggested, whicluges on the five basic factors of
personality that play a significant role to indivad’s personality in the work place. The
promoters of this model (Costa and Mccrae 198721 €8scribe the following five factors
(Mapia Baxdro kot Ioavvng Nikoddov, Opyavociaxn Poyoloyia kot Xvumepupopd,

2012. Rosili)

4.1.3.1 Conscientiousness:
In this category, the consciousness, ambition,aresipility and individual’s organization

are evaluated. This type of people is charactetigesklf control, discipline and trust for

their selves.

4.1.3.2 Agreeableness:
This factor response in quality of the social ielahips that people want to have, evaluate

the interest of individuals for their fellowman asigow sensitivity in human pain and
problems. They are characterized with high levélsilb to corporate with their

surrounding environment, with modesty and yieldegs
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4.1.3.3 Neuroticism:
Characteristics of people like feeling insecurejiig phobias, the existence of stress,

feeling sadness and pessimistic are evaluated.

4.1.3.4 Openness to Experience:
This factor include the creativity and imaginatmfirpeople, their desire of getting know

new places and live new experiences. Characteasttus type of people is the

independent way of thinking.

4.1.3.5 Extroversion:
This factor responses in the quantity of the saelkationship that people want to have.

This type of people likes to be surrounded by athisrfull of enthusiasm and ambition

and feels confident.

The Five Factor Model of Personality is a tool cégiction of performance of people
under specific circumstances and professionalswonk place. Therefore is a tool of

evaluation on behalf of their managers.

Salgado (1997, 1998), Barrick and Mount (1991) sgted that is difficult for a Manager
or a company to employee someone whose charae@se low conscientiousness or

who are stressful, insecure and worried.

The Five Factor Model of Personality must be takém consideration since it can play a
significant role in organization behavior and ouspwhich are critical for the managers
and the organizationaMppia Bakdro kot Ioavvng Nikoddov, Opyavooiaxn Poyoroyia
Ko Xopmeprpopd, 2012. Rosili) Some dimensions of these factagssaown in the table

below.
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Table 3 Five Factor Model of Personality

Trait Dimension End Points of the Dimension

Careful = p Careless

Hard Working < » Lazy

Trusting < » Suspicious

Lenient <«————» Critical

Neuroticism Secure <«——p Insecure

vs instability) Comfortable « » Self-conscious

Independent <« » Conforming

Creative <« » Uncreative

Extroversion Sociable <«———» Retiring

Affectionate = «——» Reserved

(Trait descriptions adapted from McCrae and C@x18,)
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4.2 Human Behavior
Sigmund Freud stated that the internal dynamicaintl are causally responsible for overt

Neapolis University of Pafos

patterns of Behavior. In contrary B.F. Skinner segigd that the person is passive victim

of events in the environment. Today Psychologisknawledge that it is necessary to

consider both external and internal determinantsuofian action. (Lawrence A. Pervin and

Daniel Cervone, Personality, Theory and Resea@h) 211" edition)

4.2.1

Internal Determinants of Human Behavior

Table 4 Internal Determinants of Human Behavior

Internal Determinants of Human Behavior

Attitudes
Hard working
Responsible
Ambitious
Devoted
Trusting
Honest
Goodwill
Reliable

Self confident
Enthusiastic
Courageous
Generous

Sensitive

Skills

Leadership skills

Attributes
Clear goals
Clear thoughts Management skills
Disciplined
Educated

Improves self

Organization skills
Planning skills
Teamwork skills

Knowledgeable Technical work skills

Creative Problem solving skills

Conscious Time management skil
Dynamic Communication skills

Intelligent Motivating skills

Leads others Negotiating skills
Organized

Well behaved

Public speaking skills

Listening / writing

Social Endowments
Affeatade family upbringing
High mental abilities in family
Supposdigocial environment
Prosperity in surrounding society
Psychologivaalth
Well being

(Gerald Matthews, lan J. Deary and Martha C. WhatenPersonality Traits, 2003)

4.2.2 External Determinants of Human Behavior
Human behavior can be influenced from externabfadike Culture, Social class and

Family.

Culture: An individual’s personality is influencég the experiences he/she had as a

member of particular culture. Learned behaviotsats and beliefs are some

characteristics that were promoted by each cuttures members in different way. Each

culture can define someone needs and means ttyshém, the relationships with the

others, the way of thinking and acting based @ation, language, religion, education and

age of its members. (Lawrence A. Pervin and Dabelvone, Personality, Theory and
Research, 2010. f4edition)
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Social Class: Some characteristics of personatityraiman’s behavior can be obtained by
a membership in a specific social class, whethdydhengs in a low, upper class, working
and professionals or by what privileges he enjéysocial class can be responsible for the
way of someone is thinking and responding in eade c(Lawrence A. Pervin and Daniel

Cervone, Personality, Theory and Research, 2010edition)

Family: One of the most important determinantsemedlopment of the personality is the
influence of family. From the younger years, soneewill receive warm and love or
hostile and rejection. These may affect someortlegavay of thinking and the way which
will behave to others. The communication and caapon in the family will lead to an
adult with respect to his obligations and on theeohand the non existence of the
communication and corporation will lead to an ip@ssible person. (Lawrence A. Pervin

and Daniel Cervone, Personality, Theory and Rebeafr10. 11 edition)

Stress: A situation that a person could be fouritgrwthe pressure that is applied on him
either from the work environment, his family or gpenal life, overcomes his abilities to
deal them, is called stress.(Arnold, Silvester, g&@@and Robertston, 2005) Stress,
sometimes can be helpful for a person in the irsred his performance and others may

lead to psychological consequences. (Cooper, 1984)

Table 5 Factors of Stress

Factors that can cause Stress

e The increased responsibilities

e The increased decision making

e Hard working activities

e Unhealthy working conditions and environment

e Non organized working environment

(Greenberg and Baron, 2008)
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4.3 Theories of Motivation
It is obvious from the above that by the passintheftime and the technological evolution

which was created, the last century, in the constrm industry, and even more with the
development of modern and complicated structuhesrdles of the project teams are even

more significant in relation with the outcome tlmenpanies and organizations target.

Many managers tried at times to find a formulatf@se Project teams, for better results in
the topics of Cost, Quality and Time related, ameneto understand the workers behavior
and motivation to their work and how these influgsh¢heir productivity and therefore the
general output of the organization they were p&rtnthout creating a general rule for
these issues.

4.3.1 Frederick W. Taylor Theory (1856 - 1917):
Frederick W. Taylor was an inventor and enginednp is considered the Father of

Scientific Management.

Frederick Taylor first attempt was to change thgpouof the workers, by increasing their
productivity. To do so, firstly he observed workens how they work in specific task,
which tools they were using, their movements anchrigjues and even if their

methodology was appropriate to the task.

In 1880’s observed workers excavating coal withveltg) using their own methodology
and then indicated them the appropriate shovelsty and specific movements to avoid.
The outcome was an increase of productivity of ¢lxeavated coal, the workers were

working more time and continuously and their nundesreased by 2/3.

Later on he broke some activities into smaller sasind left them working with
timekeeping them. When they finished he indicatezint how the procedure must go on

and what tools to be used. The result was a fasteluction.

Also Taylor though that worker was motivated by mpnand by following his

experiments, stated that workers must be paid dogpto if they completed their task.

The general conclusion of Frederick Taylor was tbhahave better results in production
and more efficiency in a project team, the workeusst be specialized, have skills and
abilities and trained in any task that will executecombination with the supervision and

quality control of their managers, but also be meled if their target was achieved.
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4.3.2 Herzberg's Theory (1923-2000):
Herzberg was a psychologist who had an experiesce soldier in World War I, which

helped him study human motivation.

In contrary to Taylor's theory Herzberg believedtthhe motivations for the workers
weren’t only incentive motivations but many othactbrs could influence their behavior
like working hours and working conditions. Also leonsidered that factors like
responsibility, achievement or a challenging workvionment could make workers
satisfied even if they weren't type of motivatiddis research was about motivation in
work environment and the factors that influencechsmotivation. He found out that there
are factors that causing satisfaction to the warkard others causing dissatisfaction. He
named the satisfaction’s factor motivators and thesatisfaction’s factors hygiene,
meaning that with the absence of such factors twkevs feel dissatisfaction but by their

present doesn’t mean that they provide satisfaction

Table 6 Herzberg’s Theory, Motivators and Hygiene

Motivators Hygiene
e Achievement e Organization’s policy
e Recognition e Supervision
e Interest e Working conditions
e Responsibility e Salary
e Growth e Status

Herzberg concluded that the productivity of the kews can be increased through his
satisfaction and therefore companies must avoitbfa¢hat dissatisfy the employees and
promote intrinsic motivations to keep them sattsfiend stated:

e Workers who are successful should be given moporesbilities

e Job should be challenging enough so as the wotkepsit all their effort and use
100% of their ability.

4.3.3 Henri Fayol Theory (1841-1925):
Henri Fayol was a French mining engineer and direof mines and one of the first

theorists to define Functions of Management andtitied the 14 General Principles of

Management.
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Table 7 Henri Fayol's theory of Five Functions of Minagement (1916)

Functions of Management Managers of the company dws

1. Planning e Plan for future conditions
e Develop strategic objectives
e Secure the goals achievement
2. Organizing e Organize the workforce in an efficient manner
e Structure and align the company’s activities
e Train and recruit the right people for the job
3. Commanding e Supervise subordinates in their daily work
e Inspire them to achieve company’s goals
e Communicate company’s policies to
subordinates
4. Coordinating e Harmonize the procedures and activities
performed by the company
5. Controlling e Control that company’'s activities are in line
with general company’s policies and objectives
e Observe and report deviations from plans and
objectives

e Correct the potential deviations

14 General Principles of Management

e Division and specialization of work: The existence of specialized people and
groups for specific tasks and the division of therkamthat must be executed among
these people will produce a better efficiency aighhguality in the company’s
productivity and product.

e Authority: Based on the position that someone has in theng#on’s pyramid
must be able to give orders to his subordinatesaydwaccordingly to the
responsibilities that takes.

e Discipline: Is needed for more effective outcome of any grong #herefore

employees must obey and respect the rules thatigtve organization.
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e Unity of command: Employees must receive orders and give repost fsom one
superior.

e Unity of direction: Each activity performed by the organization mhbatve one
manager for giving orders, which satisfy the styatg@lan of organization.

e Subordination of individual interest: The interest of each employee must not
overcome or oppose the interest of the organization

e Remuneration policy: Each employee must be paid a fair payment for ticste
and many variables must be considered to deterthenpayment rate.

e Centralization: The general directions of the company must comm fthe top
management and the transfer of these directioiset@mployees depends on the
type of the organization’s structure, if centrafiaa or decentralization.

e Scalar chain of command:Commands must follow a scalar chain from the top
manager to the last level employee in one way timecand the communication
between the members must follow a two way directiceaning that employees
must communicate and inform their superiors ance wersa if a change of
command of problem solving situation exists.

e Order: For the good and benefit of an organization ordest be predominated on
all construction sites and the internal environmainthe organization. Workforce
and materials must be placed and remained in afspglace for a specific task as
long as a new command appears.

e Equity: For better effectiveness of the organization amdatoiding any kind of
conflicts between the employees, the management trast the employees with
respect and equally regardless their race, nattgraaleducation.

e Personnel tenure Productive employees must be kept in the compang
rewarded for their effort, as a result of stayingthe company’s body and avoid
any high cost such as recruitment and selectiorewof ones.

e Initiative : Workers must have the ability to show their mtitte to the
organization’s management which will show persattaracteristics as decision
taking which will result for the benefit of the @ugzation.

e Esprit de corps A good environment always strengthens the homeige and
welfare among the groups and that is why orgammatnd companies must
encourage the harmony and cohesion between in@dilgdand groups so as to

obtain high work moral and motivation.
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4.3.4 Abraham Harold Maslow, Hierarchy of Needs (1908-1970):
Abraham Maslow was an American chologist, who created the Maslow’s Hierarchy

Needs, a theory of self actualization. He studiezhtally healthy individuals instead
people with psychological issues. He identified hanmeeds and set a hierarchy of th
Analyzing those needs, Maw stated that for the existence of a right functainthe
human body and mind, there must be satisfacticdhefour bottom layers and to achie

self actualization must master thi

Self Actualization

Esteem
(respect, self esteem,
self respect,acceptance,
recognition)

Love & Belongings
(love sexually & non sexually,family,
intimacy, friendship,clubs, sport
teams,gangs)

Safety Needs
(personal security,financial security,health &
wellbeing, safety against accidents)

Physiological Needs - Basic Needs
(air,water,food,sleep,clothing,sex)

Diagram 11 Maslow’s Hierarchy of Needs

4.3.5 Douglas McGregor Theory (1906-1964):
Douglas McGregor was an American sc psychologist who proposed theories of Hur

Motivation, known as Theory X and Theory

4.3.5.1 Theory X:
According to McGregor in theory X the managers aessithat employees ainherently

lazy and dislike workwill avoid work if they ca, will show little ambition and will avoir
any kind of responsibilities. For this kind of emoyptes a closely supervision and nari
span of control is needed. Theory X managers refwify on hreats and coercion to ge
their employees’ compliance and everything museme@ed by blaming someone withc
asking whether it is the system policy that faite if there is a lack of training and the

leads to diseconomies for the organizat
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4.3.5.2 TheoryY:
In theory Y McGregor placed the managers that assitime employees may be ambitious,

self motivated and exercise the self control, teejoy their mental and physical work
duties and they possess the ability of creativélpro solving. In contrary with the theory
X, managers believe that if the right conditions given to the employees will want to do
well at work and the satisfaction which will be igadl will be a strong motivation for them.
Also the creation of a trust's climate will drive better communication between the
managers and their subordinates with result theldpment of a comfortable environment
in which the subordinates will develop and use rttabilities, which in the end the

organization will get economic benefits.

4.3.6 TheoryZ:
Theory Z was developed by William Ouchi on his bdslow American management can

meet the Japanese challenge” and is a combinafitdme best of the McGregor theory and
the modern Japanese management. Is a form of maeag¢hat workers are involved in
the work process on site and many activities areedry the workers the way they see best.
It also places more reliance on the attitude asgamesibilities of the workers and tend to
promote stable employment, high productivity, heghployee morale and satisfaction.

4.3.7 William Edward Deming (1900-1993):
W. Edward Deming was an American statistician, @gsbr, author and consultant whose

work was established in Japan and America. He asvknalso for his theory about the 14
points for management, which was followed by maagnpanies and organizations and

drive them to success.

4.3.8 W.Edward Deming’s 14 Principles of Management:
1. Constancy of PurposeThere must be a constancy of purpose for an impnewne

of the products and services, and to provide a teng needs with the target of
being competitive and stay in business insteadhoitderm profitability.

2. The New Philosophy: A new philosophy must be adopted in a new age of
economy and technology, avoiding the mistakes ef ghst such as delays and
defective materials and quality of work.

3. Cease dependence on mass inspectidriie mass inspection must stop so as to be
able to control the quality and productivity, mimaimg by this the total costs.

4. End lowest tender contractors All the suppliers who don’t qualify for the quii

of their product to be turned down, and the comparfgcus on the quality and not
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10.

11.

12.

13.

14.

to the price. This can be obtained by creatindicgiahip based on loyalty and trust
with only one supplier for a specific task.

Improve every process:A continuously improvement on all procedures must
exist. The correction of mistakes in each actiistypecessary for the improvement
of the quality and productivity of the whole comgaithere must be a full time
contribution of the manager in all the phases udiclg the supervision and training
of the employees.

Institute training on the job: Introduce new methods of training the employees
and managers so as to create new skills and taamsigyhich will drive to the

improvement of quality, productivity, money saviaugd time for delivery.

. Institute leadership: Adopt new methods of leadership which will help the

employees to produce better.

Drive out fear: The introduction of a two way communication betwethe
company and employees will help to drive out tHiear with a result the increase
of their productivity.

Break down barriers: Any difficulties in communication or conflicts aexisted

in the company’s environment must be solved sceaglp in different departments
to be able to work as a team for the benefit ofcitiapany.

Eliminate Exhortations: Slogans, posters or any kind of exhortations tlad tto
motivate employees must be eliminated and methaxs iffcrease of their
productivity must be provided.

Eliminate arbitrary numerical targets: The standards of work and numerical
targets must be eliminated and a helpful leadershiyst be introduced for
improvement of quality and productivity.

Permit pride of workmanship: Remove the barriers that rob hourly workers and
people in management, of their right to pride ofkmsanship.

Encourage education:Programs with educational purpose must be appled f
employees and managers so as to result in selbweprent and education.

Top management commitment and actionManagers must not only monitor the
procedures but also be a part of them, find andesptoblems, in all phases and
activities and try to follow the 13 principles afeofor a more productive and

economic output.
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4.3.9 Kaizen Philosophy:
In Japanese means Kai (change) + zen (to becore)bét a philosophy which refers to a

continuous improvement and has been applied inneegng, health care, government,

banking and other industries. Kaizen philosophyased on 5 founding elements:

e Team working

e Personal discipline
e Improve morale

e Quality circles

e Suggestions for improvement

The application of Kaizen philosophy is based om tfembers of a company and their
collaboration. It encourages the team working, caomication, brainstorming sessions,

support to each other with result the creation tiappy environment and the decreased
costs of the company.

4.4 Types of Motivation
One’s need, feeling, desire or even a though thebwage him or the team that he is a

part of to rich his goals and enforce the team’®orefin obtaining its aims, are

characterized as Motivations. Motivation can beegito anybody who needs it, but cannot
be given to everybody in the same way. People kiffferent characteristics and needs
and in many cases the situations are differenthsontotivation approaches are varied.

They can be divided in Intrinsic and Extrinsic Maatiions.

Intrinsic Motivation IS the one that comes from the inside needs anadacteristics of an

individual, such his personality and ego or hidingl and desire for doing something.

Extrinsic Motivation on the other hand is based on the external fadtwas influence

someone like money, awards or even fear.
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Diagram 12 Types of Motivation

4.4.1 Incentive Motivation:
Is the type of motivation that involves rewardsaamsexchange for the productivity a

corporation of an employee with the company. rersognized that the idea of a promot
or a bonus for obtaining higher level of produdfidan motivie the employees for bett
results. Even in a period of Economical crisispaintain his position in the company ¢

be an incentive motivatiol

Frederick W. Taylor, after his experiments and ole®n on workers, stated that 1

workers increastheir productivity if they get paid satisfactc

4.4.2 Fear Motivation:
Punishment or negative consequences are a formneaf Motivation.Douglas McGregor,

in his Theory X, expressed the opinion that thekems must be closely supervised
controlled andnust feel fear against their managers. Therefomgagers can obtain betl
results according to the productivity of the woski

Fear of losing their jobs is something that surdsueverybody these days. Salaries
getting less and the working houre changing. Construction Industry faces the casid

with it a lot of people started to fear the podgipof staying unemployment

4.4.3 Achievement Motivation:
A desire or a need of the employees to receivetipedeedback or recognition from the

colleagues and superiors, the improvement of th&ilssand the proof of thei

competency, are characteristics of the Achieverivativation.

Douglas McGregor in his theory Y, produced the iowement of the working conditiol
by creating the trust ancy the use of the ability of the employees.
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William Ouchi in his Theory Z, produced the Achievent motivation, by the involvement
of the workers in the work process and in decisimaking, with the result of a more

homogeneous project teams.

Herzberg stated that factors like achievement wouoddke the workers satisfied, and that
satisfaction could obtain better results.

4.4.4 Power Motivation:
Another type of Extrinsic Motivation is the PoweoMation. Is the desire person has, for

autonomy and to control others. A control which imigrive people to harmful, immoral

or illegal behavior. People want others to do whay want, how they want and what they
want by induce fear which is a privilege that tlygyn from their position in the hierarchy
structure of the company. Such motivation is désdiin the theory X of Douglas

McGregor.

4.4.5 Growth Motivation:
Is an intrinsic motivation based on someone’s pabty. The desire that someone has for

self improvement and increased knowledge withotaiang any awards.

One of the satisfaction’s factor that Herzberg medi as motivator was the Growth
Motivation. He stated that activities in any tastosld be challenging enough so the

workers to put all their effort and use their akito obtain their goals.

4.4.6 Social Motivation:
Many people are motivated by social factors. THesire on belonging somewhere and to

be accepted by others or the contribution to makidfarence comes from their internal.
An Intrinsic Motivation which produced by Herzbesgheory and Keizen Philosophy that
satisfaction, happy environment, brainstorming isessand communication can make

workers increase their productivity.

4.4.7 Change Motivation:
Another Intrinsic Motivation which comes from therponality of people, where there is

the desire of doing something different which yilbduce a change in a positive way. The
corporation, the selection of new ideas and thencomcation of the member of a team
which could drive a company to change strategy ifer benefit, were the change

motivations that were stated in Keizen Philosophy.
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5 Field research and Results

5.1 Methodology
This part of the dissertation describes the methatiwas followed to obtain the aims and

objectives of the dissertation, by the use of Qatie and Quantitative research method

and the collection of Primary data information.

Analyze of factors that affecting the employeesaw&dr in Construction Project in relation

to improved performance.
The questionnaire was form in such a way thateéspandents to focus their answers in:

1. Evaluation of employees’ satisfaction based on rthelationship with their
superiors, colleagues and subordinates in manner cofporation and
communication but also in the general environmdrthe company they are part
of.

2. Critical examination of the Superiors’/Managerditatle towards employees, the
level of organizing and the effectiveness in givarders.

3. Evaluation of employees’ productivity and the allowes of improvement

4. Examination of the existence of motivation on bEloélthe company that drives
the employees in higher level of productivity ahe type of motivation that the

employees are suggested for such improvement

5.2 ‘Qualitative and Quantitative’ Research Method
Qualitative field research was used on explorirg dttitudes of the employees and their

behavior under specific conditions such as sttbes, satisfaction based on the company’s
environment and their relationships with other eygpks, the levels of their productivity

based on their evaluation and how these levelsideeiimproved.

Quantitative field research was based on the dalleof specific data from the responses
of the sample which would form a structure for istatal analysis. The sample of

respondents was consisted of forty five membesewéral project teams.

Questionnaire: The respondents received a quesiienrither by e mail or by hand. It

consisted of fifty questions which were target dhgectives of the dissertation.

Respondents: The respondents were employees oumethnstruction companies and

developers, small contractors and employees optitdic sector, of the four big cities of
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Cyprus (Nicosia, Limassol, Larnaca and Paphos). Téspondents were forty fi\

employees and Managers and were compos

Manager of &aompan No 3

ProjectManagers No

Architects ( independent and members of compahles]
Site Engineers ( employees of private and publitosgNo 1¢

Foremen No 9

S o

Man force No 5

5.3 Field Research Results:
The results of the field research were analyzedpmaesented in Clrts and Likert Scales,

followed by conclusions and commer

Respondents

™ Construction Manager
¥ Project Manager

m Architect

* Site Engineer

™ Foreman

® Manforce

ChartNo 1

In Chart No 1 areshown thepercentages of each project team that was takenap
respondents of the questionnaire for the purposkeoflissertatiorThey were members «
smallconstruction companies to medium developers comegaiihe sample was consis

of:
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1. Manager of a company No 3 which is the 7% of tlspoadents

2. Project Managers No 6 which is the 13% of the redpats

3. Architects ( independent and members of compames} which is the 9% of the
respondents

4. Site Engineers ( employees of private and pubktosgNo 18 which is the 40% of
the respondents

5. Foremen No 9 which is the 20% of the respondents

6. Man force No 5 which is the 11% of the respondents

Likert Scale No 1: Age of Respondents

The mean value of the likert scale No 1 indicatest the average age of the respondents is
approximately up to forty years old. Therefore aenple which had been chosen for the

purpose of the dissertation was young people.

Likert Scale No 2: Years of Experience of the Respondents

The sample asked for previous experience and tbgjronses were analyzed with a mean
value at 2,27. This shown that the respondentsaliathge previous experience from 5 to
10 years.

From likert scales No 1 and No 2 was concluded tiatrespondents were most of them
young people with few years of experience and netraats in the Construction Industry
who are just starting structuring their personal professional lives.
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Economical And Marital Status
of the Employees
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Chart No 2
In Chart No 2, are shown the Economical and Maftatus of each respondent and

level of education they ha

From the responses is concld that the sample were most of iihgoung people up to

forties with few years of experience and a peragmta 88% were educated peo

A percentage of 58% was married and a 44% of thachdhildren, which means mc
social and family responsibilities athe 76% of theneconomic obligations since tr had

loan to the bank.

Question 1) What is the grade of corporation withirysuperiors

Responses Little |Enough| A Lot Likert Scale

Scale 1 2 3 |

Respondent| 42 7 22 13 1 | 2 3
Adjustment | 90 7 44 39 K [ S —— >
Mean Value| 2,14 |  MeanValue| 2,14 |
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Question 2) Are there any allowances of improvenreobrporation with your superiors?

Comments on Question 1 and Question: Zhe analysis of the results on the questions 1
and 2, shown that the corporation between the egyapband their superiors are between
‘Enough’ and ‘A lot’ levels, although some of thespondents answered that their
corporation is ‘Little’. Even though there is an%8838/43) opinion of the respondents that

there are allowances of improvement of this corjana

Question 3) What is the grade of corporation withirycolleagues?

Question 4) Are there any allowances of improvemebrporation with your

colleagues?

Comments on Question 3 and Question:4Regarding to the corporation between
colleagues, the analysis shown ‘Enough’ to ‘A LUetels having a mean value of 2,42.
Even though there wasn’t a response for ‘Littlerpmration, the (38/44) 86% of the
respondents agreed that there are allowances faouement of the corporation with their

colleagues.
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Question 5) Is there any communication with youteamues?

Question 6) Are there any allowances of improvemi@ntcommunication with your

colleagues?

Comments on Question 5 and Question:6rhe 1,20 mean value on the Likert scale
shown the existence of a very good communicatidwéden colleagues. Although there
were good results, again the respondents suggehbisd there are allowances for
improvement of the communication between theireagues.

Question 7) Is there any communication with yolbasdinates?

Question 8) Are there any allowances of improvemi@ntcommunication with your
subordinates?
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Comments on Question 7 and Question: 8he analysis of the results on the questions 1
and 2 shown a satisfactory communication with sdipate at levels of mean value at
1,33. The suggestion for improvement of this comication is not at the same level due
to the fact that the sample of the respondentstisimformly distributed at all the levels of

project team’s hierarchy.

Question 9) Do you consider your superiors orgagizsatisfactory?

Question 10) Are there any allowances on improveroeyour superiors organize?

Comments on Question 9 and Question 10Ohe analysis of the responses of question 9
and 10 is very important since the organizing omnalfeof the superiors plays a significant
role in the procedures of constructing a projecimirthe beginning to the end. The
responses shown that the employees are not satvsfile their superiors organizing with a
mean value of 2,18 and the 79%(34/43) of the redpais suggested that there are
allowances for improvement.

Question 11) Do you consider your colleagues omjagj satisfactory?
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Question 12) Are there any allowances on improveroeyour colleagues organizing?

Comments on Question 11 and Question 1ZEven if the analysis of the previous
questions shown that the corporation’s and comnadioic’'s levels between colleagues
were at good levels, the mean value of 2,04 shdwah the respondents considerations
about their colleagues organizing are not satisfgc For this a percentage of 86 %
(38/44) suggested that there are allowances forramgment of their colleagues

organizing.

Question 13) With scale 1 to 10, which grade isrymoductivity?

Question 14) Are there any allowances on improveroeyour productivity?

Comments on Question 13 and Question 14The evaluation of the employees’

productivity obtained from the responses can beadterized satisfactory since the mean
value on the likert scale was 2.80 close to anuaw@n of 8-9 in the scale to 10. Even

though the evaluation was at high levels, the nedpots suggested that there are
allowances for improvement of their productivitytitvihe mean value at 1.31
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Question 1% Is there any motivation on behalf of the comp&myimprovement of you

productivity?

Responses Yes | Other No Likert Scale

Scale 1 2 3 |

Respondent| 45 12 1 32 1 | 2 3
Adjustment | 110 [ 12 2 CT R | — — Ne—
Mean Value| 2,44 | MeanValue| 2,44 |

Comments on Question 15Is shown from the two previous evaluations (14) that the
respondents care about their productivity and thapt an improvement even in higt
levels, but they appreciated by mean value of thatithere is no motivation on behalf

their companies for improvement of their produdyiv

Productivity's Improvement Under Different
Types of Motivation

Non motivated ™ Motivated

Incentive Fear Achievement Power Social Change Growth
Motivation  Motivation Motivation Motivation Motivation Motivation Motivation

Chart No 3

In Chart No 3 are indicated the types of motivatioat would influence the employees
improve their productivity.Is clearly shown that, the employees voted in fafar
Incentive, Achievement, Social, Change and Growttivation and they rejecthe Fear
and Power motivatioris shown from te evaluation above that the eof the use of fear
and power waseplaced with personal desire in development dfsskinowledge and th

feeling of contribution.
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6 Conclusions:

Evaluation of employees’ satisfaction based on theielationship with their superiors,
colleagues and subordinates in manner of corporatitoand communication but also in

the general environment of the company they are paof.

It was indicated from the field research, that esgpes’ satisfaction must be produced by
the creation of a happy environment, by promotiegnt working, brainstorming and
sessions on behalf of the company.

A challenging environment and the responsibiligegen to the employees along with the
recognition of the employees from superiors for skiecessful completion of their tasks

would lead them into satisfaction.

Also it was suggested that the present of satisiadiy obtaining human needs as basic
needs, safety needs, love and belonging needs stedne needs would create the right

functions for the body and mind of an employee.

The satisfaction levels of the employees in mawheorporation and communication with
their superiors, colleagues and subordinates takéfrom the field research were at good
levelsand even though the opinion for allowances forrmapment was suggested.

Evaluation of employees’ productivity and the allovances of improvement

Desk research shown that, employees’ satisfacgobased on themselves and on their
managers’ supervision. The specialization of theleyees would decrease the expenses
of the company and produce the high quality ofggh@gect in the indicated time. For these
to be obtained, the appropriate equipment must 488 land the methodology of the

procedures must be followed, avoiding the extrascasd useless movements.

On the other hand, a good supervision and confrtiieemployees must be provided by
their managers. Any conflicts or wrong procedumasst be solved and avoided by the

correct monitoring.

Field research concluded that tasks are designatedmployees according to their
specialization by the use of the appropriate egeis The evaluation of the employees’

control was in satisfied levels but was suggedtedatiowance of improvement of it.
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Also the productivity levels of the employees wekaluated and the mean value on the
likert scale was at 2.8, indicated a level of 8®scale to 10, and even though, field

research shown that there were allowances for ingonent.

Critical examination of the Superiors’/Managers’ atitude towards employees, the

level of organizing and the effectiveness in givingrders.

The performance of the employees is also a marsmgesponsibility. As stated in the desk
research, there are basic functions of Managemdmthwmust be followed by every

manager.

One of these functions is the organizing of thekfarce, train them and recruit the right

people for a specific work.

Commanding and supervising the employees along twéhnspiration of them is another

function of management stated in the desk research.

Also there were stated that there are differenesypf managers. The use of closely
supervision and narrow span of control based agaterand coercion, which will force the
employees to abeyance and on the other the credtithre right conditions and climate of

trust which will drive the employees in better coomitation and performance.

Field research suggested that strictly behavia, feotivation and perform under pressure
and stress are not something that the employededdag for, but enforce the opinion of

improvement of the relationship among the projeants.

Even if it was considered that the organizing awihg orders on behalf of the superiors

were in satisfactory levels there were suggestionsnprovement.

Examination of the existence of motivation on behélof the company that drives the
employees in higher level of productivity and the yipe of motivation that the

employees are suggested for such improvement

Several types of motivation that can be given eodmployees based on their personalities

and their tasks were identified in desk research.

It was shown that money can make the employee®tk more and commit themselves to
what they are doing, which was defined as Incentia¢ivation, but on the other hand was

stated that workers must be rewarded based omyfliad achieved their target.
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The completion of employees’ task and the recogmithat was taken from the company

was defined as Achievement motivation.

It was also stated that the opportunity that isegiio employees for self and skills

improvement along with their training could prodec&rowth motivation.

The contribution of employees in accomplishing tbempany’'s target and their
involvement in decision taking formed them as & pathe company producing a Social

motivation.

The introduction of new ideas and technologies #natable to give a new direction to the

company and would result in profit was defined @skiresearch as Change motivation.

Also it was concluded that satisfaction of the esgpes in the work environment would

provide them a motivation.

The above types of motivation were defined in filddearch as the types of motivation
that the employees need to improve their produgtivihe results below, showed the need

of present of such motivation.

e 86,7% (39/45) of the respondents consider thamiinge motivation is needed

e 88,9% (40/45) of them, consider that Achievementivation can obtain better
results if promoted by the company

e 84,4% (38/45) of them needed a Social motivatiothéstructure of a company

e 86,7% (39/45) of them suggested that a Change ataiiv is needed, for both
company and employees

e And 93,3% (42/45) of the respondents suggestedttieaGrowth motivation must
be promoted by the company which will introduce ¢ngployees in a different way

of thinking and acting moving the company in anowvaiting strategy.

On the other hand, field research indicated that réstrict attitude and the threats in
combination of the existence of stress, are notvatdn for the employees and neither the

use of power on others due to one’s position irpgramid of hierarchy of a company.

As mentioned in desk research, people differ insqeality, the way of thinking, in

perceiving things and in their behavior. Many tlingust be said or given to them in the
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simplest form or their language of perception sdcaseceive the correct message. Their

needs must be understood and the appropriate riotivaust be given to them.

It was shown thatopportunities must be given to employees, for them to create an idea

or change something towards improvement, or even contribute in their way to a common
goal and feel accepted and recognized ” by others and this might be the only motivation
they seek.
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8 Appendices

1. Questionnaire of Field Research
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