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Abstract

This study assessed the effects of employees’ welfare packages on workers’ productivity on
construction sites in Ebonyi State, with a view to suggesting areas of improvement. A quantitative
research approach was adopted involving administering 385 well-structured questionnaires to
both management and operatives in construction organisations in Ebonyi State. The quantitative
strand was analysed using mean score, percentiles, Spearman correlation, and linear regression,
using Microsoft Excel, and Scientific Package for Social Science (SPSS) 21. The results showed
that the most welfare packages having effects on construction workers productivity are canteen,
tools and equipment, site accommodation, temporary stores, site security, and wages. The results
revealed that both human resources management practices and welfare packages have a positive
and statistically significant relationship with construction workers productivity, with a p-value of
<.009 and .000 respectively. Hence, measures such as adequacy of wages, sound work
environment, job security factor, safety and health factor, employees training, etc, are the
significant measures for effective measures for improving construction workers productivity based
on the 3.50 benchmark, mean score and significant (p-value). This indicates that adequate and
appropriate utilisation of human resources management practices will increase project delivery
success. Therefore, in order to overcome challenges of delay resulting from shortage of workforce
and project abandonment, project managers and stakeholders in the construction industry should
adapt the best welfare packages as a measure to motivate workers on sites in order to increase
productivity thereby leading to overall project delivery success.

Keywords: Welfare packages, Human resource management, Construction, Workers’
productivity, Nigeria

INTRODUCTION

The construction industry in any economy worldwide exhibits virtually the same characteristics in
varying degrees. The construction industry is perhaps one of the largest employers of labour among
the other sectors (lhedigbo & Jimoh, 2022). The construction industry is the second largest
contributor to the Gross Domestic Product after the agricultural sector (Folorunso, Udeh &
Adeniran, 2024). The construction workers constitute one of the largest categories of workers in
the unorganised sector (Simi & Chandrasekar, 2020). This implies that the construction industry
account for a significant role in the economic growth of any nation.

According to the National Bureau of Statistics, the Nigeria construction industry contributed
10.17% to Nigeria nominal gross domestic product (GDP) in the first quarter of 2021, higher than
the 7.94% it contributed a year earlier and the 8.40% contributed in the fourth quarter of 2020
(Ihedigho & Jimoh, 2022). In the present fast changing work environment, workers are the most
important asset to any organisation. Furthermore, despite the technological advancement, the role
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of human resources cannot be under-estimated in any work environment (Emmah & Teresa, 2022).
Hence the social progress and performance of any organisation depends on the efficiency of its
human resources. According to Thedigbo (2023), the welfare of employees is a fundamental aspect
of human resource management (HRM) as it is vital to influencing commitment to the actualization
of goal in both private and public service organisations. In the developed and developing countries,
many organisations have the habits of using the concept or an idea of employee welfare packages
as a means or mechanism for the improvement of worker’s productivity (Chihongaki, 2019).
Productivity is the measure of the ability to produce a service. More specifically, productivity
measures how specified resources are managed to accomplish timely objectives as stated in
quantity and quality. Productivity may also be regarded as the index to measure output (services)
relative to the input: labour, materials, and energy used to produce the output (Olughu, Okolie &
Ihedigbo, 2022). Overall, there is a lack of an effective and best way to assess productivity.
According to Sharma and Sharma (2014) employee productivity is based on the amount of time
employees are physically present at their job, besides the extent to which they are “mentally
present” or efficiently working during the presence at the job.

Organisations should address such issues in order to ensure high worker productivity. However, it
should be noted from the perspective of the construction industry, productivity happens to be a
significant aspect that may be used as an index for project production efficiency. Productivity is
the correlation between output produced by a system and the qualities of input factors utilized by
the system to yield output (Olughu etal., 2022). The difference between productivity and labour
productivity is that while productivity stresses correlation between input and output, labour
productivity emphasises result of input.

The practice of using labour, especially direct labour inputs and costs can be ascertained and
quantified more easily than those of other factors, and partly due to a legacy of classical economics
thought which not only tends to regard direct labour as the sole source of value but also tends to
regard all forms of indirect labour as “unproductive labour”. Therefore, it can be said that for
productivity to be increased then labour needs to be improved. There are many ways by which this
can be carried out. These include: Improvement in worker’s skills, availability of resources,
conducive environment and provision of other general welfare packages (Ihedigbo, Olughu, Bello
& Olonade, 2023).

Manzini and Gwandure (2011) asserted that the concept of employee welfare has been used by
many organisations as strategy of improving productivity of employees; especially in the industry
since work related problems can lead to poor quality of life for employees and a decline in
performance. It is argued that, welfare services can be used to secure the labour force by providing
proper human conditions of work and living through minimizing the hazardous effect on the life
of the workers and their family members.

Rajkuar (2014) revealed that the welfare facilities help to motivate and retain employees. Most of
the welfare facilities helped to motivate the employees which ensures employee satisfaction and
resulted in increased productivity. Thus, the study is to assess the effects of human resources
management practices on construction workers productivity in Ebonyi State. Consequently, effort
will be made in this study to highlight how welfare programmes can help to improve construction
worker’s productivity. The construction industry offers a great variety of career opportunities.
People with different talents and educational backgrounds such as managers, skilled workers,
semi-skilled workers, clerical workers, and labourers find job opportunities in the construction
industry. And their productivity levels can be assessed differently/categorically.
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Adequate employee welfare packages may represent one useful indicator of effectiveness of any
organisation, as it can improve performance and turnover thereby resulting to productivity. Thus,
the study is to assess the effects of human resources management practices on worker’s
productivity, particularly employee welfare packages on the productivity of construction workers
in Ebonyi State in order to improve the productivity output and overall performance of the industry.
This study assessed the effects of employees’ welfare packages on workers’ productivity on
construction sites in Ebonyi State, with a view to suggesting areas of improvement. The targeted
Population for the study is the construction workers in some selected construction firms. The
research work will be limited to Ebonyi State, Nigeria. This was chosen because in this period
under review, the state has witnessed a lot of infrastructural development, therefore the need to
assess the level of compliance to standard human resource management practices (employee’s
welfare packages) by the construction workers in the state.

LITERATURE REVIEW

Effect of Welfare Packages on Construction Workers Productivity

Intrinsic rewards stem from rewards that are inherent in the job and which the individual enjoys
as a result of successfully completing the task or attaining his goals. While extrinsic rewards are
those that are external to the task of the job, such a pay, work condition, fringe benefits, security,
promotion, contract of service, the work environment and condition of work.

Good remuneration has been found over the years to be one of the policies the organisation can
adopt to increase their worker’s performance and thereby increase the organisations productivity.
With the present global economic trend, most employers of labour have realized the fact for their
organisation to compete favourably, the performance of their employees goes a long way in
determining the success of the organisation. On the other hand, performance of employee, in an
organisation is vital not only for the growth of the organisation but also for the growth of individual
employee (Ufoaroh, et al., 2019).

An organisation must know its outstanding workers, those who need additional training and those
not contributing to the efficiency and welfare of the company or organisation. Performance on the
job can be assessed at all levels of employment, such as: personal decision relating to promotion,
job rotation, job enrichment etc. And in some ways, such assessment is based on objective and
systematic criteria, which includes factors relevant to the person's ability to perform on the job.
Hence the overall purpose of performance evaluation is to provide an accurate measure of how
well a person is performing the task or job a signed to him or her. Based on this information,
decision will be made affecting the future of the individual employee.

Therefore, a careful evaluation of employee’s performance can uncover weaknesses or
deficiencies in a specific job skill, knowledge or area where motivation lacking. Once identified,
these deficiencies many be remedied through additional training or the provision of the needed
rewards. The view that specific reward will encourage 'increase in production, has not always be
substituted, even though management has often attempted to spur production by such offerings
and has often attributed production increase to them (Ufoaroh, et al., 2019).

Empirical Studies

Gyamfi et al. (2021) Examining the Impact of Welfare Facilities on Building Construction
Employee’s Performance in the Eastern Region of Ghana. The study revealed that all the six
categories of welfare facilities (Changing Rooms and Lockers; Canteen; Drinking Water; Sanitary
and Toilet; Washing; and Rest facilities) responded by the workers had the mean value below
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theoretical mean of 3.0 from 5-point Likert scale, indicating that workers were not satisfied with
welfare facilities provided at their various construction site within the Eastern Region of Ghana.
The major rank variable was changing rooms and lockers facilities with mean value of 2.6875,
followed by Canteen facilities with mean value of 2.5375.

Aslpoor and Amirnejad (2016) conducted the study regarding the effect of employees’ welfare on
job performance of staff at the Islamic Azad University. Data were analysed using SPSS and
LISREL software. The key variables were medical and insurance facility, transportation facility
and housing facility. The study findings revealed that, staff welfare facilities and its dimensions
have significant positive effects on job performance. The study recommends on the care and
control of the implementation of welfare programs in terms of objectives, identification of possible
deviations and suggesting modification.

Musyoka (2015) conducted the study on the effect of staff welfare programs on satisfaction of
employee among commercial banks. The study used descriptive research survey design. The study
findings unveiled that, the relationship between worker compensation and employee satisfaction
was statistically significant. Annual leave, family leave, child care program, sick leave, relocation
benefits, transport benefits, education fees benefits, and financial assistance were all significant
components of worker compensation that enhanced the relationship with employee satisfaction.
Recommendation for improvement at on worker compensation includes enhancing banks’ ability
to ensure that every employee goes for annual leave and is entitled to full pay during the leave.
Recommendation for training and development includes enhancing on job training, team work,
and job rotation to enhance employee satisfaction. On safety and health, the study recommends
that commercial banks should develop health and safety measures that will guarantee employee
satisfaction.

Another study was conducted by Manandhar (2015) on the impact of welfare facilities on the
performance of employees in NGOs. The study used case study design while content analysis was
used to analyse data. It was revealed that, welfare facilities provided to employees at Kenya Red
Cross Society clearly shows the positive impact in the performance of its employees. Kenya Red
Cross Society’s objectives regarding employee’s welfare are to improved livelihoods, increase
contribution to national policy, enhance community ownership and to increase access to services.
The study recommends that, when an organisation applies for its own long term and short term it’s
should also look after the individual objectives. Organization can achieve its objectives only when
its employees are happy and committed to their work. Employees can focus on their job only when
they are stress free for these welfare facilities plays an important role in every organisation.

Lagat (2014) conducted the study on the importance of employee welfare and performance at
Egerton University. Cross-sectional survey was used in this study. According to the research
findings, it was unveiled that, Universities’ Academic Staff Union (UASU) had different but
positive impacts on the variables affecting employee welfare and, consequently, employee
performance. In descending order of importance, maternity, pension, housing and medical schemes
were some of the benefits from the activities of the UASU. However, availability of recreational
facilities received least attention from the UASU. The UASU should, therefore, be maintained and
strengthened to further improve on quality delivery of products and services in the University by
its members.

Meanwhile, Waititu et al. (2017) carried out the study concerning the effect of welfare programs
of employees to improve performance of workers at Railway Corporation. The study used
descriptive survey research design while data were analysed qualitatively and quantitatively. The
findings unveiled that; there are various aspects of welfare benefits that are used to improve the
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performance of workers at work place. Among of these aspects are: health package, policies based
on the salary and other benefits, training and development programs as mandatory program for
employees so as to improve workers performance, referral schemes and succession plans. It was
recommended that; all these welfare programs are needed to be provided adequately so as to
improve the performance of workers at Railway Corporation.

Manumbu (2015) conducted the study on the impact of employee welfare services in an
organisation performance at Mwananchi, Co. Ltd, Dar Es Salaam, Tanzania. The study employed
case study design, whereby data were analysed qualitatively and quantitatively. It was revealed
that, the study unveiled number of parameters which may be the result provision of employee
welfare services to an employee such; increase of employee work morale, team working, quality
service delivery, employee security, employee commitment, however the study revealed some
challenges toward provision of employee welfare services, inadequate funds to organisation and
unawareness of employee on the need of employee welfare services. The study concludes with
summary on eligibility of employee welfare service to an employee, recommendation on how to
improve employee welfare services, conclusion of the research study and lastly the study provides
areas for further research area.

In Nigeria, Atseye, Takon and Ogar (2014) carried out a study on the effect of the national
minimum wage on the socio-economic life of low-income workforces in Calabar Municipal
Council Area of Cross River State. This was with the use of a random sample technique for the
selection of 305 participants throughout all the government’s ministries, departments, parastatals
and agencies. The obtained data were analysed with mean statistics and hypotheses were tested
with the utilization of Pearson Product Moment Correlation coefficient. The findings of the study
therefore indicated insignificant impact of national minimum wage on poverty, employment,
income stability, and saving of poor wage earners in the public sector.

Okerere and Daniel (2010) assessed staff welfare and productivity in Patani local government
council, Delta State Nigeria. The study used survey research design. The study findings unveiled
that; there is general awareness about staff welfare among the employees and ability to identify
the elements of welfare. It was also revealed that, the employee welfare was absent in the council,
in the same way, there was no attractive working environment that could motivate worker to do at
his/her best interest, poor furniture, working facilities were not available adequately, the scarcity
of monetary incentive package and facilities related to the health and safety were not reliable.
These had resulted to the reduction of working morale among the employees. The study
recommended that; more efforts should be taken into consideration so as to improve the
capabilities of the employees in the work. That could be done by providing training and
development program, improvement of working environment and other related aspects.
Similarly, Hendra and Rezki (2015) research on wages and employees’ performance: the quality
of work life as moderator made use of stratified random sampling technique for the determination
of 100 participants in a manufacturing establishment. This was with the utilization of linear
regression and moderated regression for the analysis of the study’s obtained data. The result
indicated significant and negative effect of workers’ wages on the quality of work life in the studied
area.

Idiaye and Okoruwa (2018) conducted a study on minimum wage policy and rural household
welfare in Nigeria. This was to determine how urban sector wage inflexibilities such as the
minimum wage policy can impact the rural economy and the households’ welfare as the study
developed or employed Computable General Equilibrium (CGE) model. The findings established
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that in the long run, minimum wage policies do not lead to a better household’s welfare, rather
they are left aggravated.

Study Area

Ebonyi State has thirteen (13) Local Government Areas, which include Abakaliki, Afikpo North,
Afikpo South, Ebonyi, Ezza North, Ezza South, Ikwo, Ishielu, Ivo, 1zzi, Ohaozara, Ohaukwu, and
Onicha. Ebonyi State has an estimated population of 2,176,947 based on the 2006 National Census
and the inhabitants are spread across 5,935 square kilometres. The State is predominantly
dominated by the Igbos with other minority ethnic groups from neighbouring States. With a land
area of about 5,935 sq. km, Ebonyi State is popularly known as the “Salt of the Nation” apparently
because of the large deposits of salt water in the State. The State shares a border with Benue State
to the North, Enugu State to the West, Imo and Abia States to the South, and Cross River State to
the East. Ebonyi State is situated in Nigeria, West Africa, with latitude 6’ 15° 00” N and longitude
8’ 05’ 00” E.This study will be carried out in Ebonyi State, Nigeria as shown in Figures 1 and 2.
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Figurel: Map of Nigeria showing Area of the Study (Ebonyi State).
Source: Office of the Surveyor General Ebonyi State, 2021
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Figure 2: YI‘\M/EIap of EboFryi State sh(;;;iling its Local Government Areas
Source: Office of the Surveyor General Ebonyi State (2021)

Research Population

A population is the whole group of individuals, events or objects having common evident features.
A target population is that population to which a researcher wants to take a broad view of the
results of a study (Coolican, 2013; Loice, 2016). According to Neuman (2014), a target population
is the specified large group of many cases from which a researcher draws a sample and from which
the results from the sample are generalized. It is critical for a researcher to define the population
of his study at an early stage of research to know the nature of the sample drawn and to avoid
questions about the population. The members of the sample are called as participants. Sample size
is used to fairly represent the target population. It is said to be representative when the
characteristics of elements selected are similar to that of entire target population. The more the
sample is representative of the target population, the higher is the accuracy of the inferences and
better are the results generalizable (Alvi, 2016). Hence, there are different formulae that can be
used for the determination of appropriate sample sizes. The researchers should choose the formula
according to their needs and convenience (Korir, 2020). Thus, a total of 400 comprising of both
the management and the operatives in the selected twenty-two (22) construction firms in Ebonyi
State were considered as the population for the study.

Sampling

The sample frame for the study is 400(120 for management staff and 280 for operatives) which
was obtained from the list of selected twenty-two (22) construction firms in Ebonyi State. Sources
from; Ebonyi State coordinator of builders in private and Ebonyi State ministry of capital city
development authority. The size of the sample of respondents for the questionnaire survey that was
targeted were obtained from the use of the sample size determination formula as developed by
(Yamen, 2013). The formula is:

N

n=

TN Equation (1)
Where n = sample size; N= target population; e = level of precision or sampling of error
(commonly 0.10, 0.05, or 0.01).
Using this formula, where the total population of respondents is 400,
n = 400/1+400(0.01)"2
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n = 385. Therefore, the sample size for this study is 385, which is maintaining a 96.25% confidence
interval.

Purposive sampling technique was used in this study. The purposive were taken from the study
area. Hence, the unit of analysis were the selected 22 construction firms in the study area, a total
of 385 questionnaire survey were obtained from both the management and operatives in each of
the selected twenty-two (22) firms.

Data Collection Instrument

The instrument employed for data collection was a structured questionnaire designed to answer
the objectives of the research. Two different questionnaires were employed in this study, one for
the management and another one for the operatives. The first section of the questionnaire dwelled
on background information of the respondent; it served as information regarding the sector of
work, highest educational level, years of experience, while the other sections dwelled on matters
relating to the research study. This section was structured in relation to the objectives of the study
and questions were asked on a 5-point Likert scale with 5 being the highest of the rating.A large
number of questionnaires were self-administered to the various management and operatives’
employees in the selected construction firms in Ebonyi State, Nigeria. Hence, the questionnaires
were formulated according to the study objectives in a systematic procedure.

Method of Data Presentation and Analysis

Tables were employed in this research for data presentations. The analysis of the collected data
was carried out using descriptive and inference statistics such as percentile, means, regression
analysis and analysis of variance (ANOVA) using scientific package for social sciences (SPSS).
Mean score, spearman correlation was adopted for the study.

RESULTS

A total of four hundred (400) questionnaires were distributed to both the management and
operatives of the selected twenty-two construction firms in Ebonyi State which took part in the
questionnaire survey. Out of the four hundred (400) distributed questionnaires, three hundred and
eighty-five (385) were returned, making it 96.25% retrieved data for this analysis. Data obtained
from the questionnaire are analysed in this section to discuss the results. The first part dwelled on
the demographic information of the respondents and organisations, while the other parts were
organised according to the study objectives.

Background of the respondents

Due to the nature of the study, certain skilled, informed construction and HR professionals with
extensive experience at various management, supervisory, administrative and operative levels
were required to reply to the questionnaires in order to obtain the data required to meet the study's
objectives. The results for each of the six variables for management staff are presented in detail as
shown in the Tablesla and 1b:
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Table 1a: The Demographic Profiles of the Respondents

Manazement Staff Frequemcy Percemtsze Cumulative
Highezt academic qualification
HKD iz 143 T
BECETECH ) 151 630
BGD 13 49 TiE
MSCMTECH I8 a4 96T
D 4 13 1000
Professions] backzromnd
Aschitectnne 4 13 i3
Bisiiding 14 @z 0
Enginsesing 3 0 Q6T
Crmaamity sarvevors 4 13 1000
Crthers
Year of practices
1-Jvrs 10 113 ]
6-10mrs 43 151 630
11-15wrs 10 11 00
16-10vrs 4 13 833
moee than s £ ia 1000
Orzamkational vear of pracrice
1-Jvrs 10 11 pad ]
6-10mrs 43 161 65
11-15wrs 10 13 55
16-I0vrs 4 350 501
moee than s 13 49 1000
Aversze coaf of project
lar4m 1 43 100
Jar49m ] I8 353
Iar-499m 41 155 933
300m and above 3 0 1000
Orzamkational workforce
10-42 4 113 153
0-189 T2 pul ) 833
100 and above ] Q 1000
Nature of work undertaken
Brsiiding wosls ] 113 153
Cell emgineesing works £ in 50
Both civel and budlding Tz pul ) 1000

Table 1b: The Demographic Profiles of the Respondents

Operatives Frequemcy Percemtage (Cumulutive
Highest scademic qualification
it ] 2 2
33CE A 7 519
KD il s 923
Chars n 73 w0
Trade
e 103 19 19
Magson 7l it €57
Tiee] 4 133 i1
Tron bendar 4 151 962
Orthars 1o iz el
Year of experience
I-Jyes A 7 W7
&1l 9l M3 .l
11-13pes 51 Ba 91
16-Toes | 8 el
Level of 3kill
Siifled Iahorar 4 933 933
Unskified 1 41 el

Regarding the academic qualification for the respondents, Table 4.1 above showed that the highest
percentage of respondents (15.1%) had BSc/BTech, followed by (14.3%) of the respondents with
HND. On the year of practice, 18.1% of the respondents are people between 6-10years of practices,
followed by 11.3% of respondents with 11-15years of practices. These revealed that the responses
from the respondents could be considered valid to provide answers to the questionnaires. On the
organisational year of practice, Table 1a, showed the highest percentage of firms (35%) with 16-
20yrs of practice, followed by (16.2%) of firms with 6-10years of practice. These revealed that

most construction firms understand human resources management practices.
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On the project's average cost, Table 1a, showed the highest number of construction firms (21.9%)
that carried out projects between Sm-49m, followed by (15.8%) of construction firms that carried
out projects between 50m-499m. Also, it further revealed the organisational workforce of the
construction firms. It showed that (29.4%) of the firms have the highest workforce of 50-199
followed by (12.8%) of firms with less than 50 workforces. Also, 29.4% of the construction firms
undertake both building and civil engineering works, followed by 12.8% and 3.0% for firms that
undertake only building and civil engineering works.

Also, the results for each of the four (4) variables operatives are presented in Table 1a above.
Regarding the academic qualification for the respondents, Table 1b showed that the highest
percentage of respondents (34.7%) had SSCE, followed by (30.6%) of the respondents with OND.
On the type of trade for the various operatives, Table 1b, revealed that 38.9% of the respondents
were painters, followed by 26.8% of the respondents who are masons. On the year of experience,
34.7% of the respondents are people between 1-Syears of experience, followed by 34.3% of
respondents with 6-10years of experience. On the level of skill of the operatives, Table 1a, showed
the highest percentage of respondents (95.8%) were skilled labours, followed by (4.2%) of the
respondents who are unskilled. These revealed that the responses from the respondents could be
considered valid to provide answers to the questionnaires.

Effects of Employees Welfare Packages on Construction Workers Productivity

For objective three (3) which is to establish the effects of employee’s welfare packages on workers’
productivity. The results in Table 2 below, showed the effects of employee’s welfare packages on
workers’ productivity.

Table 2: Effects of Employees Welfare Packages on Construction Workers Productivity

Employees Welfare Packages Mean 5td. D Rank
Economic Services 2.7% 1359 ME
Wages 337 1395 1
Overtime payment 3.02 1.656 2
Salaries 29 1.566 3
Cradit facilities 283 1621 4
Life assurance 229 1.613 3
Pension 2.08 1.350 6
Recreational Services 19 1225 ME
Site accommeodation 383 1473 1
Water and electricity supply 322 1588 2
Lodgmg allowances 2.63 1.746 3
Sports (Football, video games) 252 1.688 4
Weekend hangouts 246 1.507 3
Facilitative Services a7 1273 ME
Cantesn 428 1.440 1
Tools and equipment’s 396 1.463 2
Temporary stores 3.63 1.636 3
Site security 341 1619 4
Housing facilities 310 1.760 3
Transportation (Project vehicle) 305 1.701 6
Lunch rooms 298 1.663 ]
Leawe travel concession (LTC) 294 1.757 8
Medical facilities (First 2id) 2.80 1.684 9

From Table 2, a total of twenty-one (21) effects were identified, analysed and ranked accordingly
under each of the three (3) major individual variables; eleven (11) variables were identified to be
of high effects. In contrast, ten (10) were identified to be of low effects of welfare packages on
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construction workers productivity. The 11 variables ranked to be in high effects with their various
mean score as indicated in Table 2 above, are canteen (4.28), tools and equipment’s (3.96), site
accommodation (3.83), temporary stores (3.65) and site security (3.41). Others are wages (3.37),
water and electricity supply (3.22), housing facilities (3.10), transportation (project vehicle) (3.05)
and overtime payment (3.02). In contrast, the ten (10) variables ranked to be in low effects with
their various mean score are lunch rooms (2.98), leave travel concession (LTC) (2.94), Salaries
(2.92), credit facilities (2.83), medical facilities (first aid) (2.80) and lodging allowances (2.65).
Others are rest rooms (2.55), sports (football, video games) (2.52), weekend hangouts (2.46), life
assurance (2.29) and pension (2.08).

Relationship between human resources management practices and construction workers
productivity

Table 3 showed the correlation test to determine the relationship between human resources
management practices and construction workers productivity.

Table 3: Relationship Between Human Resources Management Practices and
Construction Workers Productivity

Humix

Bewmrees  Comirmciion

Mamaizement Warkers

Practices Productiity
-H'.'EN:'I [P ':DIEEt:Eﬂ'. Lo ATy
. -
:l,[aﬂ_:eggg ’E'-.-'Tu!d: 6]
Paches N 10 10

Comtocion ComehifionCosfficiemt 7% 1000
Woekers ;l_: .::-g-ikd: we
oy 120 10

: Mhmémg&aﬂ: at e [ Fove] [J-aied)

The result from Table 3 revealed that there is positive significant relationship between human
resources management practices and construction workers productivity at rho =.237; n=120; P <
.009. This denoted a perfect relationship by measuring it on Cohen (1988) and Pallant (2011)
criteria which asserted that a correlation of 0 means no relationship, and a correlation of 1.0 means
a perfect positive correlation. A value of —1.0 means a perfect negative correlation. Therefore,
human resources management practices have a positive influence on construction workers
productivity. These are consistent with Amina et al. (2022) and Akanni et al. (2014) who revealed
that there is a significant relationship between monitoring and evaluation practices and project
delivery.

Table 4: Regression analysis

Regremon

3. Eeror
R Adjmed ofde
Moded B 5gmre Ripare Esime
1 19 037 e i1
2. Prediciors: (Uomsiaad), HRAD
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Table 4: ANOVA?
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Table5: Coefficient?

Unstendardized  Standardized
Coefficients Cosfficients
Std.
Model B Error Betz T Sig.

[ (Constant) 304 39 481 000

Costof
Building 105 09 o3 2141 034
Matetials

a Dependent Varizbler Construction Workers Productivity

Also, a linear regression analysis was carried out to determine the effect of human resources
management practices on construction workers productivity. Tables 4, 5, and 6 showed the results
of the regression model. The model tested how human resources management practices can predict
construction workers productivity.

The model offers a predictive power of 3.7% (R = .193; R?=.037; F = 4.588 [with p = .034], with
beta values (beta = .193). This outcome revealed that human resources management practices had
a significant effect on construction workers productivity. Therefore, the regression model implied
that human resources management practices have a significant unique contribution to the model
measuring it on Pallant (2011) criteria which stated that variables are making significant
contributions to a prediction of dependent variables when the significant value is less than .05. But
if the significant value is greater than .05; then, the variables are not contributing significantly to
the prediction of the dependent variable. Therefore, the null hypothesis is rejected because there is
a significant relationship between human resources management practices and construction
workers productivity.

Relationship between welfare packages and productivity of construction workers
Table 7 showed the correlation test to determine the relationship between welfare packages and
productivity of construction workers, in the study area.
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Table 7: Relationship Between welfare packages and productivity of construction workers

Productivity
of
Welfare Construction
Packages Workers
;ﬁ'elif;re Correlation Cosfficient 1.000 3552
ackages . ’
= Sig. (2-tailed) 000
N 263 120
Productivity  Correlation Coefficient 365% 1.000
of Sig. (2-tailed) 000
Construction
Workers - 120 120

* Correlation 15 significant at the 0.03 level (2-tailed).

From Table 7 above, the result revealed that there is positive significant relationship between
welfare packages and productivity of construction workers at rho = .365; n = 120; P < .000. This
denoted a perfect relationship by measuring it on Cohen (1988) and Pallant (2011) criteria which
asserted that a correlation of 0 means no relationship, and a correlation of 1.0 means a perfect
positive correlation. A value of —1.0 means a perfect negative correlation. Therefore, welfare
packages have a positive effects productivity of construction workers. These are consistent with
Amina et al. (2022) and Akanni et al. (2014) who revealed that there is a significant relationship
between monitoring and evaluation practices and project delivery.

Table 8: Regression analysis

Table 4.5 Model Summary

Std. Error
B Admsted  ofthe
Model R Square R Square  Estimate
| 33 11 113 786
2 Predictors: (Constant), Welfare Packages

Table 9: ANOVA?

Sum of Mezn
Madel Squars  Df Square F Sig.
I Regrssion 49155 I 10155 16421 000
Residual
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Totdl $17 119

2 Dependent Variable: Productivity of Construction Workers
b. Predictors: (Constant), Welfare Packages
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Table 10: Coefficient?
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Std.

Modd B B Bw T S
(Costt) g qu 16 00
Costof
Buidng U060 3040 00
Mateils
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Also, a linear regression analysis was carried out to determine the effect of welfare packages on
productivity of construction workers. Tables8, 9 and 10 showed the results of the regression model.
The model tested how welfare packages can predict productivity of construction workers. The
model offers a predictive power of 12.2% (R = .350; R?=.122; F = 16.421 [with p = .000], with
beta values (beta = .350). This outcome revealed that welfare packages had a significant effect on
productivity of construction workers. Therefore, the regression model implied that welfare
packages has a significant unique contribution to the model measuring it on Pallant (2011) criteria
which stated that variables are making significant contributions to a prediction of dependent
variables when the significant value is less than .05. But if the significant value is greater than .05;
then, the variables are not contributing significantly to the prediction of the dependent variable.
Therefore, the null hypothesis is rejected because there is a significant relationship between human
resources management practices and construction workers productivity.

Measures to Improve Construction Workers Productivity

The most effective measures for improving construction workers productivity based on the mean
score, a benchmark of 3.50 was set. This same benchmark was set in (Olanrewaju et al., 2020;
Ihedigbo et al., 2023) to assess the significant variables.
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Table 11: Measures to Improve Construction Workers Productivity
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Note; S-K = Skewness, K-S = Kurtosis, MIS= Mean Score, SD = Standard Deviation, df =
Degrees of Freedom, Sig. Significance at 95% Level (p < 0.005), R = Ranking

From the Table 11, considering that, all the measures were above 3.50 except EWM22 (Providing
access to employee assistance programmes) which is below the 3.50 benchmark. Furthermore, the
significant variables were determined using the level of significance (p-value) of the data obtained
from each of the variables. The result in Table 11 indicated that a total of 29 variables were
established to be significant measures for improving construction workers productivity. Also, the
most top ranked strategies from the identified twenty-nine (29) measures with their p-value are
adequacy of wages .000, sound work environment .000, job security factor .000, safety and health
factor .000, employees training .000, holding well-being workshops .000, accountability .000,
working conditions .000, through intrinsic motivation .000 and maintaining good hygiene within
the work environment .001. Others are social liability of industry .001, increase in personality .003,
impact of efficiency .005, timely .007, developing productivity measures for all operations .008,
incentive scheme .021 and providing well-being-based employee benefits .022.

CONCLUSION AND RECOMMENDATIONS

The study assessed the effects of employees’ welfare packages on workers’ productivity on
construction sites in Ebonyi State with a view to suggesting areas of improvement. It was
concluded that canteen, tools and equipment, site accommodation, temporary stores, site security,
wages, water and electricity supply, housing facilities, transportation (project vehicle) and
overtime payment were the most effective welfare packages contributing to the workers
productivity. The outcome also revealed there was a significant positive correlation between
human resources management practices and construction workers productivity. Also, there was a
positive significant relationship between welfare packages and productivity of construction
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workers. Also, the outcome revealed that both human resources management practices and welfare
packages have significant effects on construction workers productivity.

Thus, measures such as adequacy of wages, sound work environment, job security factor, safety
and health factor, employees training, holding well-being workshops, accountability, working
conditions, through intrinsic motivation, maintaining good hygiene within the work environment,
social liability of industry, increase in personality, impact of efficiency, timely, developing
productivity measures for all operations, incentive scheme and providing well-being-based
employee benefits are the significant measures for effective improvement of construction workers
productivity.

I. It has been established that job security, productivity and labour dissatisfaction at work are
the major factors affecting human resources management practices, and it is therefore
recommended that adequate job security, health and safety and good quality work-life
should be provided for workers in order to reduce the issues of brain drain and labour
turnover in the construction industry.

ii. Appropriate welfare measures should be adopted when motivating workers on site in order
to increase productivity thereby leading to overall project delivery success.
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