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Abstract

The study set out to investigate behavioural pattern on efficiency of middle-skilled
construction workers in selected LGAs in Lagos State. The study was hinged upon two
theories namely the stakeholder’s theory and the social contract theory. The study adopted the
cross-sectional survey design. The population of this study consists of Sixty-Two Thousand
Four Hundred and Six (62496) middle skilled construction workers in Lagos. The purposive
sampling technique was used to select the respondents. A total of four hundred (400)
respondents across five (5) local governments in Lagos namely Lagos Island, Lagos
Mainland, Eti Osa, Surulere and Apapa took part in this study. The study made use of one
instrument which was a self-developed questionnaire and each item is rated using 5 Point

Likert Scale. The study found that there was a significant relationship between b ioural
pattern and efficiency of middle skilled construction workers. The studyMound that
behavioural patterns such as motivation, safety and work ethics contributed efficiency

assessment and quality control had the least influence on the efficien middle skilled
construction worker respectively. The study also found that there was«a moderate relationship
between team work and efficiency of middle skilled constructim}:’& ets. The study found
that not all the components of efficiency had a significant im n team work. Feedback,
cooperation, coordination of material, Manpower, daily s gﬁe and Time management
positively influenced team work of middle skilled con fon workers in Lagos. It was
discovered that integrated procurement and macl@‘ not affect team work of middle

of middle skilled construction worker. However behavioural patterns lik%s: -diScipline, risk

skilled construction workers. Finally, the study foutd integrity has a significant influence

on efficiency of middle skilled construction wor&ie agos state.
d
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Word Count: 286 '6'
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Chapter One
Introduction

1.1 Background to the Study

Performance in a job is strictly a behavior and a separate entity from the outcomes of a
particular job which relate to success and productivity. Efficiency is often. s‘een as a
A
means to reach a goal or set of goals within a job, role, or organization, but not the actual
consequences of the acts performed within a job. Efficiency relates to the act of doing a
job. It was affirmed that efficiency is not a single action but rather a “complex activity.
Purposeful actions in a proactive manner are required of,&ggx?nporary institutions and

organizations to achieve desired level of efficiency 'f@workers with cognizance to the

acceptable norms and best practices in the«@gy they belong to and country of

operation. C’J‘\&%

The key features of efficiency a)@b‘ it has to be goal relevant, performance must be
directed toward organizatio IQ)oals that are relevant to the job or role. Therefore,
performance does n 4,le?de activities where effort is expanded toward achieving
peripheral goalngQexample, the effort put toward the goal of getting to work in the
shortest a @t of time is not performance (except where it is concerned with avoiding
la @ ! Despite the emphasis on defining and predicting efficiency, it is not a single
uniffed construct, and there are vastly many jobs each with different performance
standard 2. Therefore, efficiency is conceptualized as a multidimensional construct
consisting of more than one definition, many researchers an eight-factor model of
performance was proposed based on factor analytic research that attempts to capture

dimensions of efficiency existent to a greater or lesser extent across all jobs®*.

Behavioral Pattern is an act of interacting with one another, which brings about team



work in any kind of organization or set up. Working together is no doubt the best office
situation as no man can work in strict isolation to get all what he aimed to achieve as
Behavioral Pattern is centered with people: which is as how one can work with another®.
Organization needs a construction worker who is indispensable and vast in the aspect of
Behavioral Pattern at work and for an construction worker to survive and be successful on
the job, he or she has to be able to build and keep good relationship with his/hgr superiors,
colleagues, subordinate and the general public relating to her in the course o%@er duty.
Information in organization either originate or passes through the n. n worker’s
desk for one purpose or the other, to achieve this; the COHStrl.lC{@VQI‘kGI' should be able
to build and keep good relationship that will make for @ﬂow of work revolving
round about her. ¢ \QQ

Behavioral Pattern is one of the most critical ié%i business and in many organizations
Management®. Good professional ethic @g in an organization will provide direction
and guidance in various areas N er to build united, harmonious and ethical
construction workers. How VG@%@ is no Behavioral Pattern guidance or standard that
is absolute, appropriate adg?plicable to organization.

Those individuals-a: %anizations that are not ready to follow their Behavioral Pattern
often face th dgl)culty of meeting up with targets in a timely manner. Against this
backdr@s of arguments have been raised on what sorts of professional work ethical
our is expected of construction workers in the world of work to keep to the
expected efficiency. Research evidences have shown that strong professional work ethics
contribute to good efficiency while poor or low performance result from weak or
negligence of professional work ethics.

Behavioral Pattern facilitate construction workers’ attitude towards hard work and their

organization too’. To guarantee efficiency, construction site worker must have a high



sense of responsibility, integrity, discipline, quality, and sense of team work. Some argue
that Behavioral Pattern are limited just to the job description and responsibilities. Others
argue that, construction workers also have ethical responsibilities towards the
organization by ensuring its continued survival.

1.2 Statement of the Problem

The interaction between behavioral patterns and the efficiency of mid@dlled
construction workers in Lagos State, Nigeria presents a significant and co &problem.
In the construction industry, the effectiveness and productivity of @} are not solely
determined by technical skills and knowledge but are also % Minfluenced by their
behavioral patterns and work habits. The diverse cultura!@%l, and economic factors in
Lagos State further complicate this relationship, %@g it crucial to understand how

these behavioral patterns impact efficiency in th struction sector.

In this context, behavioral pattern e@g?}&ass a wide range of factors, including work
ethic, integrity, self-discipli% se of responsibility, punctuality, teamwork,
communication, motivatioN adaptability. The challenge is to identify how these
behavioral traits can a%r e?lhance the overall efficiency of middle-skilled construction
workers. For exgp‘le, a lack of punctuality, poor sense of responsibility, or poor self-
discipli Dead to project delays, increased costs, and reduced quality of work. On the
0 @d, a workforce with strong teamwork, effective communication, integrity and
high sense of responsibility tends to contribute to successful and efficient construction
projects. Understanding the specific interactions between these behavioral patterns and
efficiency is essential for several reasons. First, it can lead to strategies and interventions
that enhance the overall productivity of construction workers, which can have a
substantial impact on the construction industry's growth and success in Lagos State.
Second, it can help construction companies make informed decisions about hiring,

3



training, and managing their workforce to optimize their performance. Third, it can
contribute to improving the overall quality of construction projects in the region,

benefiting both the construction industry and the community as a whole.

However, addressing this problem requires comprehensive research, data collection, and
analysis to identify the key behavioral patterns that influence efficiency in the context of
Lagos State, taking into account cultural, social, and economic nuances. By @ing a
deeper understanding of this interaction, stakeholders can work towards t% ng a more
productive and efficient middle-skilled construction workforce, ulti \contributing to

the growth and development of the construction sector in Lagoi@&wﬁNigeria.

CD

The efficiency of middle-skilled construction wpr@n Lagos State, Nigeria, is
influenced by a complex interplay of Vari,%%rs. One significant gap in our
understanding of this interaction lies in, t@gﬁted research on the specific behavioral
patterns that impact their perform CQ\&\HG there is a growing body of knowledge on
the technical aspects of constru work and the broader economic landscape in Lagos,
there is a dearth of researcM delves into the behavioral pattern, such as work ethic,
integrity, self—discip&@ 2@ of responsibility, and team work, which can significantly
affect the efﬁ‘c{i of middle-skilled construction workers. This gap in knowledge is a
criticah%\gat warrants further investigation to enhance the overall productivity and

ess of this vital workforce in the construction industry of Lagos State. Hence,

this study examined the effect of behavioural pattern on efficiency of middle-skilled

construction workers in selected LGAs in Lagos State.



1.3 Aim and Objectives of the Study

The aim of this research work is to assess the effect of behavioral pattern (work ethics,
sense of responsibility, discipline, & integrity) on efficiency of middle-skilled

construction workers in selected LGAs in Lagos State.Specific objectives are to:

1. determine the effect of work ethics on efficiency of middle-skilled construction
workers in selected LGAs in Lagos State. &

2. Investigate the effect of sense of responsibility influence efﬁciené @dle-skilled

construction workers in selected LGAs in Lagos State.
3. assess the effect of discipline influence efficiency of mld%@kzd construction
workers in selected LGAs in Lagos State.

4. evaluate the effect of integrity on efficiency @@le -skilled construction workers in

\

5. examine the effect of team work Q.B ce efficiency of middle-skilled construction

selected LGAs in Lagos State.

workers in selected LGAs in State.

6: analyze the effect of bwural pattern on efficiency of middle-skilled construction

workers in selected L@n Lagos State.

14 Re;% uestions
’@wing research questions were raised to guide this study.

1. What is the effect of work ethics on efficiency of middle-skilled construction workers
in selected LGAs in Lagos State?
2. In what way does sense of responsibility influence efficiency of middle-skilled

construction workers in selected LGAs in Lagos State?



3. How does discipline influence efficiency of middle-skilled construction workers in
selected LGAs in Lagos State?

4. what is the effect of integrity on efficiency of middle-skilled construction workers in
selected LGAs in Lagos State?

5. In what way does team work influence efficiency of middle-skilled construction
workers in selected LGAs in Lagos State?

6: What is the effect of behavioural pattern on efficiency of middle-skille(%g;}[ruction

workers in selected LGAs in Lagos State? ,%\%
%w

1.5 Hypotheses '%)\\,

The study examined the following null hypotheses. AQ

Hol: Work ethic as no significant effect ongiency of middle-skilled construction
workers in selected LGAs in La ‘@le

Ho2: Sense of responsibility as %ﬁgniﬁcant effect on efficiency of middle-skilled

construction workers?%ted LGAs in Lagos State.

Ho3: Discipline has no s&%ﬁpan‘t effect on efficiency of middle-skilled construction
workers @)@%d LGAs in Lagos State
Ho4: Int r% as no significant effect on efficiency of middle-skilled construction
60 rs in selected LGAs in Lagos State
@\‘eam work has no significant effect on efficiency of middle-skilled construction
workers in selected LGAs in Lagos State
Ho6: Behavioural pattern has no significant effect on efficiency of middle-skilled

construction workers in selected LGAs in Lagos State



1.6 Significance of the Study

The findings of this study is relevant to construction workers as well as stakeholders such
as site managers, industry practitioners and construction workers of public institutions
concerning the essence of Behavioral Pattern in critical efficiency, including management.
Theoretically, the study findings augment the body of knowledge by contributing to the
literature on the significance of ethical practices on efficiency. Additionally, %study
also boosts the activities of construction worker through emphasizing on %}niﬁcance
of Behavioral Pattern on efficiency. In policy making, the ﬁndings‘ﬂ@policy makers

on the adoption of professional ethical practices in an ef@t& enhance effective

efficiency. A%'&%’\

This research will also be of significant benefi O®dents and future researchers who

want to go deep in this study, also the .s\&will assist the society in ensuring ethical

standards in all areas of constructiog‘. < \)

1.7 Scope of the Study \)Q:b‘

Content Scope %'\

The content cogf this research is to examine Behavioral Pattern and the Efficiency of

Constm@orker in Selected LGAs in Lagos State. The following constructs were

S

Dependent construct — Efficiency of Construction worker
Independent construct — Behavioral Pattern
The above is mathematically expressed as Y = f (x)

Where:



Y = dependent variable

X = independent variable

Y = Efficiency of Construction worker

X = Behavioral Pattern

Therefore, from this equation, Efficiency (Ef) would depend on Behavioral Paft@?»P).

This is expressed as: @Q%
2

Efficiency = f (Behavioral Pattern) *
That is Ef = f (BP) Qé&

Where Ef =Y and BP =X @

The X and Y are broken down as follo@

Where, X = (x1, x2, x3) \)Q)@
4%'»

.- T%Q\

Qvgtegrity

Similarly,

X =DBP

Y = Efficiency of Construction worker

Geographical Scope

The geographical scope used in this research is the selected LGAs in Lagos State.

8



1.8 Limitation of the Study

In spite of the useful findings of this study, this empirical study has some limitations that
must be mentioned. Firstly, the findings cannot be generalized to the overall construction
workers who are working in the construction-site system, as the scope of study will also
not be limited to site managers in the construction-site system alone. Secondly, the study
design was restricted to one particular group of construction workers (oorﬁ@ction
worker only). Thirdly, it is difficult to get true responses, which are % or most
accurate to the character or attitude of a respondent. The findings iﬁ%}ﬁl y depend on
the honesty of the respondents in answering the questionna)@%ﬁ}y. The tendency to
agree more on socially desirable answers rather than full@%&uly express their opinion

will result in false data to be accepted as result. &

1.9 Operational Definitions of Terms . )ﬁ

Behavioral Pattern: Behavioral P%;n are the feelings we have towards different aspect

of the work environment. I@ositive or negative.

Construction Site: ‘Qgs'\generally a space or other area where construction workers

perform constm@ork in order to support and realize the objectives and goals of the

orgm@\

he moral principles that governs a person’s behaviour or the conduct of an

activity. It is the principle guiding right and wrong.

Integrity: This refers to the practice of been honest and showing a consistent and

uncompromising adherence to strong moral and ethical principles and values.

Organization: An organization is an entity comprising multiple people, such as an

institution or an association that has a particular purpose.



Teamwork: Teamwork is said to be the willingness of a group of people to work together

in other to achieve a common goal.
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Chapter Two
Literature Review

This chapter will be a review of existing literatures by other researchers which are
relevant to the area of the research being conducted. The chapter will embody the
conceptual framework which includes definitions, concepts, and terminologies related to
the research study, the theoretical framework which includes a review of Vari@ories
related to this research, the empirical framework which will b 'x&% up of the
conclusions drawn by researchers in the area of interest concerning this research study,
the conceptual framework which include the model spem &

and the summary of

gaps in literature. The chapter will cover the following Q%ngs

2.1. Conceptual Review ®
2.2. Theoretical Framework 0

2.3. Review of Empirical Studies %

2.4. Conceptual Framewor Q)

2.5. Summary of gap in tegature Reviewed

2.1.1 Con‘ep Q) ;hlcs

The we%ghlcs" have respective Latin and Greek roots. It traditionally refers to
i into what constitutes human perfection and flourishing as well as accepted ideals
and norms of behaviour (as in "cultural ethos" and "social mores"). We typically use the
terms "ethics" and "morality" interchangeably today. However, the term "ethics" can also
apply to moral philosophy, which is the field that examines the rationale behind and
significance of moral convictions.

The phrase "ethics in efficiency" has become more popular among management experts

and corporate executives worldwide. Simply said, ethics is the study of how actions

12



influence other people and organisations. Aspects of axiology that deal with what is right
and beautiful as well as desired or preferred human behaviour include ethics and morality.
Modern ethical standards or norms that guide how people interact with one another and
their institutions are of interest'. In order to guide the behaviour of the organisation and
its construction employees in all of their business operations, both internally and in
connection to the outside world, ethics was defined as a set of moral principl.es or ideals
employed by organisations. Being ethical is viewed as a component of an @zation’s
social responsibility, which is dependent on the idea that busin .Na Id have an
influence on society beyond the typical profit-maximizing goa!?&l’b\e ethical workplace
culture can occasionally affect an organization's performa‘@he moral thinking of all
organisation members is reflected in the work envir’o@%s ethical culture. Therefore, a
strong ethical environment gives construction%'%ees a basis for reflecting on moral
concerns?, N ‘\&%

A society's moral standards, cultur% , and definitions of what is good or wrong are
all related to ethics. Though 1 cb,‘something might be immoral. Ethics, according to
author Mary Guy, is the<conduct that is appropriate under the circumstances®. Honesty,
integrity, fairness, @re for others were the four cornerstones of ethical behaviour.
Aiming for tv)%or three out of four is not a smart idea. For instance, if a person doesn't
care fo?%employees, they can still be honest, have integrity, and treat people fairly. It
@9@ to act morally while business is booming. High ethical ideals become more
difficult to uphold in difficult circumstances. We frequently encounter moral conundrums.
To ensure that ethics are upheld at all times, organisations today have ethical codes of
conduct, which are said to have been developed by 90% or more of all organisations®.
Everyone stands to gain much from the management of ethics in the workplace, both

morally and practically. This is especially true today, when it's crucial to comprehend and
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manage a wide range of beliefs in the workplace and when too many individuals still
believe that business ethics is a philosophical subject or that it involves humiliating and
criticising others®.

The field of business ethics has traditionally been the domain of philosophers, academics
and social critics®>. The management of ethics in the workplace will benefit everyone
much, both ethically and practically. This is particularly true today, when it's iznportant to
understand and handle a wide range of opinions in the workplace and w@m many
people continue to think that business ethics is a philosophical t@?@t it entails
degrading and disparaging others?: . ‘6.\

a) Philosophical, which requires extensive orientation and @is;

b) Anthologies, which require much time, review anﬂ@ration;

c) Case studies, which require numerous cases,«&ch time and analyses to synthesize;

and d) Extended stories about business&’%@%aad"

2.1.1.1 Importance of Ethic il@'Organisation

Good Ethics is a fundameanuirement of any profession. It is integral to the success
of the organization a %ngthics is a set of moral rules that dictates what is suitable
behaviour for a@g\wdual or a community of people. Being continually consistent with
the rules Xt moral behaviour is maintaining excellent ethics. excellent ethics are
e 1@ business since they not only help a company succeed but also open up numerous
omo%tunities for growth and development by giving a positive view of the company to
the public. An organisation works tirelessly to achieve its objectives while helping the
construction employees develop their high levels of competency. In this regard, the
construction employees' devotion to high ethical standards can significantly contribute to
the outstanding accomplishment of company goals being realised as planned and intended.

Ethics is the technique of judging what is good and wrong in human behaviour®. It's
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possible that a variety of factors influence someone's decision to act unethically, but the
right person is the one who, in the face of moral conundrums, evaluates the circumstances
and distinguishes between what is morally right and wrong in order to adhere to the laws
and codes of professional conduct®.

It is crucial to note that, in addition to the common kinds of business ethics that have been
recognised, ethics also serves other purposes in company, some of whi.ch (gclude
retaining good personnel, creating a nice workplace atmosphere, and avoidingi\:g}'l issues.
Explicitly stating this significance®. : \QO

Customer Loyalty: Consumers could allow a business to take.ad\@a.ge of them once, but
if they feel they have received unfair treatment, such as @overcharged, they won't
come back. One of the keys to long-term business's@ss is having a loyal client base
since serving a current customer doesn't requié% eting costs, unlike gaining new ones.

A company's reputation for moral conic}ﬁ@“yid it in developing a more positive brand
e

in the marketplace, which can attrac%' clients via word-of-mouth recommendations. In
contrast, a reputation for etl@behaviour harms a business's ability to attract new

clients, particularly in this g‘ay of social networking when unhappy clients may easily

spread the word Q bad experience they had?.
0

Retain Good BQp
Q

and devoetion at all levels of an organisation. They desire that their professional

yees: Talented people want to be adequately paid for their hard work

pment inside the company be determined by the calibre of the job they provide
rather than by favouritism. When layoffs or reorganisations are being considered, for
example, they want to be a member of an organisation whose management team is honest
with them about what is happening. The most skilled individuals are more likely to stay

with companies that treat them fairly and honestly. Employees who do not feel that the
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system for determining their salary is fair are frequently not as devoted to their work as
they may be.

Positive Work Environment: At all levels of an organisation, talented individuals want to
be fairly compensated for their dedication and hard work. They want their advancement
inside the organisation to be based more on the calibre of the work they do than on
favouritism. For instance, people want to be a part of a company whose management
team is open with them about what is occurring when layoffs or reorganisati%:a\e being
contemplated. Employees with the highest skill levels are more Li e. main with
organisations that treat them fairly and honestly. It's commo or.\workers who don't
believe the method used to determine their pay is fair to @ committed to their jobs
than they otherwise would be. ¢ $%

Avoid Legal Problems: The management of @%ﬂy occasionally feel pressured to

make financial concessions, such as n ’@ytely adhering to environmental or labour
rules, neglecting risks to worker sa%it)utilising inferior materials in their goods. Legal
expenses, fines, and/or puni hn@‘by governmental organisations are only a few of the
serious consequences o%t't)ing detected. Even more expensive than the court costs or
penalties might @%g-term harm to the company's reputation that results from the

negative pres@usinesses that uphold the highest ethical standards invest the time to

educate evety employee on the behaviour that is required of them.

2.1.;.2 Ethical Principles

Ethical standards, which are what the general public would consider to be right. Making
such a divide prevents construction workers from behaving in accordance with internal
moral standards without first considering how such standards would stand up to public
scrutiny’. Additionally, it has added pressure on how construction employees live their

personal lives. Instead of being viewed as a position to be obtained, ethics must be
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considered as an ongoing action. Ethics are a management approach that supports
governmental activity and goes beyond just setting a set of regulations or a code of

conduct’.

Ethical principles are broad declarations of what is right or wrong in behaviour. These
principles frequently serve as the foundation for a person's behaviour, ideas, and beliefs’.
Some ethical standards are commonly said to as universal, which implies thaj{@ically
minded intelligent individuals would have to concur that everyone should ¢ to them.
The golden rule, a well-known global ethical precept, states that ir@ials should treat
others in the same manner as they would like to be treated*ﬂ\& Tes. Other common
ethical principles include the following*. The rights ég%ers should be respected,
promises should be kept, people should be t st@ y, they should own up to their
mistakes, people should behave in the interests ‘of others, people should assist those in
need when they can, and people shoul@j\ﬁ&%l

r.“It is crucial to note that when these moral

guidelines are followed, there is a“%‘%&bility that it starts to influence the behaviour of the

personnel at such a compan§\)q)

'\
2.1.1.3 Ethical urs and Workplace Ethics

Ethical beha@b is that which is morally accepted as “good” and “right” as opposed to
“bad” or\wrong in a particular setting®. Consider issues like: Is it moral to conduct
@al business during work hours? Is it moral to offer a bribe in exchange for a
commercial contract? Regardless of one's initial inclination in response to these questions,
it is obvious that the main purpose of it all is to remind organisations that the general
public expects that government officials, managers, employees in general, and the

organisations respect all act according to high ethical and moral standards. Maintaining
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high standards of ethical conduct in organisational transactions and in the workplace will

become a new problem in the future?.

Workplace ethics and behaviour are essential components of employment since they may
both help a business be successful. In reality, since strong morale and cooperation are
two essential elements for success, ethics and behaviour are equally crucial to most
businesses as performance. Every company in every field has rules that its emp s are

>

expected to follow. These rules are typically outlined in employee handbo%

.\

Although the ethical code differs from organisation to organisati%,fts verall message or
tional efficiency?. In

substance is always focused on increasing organisational a@é
actuality, ethics and conduct are just as important to .m%%ms as performance since high
morale and teamwork are two critical compo@%}success. Every business in every
industry has regulations that its staff ,mKA%rs are required to abide by. Employee

handbooks generally provide descri tigj} these regulations.

Increasing organisational a%@ional efficiency is always the objective of the ethical
code, even if it varie rom organisation to organisation*. Some people even list
acceptable behavi @%job descriptions or during the interview process. Generally
speaking, bﬁgqour standards cover things like language, work attire, and harassment.
Employees who violate rules of behaviour risk verbal and written warnings as well as
l@aﬁon. Integrity, or always being honest and acting morally, is a crucial aspect of
professional ethics and behaviour. For instance, just as individuals who handle and work
primarily with money must have a high level of integrity, healthcare workers who care for
patients who are mentally or physically challenged also need to. Integrity in the

workplace also means staying away from slander and deceit.
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Another important aspect of workplace ethics and conduct is accepting responsibility for
one's actions*. That entails appearing on designated workdays, showing up promptly, and
giving your best effort while doing your duties. When anything goes wrong, accountable
employees are forthright and then seek to find a solution while maintaining a professional
demeanour. Working effectively with people in the job is essential. That covers everyone,
from coworkers to managers to clients. Even if not every employee will get algn%for the
sake of a greater objective, they must put aside any personal or even@%ssional
conflicts. People who aren't viewed as "team players" sometimes ri .Q@demoted or
even fired. On the other hand, those who work well with others &nﬂcan advance on that

aspect alone, with teamwork sometimes even outweighing @mance.

&

Ethical and behavioral guidelines in the w%@e, often place a high amount of
i

importance on dedication*. Even while havi required abilities is crucial, having a
strong work ethic and a pleasant atti@ the job may go a long way. Additionally,

since commitment is sometime éﬂ as contagious in the corporate environment,

individuals who put up a gréb&egart frequently motivate their coworkers to do the same.

'}
2.1.2 Concept& vioral Pattern

Behaviour i&%@ﬁned as any detectable overt activity of the organism, which often
includes both verbal and physical actions®. This concept describes behaviour as primarily
tlble bodily action, such as a pigeon pecking a disc, a woman saying "hello," a
student raising his hand, and so on’. Therefore, it is essential to note that if a movement is
repeated, a pattern is likely to develop. Since behaviour patterns are the ethologists'
preferred unit of exchange, it is crucial to understand what they are and how they are
characterised®. It is customary to identify the natural segments that are instances of the

same fundamental phenomenon (the behaviour patterns) and then describe the common
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characteristics of those patterns. The behaviour of any creature is a complicated system of
occurrences. Physical topography, orientation, position, intrinsic qualities, and physical
consequences are among the five domains that make up each pattern. Each pattern is a
series of occurrences distinguished by identity or resemblance in one or more of these
domains. Behaviour is never fully described; the observer may use a number of recording
and reporting techniques (such as language, photography, and sound recording), but they
all result in some information being lost or rejected!’. Statements about t%%cess of
change in position, shape, physiological property, etc. of one .%aﬂs of an
organism, or about the results of such processes, may be includ\ in.§1 behaviour pattern.
These latter-type statements may even be found in descri@ that do not mention the

environment?®, ‘ QQ)
N

The capacity for behavioural development is(a ¢ricial quality of the human race and of
society. Rules, norms, codes, or pfinciplés “that offer direction for ethically right
behaviour in managerial decisio@*taining to the running of the company and the
interaction of the firm w@iety are known as behavioural patterns'!. Business
professionals may utili Havioural patterns as a set of rules to help them make the right
decisions. The @1 nd organisational guidelines that control behaviour within the
boundari é\ certain profession are known as behavioural patterns. Over time,
behav'@u patterns have changed due to an increasing desire to limit managers'
involement in the administration of the organisation!?. This also show that nearly all
highly performance firm have at the core a well-established set of shared values,
particularly ethical values.

Organisational behaviour is a crucial phrase that has come to represent the evolution of
behavioural patterns inside an enterprise. Behaviour at work is a crucial component

needed for every firm to operate well. It is crucial to note that organisational behaviour
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must exist prior to the development of behavioural patterns inside an organisation.
Understanding, predicting, and managing human behaviour that takes place inside an
organisation, whether it be individually or in a group, can be referred to as organisational
behaviour'. Understanding other people's behaviour and helping them to understand ours
is crucial while working in a group. We must adapt to the environment and comprehend
the objectives we must attain in order to preserve a healthy work environm§nt14. If we
comprehend the significance of organisational conduct, this is a simple task. Q‘)(\
The following examples highlight the significance of organisational . %%@4.
1. It aids in elucidating the interpersonal connections that W(.)rkglawve with one another
as well as with their superiors and inferiors. &%'\
2. Individual behaviour may be predicted and explaih@%
3. By maintaining excellent communication, i‘ﬁ@r’?ains the amicable connection inside
an organisation. N 6

N
4. It aids in promotion. %C')
5. Motivating employees under @S(b‘management is beneficial.
6. The organisation can gkg\ any transition simpler.

7. It assists in C) ing human behaviour and using it to further organisational

objectives. \
Q

8. It con es to the organization's increased effectiveness.

@%cient to say that researching organisational behaviour aids in identifying human
behaviour patterns and, in turn, sheds insight on how these patterns significantly affect an
organization's performance.

It is critical to note that the nature of the organisation and the character of people serve as
the foundation for the idea of organisational behaviour. Simply said, a person's nature is

their fundamental characteristics, or the personality that best describes them; they might
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be similar or different. Speaking organizationally, certain key elements influencing
people's nature have been highlighted® !4,
1. Individual Difference: Instead of using a statistical method, which involves avoiding
using a single rule, managers should take a personalised approach to each employee.
2. Perception: This is the capacity to listen, observe, and draw conclusions. It involves
trusting our senses. In a nutshell, perception is how we perceive the worlc.l and form
. .
opinions. 6
3. A complete being: We must engage the full person since, as .%ll aware, a
person's ability or brain cannot be used in isolation. Backgr.oungnq knowledge are the
foundation of skill. Just as physical and mental situatioq&@hot be entirely divorced
from one another, neither can our personal and profeénal lives. So, people function is
the functioning of a total human being not a sp@%ﬁure of human being.
4. Motivated behaviour: This is behavi \@3 has been ingrained or brought about by
some form of incentive from a pers%'gl%lp, or even a circumstance. There are two main
categories of motivated wor er@% organisation:
a. Positive motivation: tlclng people with promotions or other rewards to modify their
behaviour or finj Q& s an illustration, "If you complete this, you will gain this."
b. Negative Jﬂ%vatlon Threatening or coercing others into changing their behaviour or
face dire'repercussions. For instance, "If you don't finish this, you will lose your job."
ue of the person: Employees desire chances that will allow them to grow personally
as well as opportunities to be respected and acknowledged for their talents and abilities.
On the other side, the organization's nature reveals the business's goals. It's the chances it
offers on the world market. It also establishes the expectations of the workforce; in other

words, it establishes the essence of the business by serving as a mirror image of the
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business. With its social structure, shared interests, and work ethics, each company's
essence may be understood. Let us take a quick look at all these factors® 8.

Social system: Every organisation interacts with other businesses, its clients, or just the
outside world through its workers, each of whom has certain social roles and statuses.
Their collective and individual desires are the key factors influencing their behaviour.
There are two categories of social systems: . ‘b
Formal: Groups created by employees in an organisation or members of the Qé:g\ﬂub are
regarded as formal social systems. An example might be a celebratig@%eiving a
project. . N

Informal: A gathering of friends, people mingling freely, hg@fun, partying, or just
hanging out. Example, A birthday celebration. ¢ $%

Mutual interest: In order to exist and grow, b %e and organisations depend on one

another. In essence, it's a mutual unde Tg@% between the company and the personnel
QJ :

that aids in both parties achieving thei Is.
Ethics: These are a persc@cgoup's, or an organization's moral standards. It is

important to treat peoplﬂﬁthically and establish certain moral standards in order to recruit

'\
and retain valua @

ompanies are really now creating codes of ethics teaching and
rewarding e>%(qg ary ethical behaviour.

%@a tors of Organisational Behaviour

Thrée main variables significantly impact organisational behaviour. All three elements
are based on the workplace, which is why they are often referred to as the determinants of
organisational behaviour. The three factors are: individuals, structures, and technology?®.
These three components have been discovered to be crucial in the formation of
organisational behaviour; nevertheless, there is another determining factor, namely

environment, that is required for the three previously stated factors to become possible.
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People: An organisation is made up of individuals with a variety of characteristics,
personalities, abilities, interests, backgrounds, beliefs, and intellect. All workers should be
treated fairly and evaluated based on their performance and other factors that have an
impact on the company in order to maintain a healthy workplace.

Structure: An organization's structure is determined by its design layout. It involves
building and arranging connections and methods in accordance with organisational
objectives. Q}i\
Technology: Technology is the application of scientific kno .& real-world
applications. Additionally, it gives employees the resources tzley ed\to do their jobs and
tasks in the best way possible. &%'\

Environment: Every business operates in a certain iﬁt@%and external environment. The
environments, causes, and components that af@rganization's operations, decisions,
and particularly the behaviour of its pe b@ye referred to as the internal environment.
While the external environment is characterised as external elements that have an impact
on the operation of the or ani@)&. Some of these might be influenced by the firm's
marketing, while others eggl for modifications from the company. Employee morale,
cultural shifts, @%ial concerns are a few instances of the internal environment.
Political VariéQies, economic shifts, and the firm itself are examples of the external
envirorf\%

@%ope of Organisational Behaviour

The extent to which organisational behaviour may direct or have an impact on an
organization's daily activities is referred to as its scope in a very wide sense. The
following three concepts are included into the definition of organisational behaviour:

Behaviour on an individual, interpersonal behaviour, and collective behaviour®.
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Individual Behaviour: This field of research examines a person's personality, knowledge,
attitudes, drive, and level of work satisfaction. In this research, we engage in interactions
with individuals to learn more about them and form opinions about them.

Inter-individual Behaviour: This field of research examines how individuals interact with
one another and with their subordinates, as well as how they perceive power, politics, and
group dynamics. . ‘b
Group Behaviour: Group behaviour researches how organisations are forrr@w they
are structured, and how efficient they are. Group behaviour refer o. @@ive actions
taken to fulfil an organization's objective. In a nutshell, it refe.rs &)W a group acts.

An organisation is on the verge of generating behavioq,@ltterns that will become
synonymous with its brand and identity when if e to generate a very strong
organisational behaviour. As has been estab@%ehavioural patterns are generally
acknowledged norms of ethical conduc r{%%oersonal and professional life. It is crucial
to note that behavioural patterns %’ something that an organisation begins with;
rather, they emerge throu t@g s a result of ongoing planning, purposeful action,
tactics, instruction, and i'%ling principles. This translates into a situation where an

attempt is made(c)@’%’us y to help employees adopt the proper behavioural pattern.

Professional é&g‘amsations have adopted codes of conduct to assist members in carrying

out thei‘%es”.

2@ Forms of Unethical Behavior in the Organization

There are countless opportunities for people and organisations to act unethically. Sadly,
the promise is all too often realised. For instance, businesses that discharge hazardous
medical and oil waste into our rivers and seas seem to choose their own interests over the

health and safety of the general population's.
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It is humiliating when an organisation engages in unethical business practises. It is
simple to categorise as unethical behaviours the disposal of chemical waste into
contaminated rivers, bribery and corruption in various sectors of the business, sexual
harassment and falsified results, and examination misconduct on college campuses.
Nevertheless, many organisations engage in these and other unethical behaviours on a
regular basis. What causes this? In other words, what causes individuals iI} n(%erous
organisations to act unethically? The assumption that organisations frequ@romote
activities that breach ethical norms provides one explanation for w . %onsciously
engage in unethical activity. Think about how many compeinK de\rs, for instance, are
still expected to engage in bribes and payoffs despite thq& ress, the uncertainty of
some laws, and the potential consequences of their b'e@our.

Describe how organisations frequently adopt d@%onal practises that are at odds with
accepted ethical norms and produce ¢ ﬁﬂ\ﬁgﬁyrms. However, being far more secretive
and dishonest is frequently thought be not just acceptable but desired within
organisations. It's very typical @énewall while knowingly concealing essential facts.
One explanation for this i§ that organisations may penalise people who are very forthright
and honest. Ot @&uction employees who are in a position to disclose unethical
behaviour would undoubtedly leave in light of the adverse treatment suffered by many
workerg% are prepared to blow the whistle and expose unethical behaviour's. There
a@merous organisational counter norms that support moral and ethical behaviour, and
the fact that these behaviours are frequently rewarded and accepted raises the possibility
that organisations may be functioning in a society with its own set of established
standards. This argument proposes a different response to the query of why organisations
deliberately engage in immoral behaviour. This is the case because there are management

ideals that compromise honesty. According to a recent examination of executive integrity,
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managers have developed certain habits of thinking that encourage unethical behaviour,
even if they may not be aware of them'>.

2.1.5 How to Manage Unethical Behavior in an Organization

The management of unethical act in the work place is to ensure a workable system that
will promote ethical conduct in order to ensure business continuity, survival and good
corporate image. Some of the measures are as discussed below!>. . ‘b,
Ethical Climate Q‘)(\

An organization's or unit's overall perception of its ethical rules, pr, t. &, processes
is referred to as the "ethical climate." In today's workplace., it thg: duty of all parties
involved to promote an ethical environment. When the&%\fonment is moral, most
individuals tend to operate in accordance with the ndr@%ﬁout raising any issues'®.
Ethics Socialization and Training QQ

Organisations must immediately unfreé E\g% natural behaviour of new construction
employees at the time of entry anc?’@f the company's accepted standards and values.
One approach to do this_is % thic socialisation and training, which will assist
construction employees&.\understanding what constitutes the organization's ethical
behaviour!®, Q’Q

Formal Cod g&nics

This is‘%ﬁcial document outlining how each employee is to act in circumstances that
@Qead to ethical quandaries. The code aims to guarantee that each employee behaves
in a way that is compatible with the long-standing and widespread standards of the
workplace. Additionally, businesses may designate staff members to act as "ethical

advisers" or establish a unit to handle such situations!®.
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Leadership

Numerous studies supported the requirement for moral leadership as a means of
controlling unethical behaviour in organisations. The promotion of normatively suitable
behaviour to followers through two-way communication, reinforcement, and decision-
making is another definition of ethical leadership as "the demonstration of normatively
appropriate conduct through personal actions and interpersonal relationships':”. Since it
has been established that there is a link between ethical leadership and the%k}ﬁiour of
construction site workers, ethical leadership must be provided in .?\?‘Qnsure solid
ethical practises in organisations. The behavioural patterns ‘Of‘& ir.§ubordinates can be
shaped by top bosses. They have the primary duty for wi&@ their influence in a way

that deters unethical activity. Their daily behavioﬁ@s be the pinnacle of excellent

moral character. ®
Laws and Regulation N ,@

By establishing rules in the form ot@v nd regulations for ethical conduct and ensuring
their application, labour un'&ns,)@%loyers, and the government may all help regulate the
unethical behaviour of glﬂﬁc employees. But every aspect of workplace conduct must
be addressed; o it may result in onerous legal procedures that become mired in
conflicting I%Un erpretations and murky grey areas!’.

Openne

person must encourage transparency in business practises to ensure ethical
behaviour. An open culture that can prevent unethical behaviour from the top down
should be encouraged by management. In this setting, moral concerns are frequently

brought up and resolved before they become overwhelming!”.
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Stakeholder Priorities

Every stakeholder is increasingly driven to uphold higher ethical standards because their
most significant stakeholders demand it of them. Because of the numerous interconnected
commercial advantages that may be obtained from higher consumer/customer happiness,
it is important to comprehend what triggers unethical behaviour. Investors, particularly
institutional investors, regulators, academics, and the media are arrlon%other
stakeholders'”. Q}i\
Whistle Blower Protection . \QO

A whistleblower is someone who brings attention to other pe?plgvx\ongdoings inside an
organisation in an effort to uphold moral standards and p]&@ wasteful, destructive, or

unlawful behaviour. Whistle blowers do run the d’q@ of having their career growth

impeded and may have various types of worl@)nﬂict, but there are hints that the

courts are beginning to assist thert’j@%ince they still have appropriate legal
protection!”. '6'

2.1.6 Importance of tro@éhavioral Pattern in Organizations

Adapting to Changing %n'(\iitions

Work is not done-i %uum; rather, it is done in a volatile environment. It is possible
for workplace‘@in itions to change so quickly that achieving the goal of the task becomes
challenjg%& thorough set of "work ethics" will undoubtedly help employees anticipate,
l@rack of, and react to shifting circumstances'8.

Coping with work complexity

Work redesign may have increased the work function, which might result in subpar
performance. The code of conduct might help in doing the task effectively in order to

meet and surpass work expectations'®.
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Minimizing Costs

The use of behavioural patterns can cut down on work-related time waste and costs. A
well-informed action will combat all losses and wastages, whether they are short-term or
long-term'®,

Minimizing the Errors

There are no tiny mistakes at work since they will compound and cause major. issues that
will ultimately reduce productivity. A well-guided behaviour will foresee f@nd take
action to prevent them's. ,%.\%

Keeping to Genuine Performance ‘6.\

Behavioural patterns enable employees to carry out thei&@ in a more targeted and
logical manner without bias or favour. Conseqﬁ@ avoiding shady or unethical
behaviour that, while it can improve performa@'%e near term, is avoided to maintain

the company's reputation'®. N ,@

2.1.7 Strategies to Promote avioral Pattern

Improving the ethical climﬁ&m organization enhances and preserves its reputation,

inspires loyalty and a ises that it has ethics message right and analyses the strategies

to promote ethi@v or to include the following '°.

1. EvaI‘%@hical Behaviour: Organisations should regularly conduct internal ethics

audit@'nc they would benefit much from doing so. From the top of an organisation
c@ to the entry level roles, behavioural norms must be communicated and modelled.
By doing this, it is ensured that the behaviour of construction employees and ethical
norms are consistent. It is possible to successfully encourage adherence to an
organization's ethical behavioural norms by routinely assessing these standards and the

leadership's actions.
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2. Educating construction employees: Educating construction workers on ethical
principles on a regular basis will help an organization's ethical behaviour since it will
provide them insight into the sort of conduct that is required of them. Through seminars,
conferences, or recurring training, this can be accomplished.

3. Protecting construction employees: One issue that may develop in the promotion of
ethical guidelines is the worry that some construction workers may have .about their
responsibility to report unethical or dubious behaviour by another worker %&%ob site
or even a superior. employees on construction sites need to be con .'?\16‘@ won't face
reprisals from other employees or supervisors who may lze om\ed for engaging in
dubious activities. Offering construction employees a priy{%\bute via which they may
report inappropriate behaviour is the best approﬁ@p provide this assurance. One
strategy to boost the willingness of constructiomsgite workers to speak up is to establish an
organisation ethics hotline. Another op 'é@guggestion box that is maintained in a safe
place where other construction wo%’ms ¢ unlikely to notice someone handing them in.
Construction employees ed@%feel secure knowing that reporting inappropriate
behaviour is both safe and_expected. Top managers should view themselves as role
models, be moti @1 understand that the only way to regulate ethical behaviour is to
avoid ethical Iggts.

Organﬁ%s should make an effort to recognise construction employees for their acts
f@%ere to the standards of conduct that members have set for their workforce.
Construction employees who do not adhere to these requirements, however, should be
penalised or sanctioned. There are a number of benefits to developing ethical standards,
including the following:

It enables construction employees to learn about the ethical standards upheld by their

employer.
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3. A code of ethics can be a more desirable internal control on behaviour than external
controls like laws and regulations.
4. A written code makes it easier for construction employees to make ethical judgements
without being confused.
5. The process of creating the code of ethics encourages dialogue about right and wrong
among construction employees, which leads to better judgements'®. . ‘b
2N
2.1.8 Professionalism as a Behavioural Pattern . Qg)
Professionalism is the behaviour, goals, or traits that define or distinguish a profession or
a professional individual; it suggests high standards of" )@(?r services®. Every
organisation strives to retain its most professional eEn}K@%ecause they are aware that
a professional reputation may be the difference success and failure. Success and
influence are key components of profession@aving a reputation for excellence and
being perceived as someone who act@r&ts\sionally at all times may help one advance
their career or personal goals. (b:b'
The following 10 principles™will help a company embrace professionalism: excellence,
trustworthiness, polit: %a'ﬂd respect, honesty, competence, ethical behaviour, respect
for secrecy, and@@ug excellent examples?.
A professi @ must uphold the values of professionalism in all of his professional
in a@msm. Despite the fact that many guiding concepts are a component of what is
(ﬁiered appropriate and expected behaviour across many business sectors, the
following are the general principles of professionalism?!. Accountability, competence,
integrity, secrecy, honesty, loyalty, faithfulness, trustworthy, courteous communication,
responsibility, working without supervision, cooperating, flexibility, and bribery are some
of these rules. These rules have been created to assist the organization's managers and

workers in upholding professional conduct at work?!.
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Accountability: One prevalent idea of professionalism is responsibility. This entails
assuming the responsibilities associated with your job as well as the blame when things
go wrong?!. Professionals are held accountable for their conduct and output. They are
accountable for fulfilling their jobs and obligations. They correctly and promptly carry
out their jobs. They are self-starters if, as is occasionally the case with professionals, they
take ownership of their mistakes, failures, or errors and hold themselves accountable.

They do not deflect responsibility, make excuses, or obsess about their miségﬁ\o. They

own their errors, take the appropriate action afterward, and advance,%\qo

Appearance: Building a reputation for professionalism and ;ﬁg to the industry's
minimum standards for appearance, grooming, and hygi '&;%re important prerequisites
for being a professional®’. Blue collar employ @o deal with filth and grime on a
regular basis are obviously not influenced in thiss¢spect, but officials like site managers
are among the professions where pe@.s ﬁrequently assessed by their appearance.
Professionalism is expected in m% hite collar positions, including professional attire,

well-groomed hair, and a % t appearance without excessive piercing and obvious

tattoos?!. ® "

Competence:‘ei professional involves developing skills and behavioural patterns.
Having@damental foundational expertise in your line of work is the essence of

nalism?°, Professionals work really hard to keep up. Professionals understand
they cannot remain still. They are aware that if they carry on acting in the same manner as

they always have, circumstances would soon catch up with them?!. They'll be passed by

others. They thereby set themselves on a path of ongoing study and development.

Confidentiality: Information regarding the company you work for and its clients should

always be kept private and confidential. Even if you are in a conversation where everyone
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is asking what is going on and you know, never repeat critical information. Always be
dependable?!.

Honesty: Don't allow someone else get credit for anything they didn't do, and don't claim
credit for something you didn't do?’. Always tell the truth. You will have greater
credibility with both your employer and your coworkers, I promise.

Integrity: Integrity and openness in how you conduct yourself at wo.rk are the
cornerstones of professionalism. This entails speaking truthfully to others aé;x;fraining
from engaging in gossip inside the workplace. It's not a good idea . 1 coworkers
behind their backs if you want to build a solid professional reput N,

Every project may be done in a professional way rega,@ of the size or kind of

organisation. People notice when you do your a§s,i@ment in a professional manner.

People pay attention because experts typicallyﬁ@%ish mundane tasks in extraordinary

ways. Professionals give everything a 1:' t@y. A secretary's ethics are moral standards
it

related to the obligations of their %' . When one accepts any position as an office

manager, these standards a%@fately accepted, and as such, one is obliged to respect

them at all times, mucgs '? Catholic Priest upholds the sacrament of reconciliation's
confidentiality. Q’Q

Loyalty: Alv%@ge)loyal to your employer and the business. Never, ever, ever sell them
out. Having 'said that, your supervisor still has to win your trust in order to earn your
sw, Avoid being sucked into the office rumours. You will be rewarded for your
commitment if you show it.

Reliable: Prove your dependability. Always arrive on time for work and meetings, and
don't forget to bring the necessary paperwork with you. Make sure you do each

assignment on time and to the best of your ability.
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Being professional often entails that coworkers and colleagues consider and regard you as
someone who is highly courteous in both formal and informal discussion. Respectful
communication is characterised by appropriate language usage, effective verbal and
nonverbal communication skills, eye contact, a warm smile, and true regard for the
workers as individuals.

The following are the standards of conduct for office managers. . (b
Responsibility: Establish priorities and complete work on time to dem@e your
responsibility?!. Always adhere to deadlines after they have been s : anager has
greater faith in you. Even if the order on your "to do" list c.haqﬁtgn times every day,
make one for yourself. If the task cannot be completed a&%&ctly and quickly as you
would have, don't assign it. Always make sure® @project is on schedule before
delegating. Just because someone else is doing ¥, doesn't mean you should disregard it.

Work unsupervised: Always keep yo \a{x&% to date without supervision.
Be Cooperative: Always assist an%'gyour expertise knowledge with your colleagues
wherever it is possible. Alwa rry out duties happily. Also know when to say no
(gently) and explain wh og\cannot do the task asked of you. Do not over load yourself.

Flexibility: Alw, s@re for change with the normal schedule of work. The best jobs

are where youdhave a give and take arrangement. You do not know when you may require
y g g y y req

a change your normal schedule.

]@ry: Do not be tempted to accept gifts or favour from internal and external clients
just in case there is an underlying reason. Always follow the company’s procedure and
policies. Very rarely you will ever get something or nothing there is usually always a

trade-off. You may end up paying the ultimate price which is your job.

The International Association of Administrative Professionals (redirected from

Professional site workers International) was formed in Kansa City, Missouri, in 1942. At
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the time, the organization was known as the National Secretary Association. The name of
the organization was changed in 1982 to “Professional site workers International” and in
1998 to the “International Association of Administrative Professionals”. It is not a trade
union for secretaries but a non-profit professionals networking and educational
organization. Currently, there are 500 chapters with 22,000 members and affiliates all
over the world 22, . (b

The mission of IAAP is “Enhancing the success of career-minded \strative
professionals by providing opportunities for growth through .%?@community
building and leadership development: recognizing excelle.nce nd\ set standards and
provide educational networking and professional develo@ opportunities for those
pursuing career in the office administration field?2. W@ership was initially offered only
to those who held the title “Secretary” and @%(ed in the position for a specified
number of years but now its members ‘f@sdes people with a diversity of office and
administrative support job titles as %’Qﬂous levels of experiences.

The professional body that js s@f to the above mentioned association is ‘The Nigeria

'\
cutting across Nj 1@6 Aims and Objectives of the Institute are:

Institute of Professione&site workers’ which was formed in 2018 with membership
To promote ﬂ%scwnce and encouragement of Site Administration and engineering in
Nigeria Iso to increase the knowledge relating to Site Administration and to promote
ation.

To promote the establishment and maintenance of standards of competence and conduct

of those engaged and interested to engage in Construction job and to foster and maintain a

high standard of Professionalism in the field of Site Administration.

To serve as employment bureau for all members and liaise with employers of labour in

respect of job opportunities for all members in general and to provide professional
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consultative advice for members and the public at large, establish a Library and Research

Centre for the use of its members and the general public.

2.1.9 Concept of Efficiency

Performance of jobs in organization and institution depends on the knowledge and ability
of its construction workers toward understanding the dynamism in the (\&arket.
Performance is defines as how well a person completes tasks and also th \de with
which he/she completes the tasks?*. However, the theory of perfon%ﬁ\is ecessary to
determine: relevant dimensions of performance, performange‘&daxds or expectations
related to performance levels restrictions on how the sit@%’\should be measured when

assessing performance, the number of performance 4@15 or gradient and the extent to

which performance should be based upon absol ersus relative comparison standards?*.

To better understand effectiveness o@it 1s important to learn about links between
efficiency, people, and situatiop&%tors. Efficiency is a very considerable factor
influencing profitability of aﬁgvgrganization%. Performance is important for organizations
as the efficiency lead@s?ness success. Also, performance is important for individuals,
as achieving t&s)%n be a source of satisfaction?. Efficiency can be defined as
behaviour @activities that are performed towards accomplishing the organization’s
%@s. Performance is the result of work of a person or group in an organization at a
partiCular time which reflects how well the person or group reach the qualification of a
job in a mission of organization’s goal achievement. Many factors could influence
efficiency including job stress, motivation, communication, physical work environment,
meaningful work, standard operating procedures, and reward for good or bad systems,

performance expectancy, and feedback on performance, in addition to knowledge, skills

and attitudes®’. The physical work environment and its influence has been vastly studied
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since the environment can hinder, intervene with, or set limits on the range of work

behaviours that are displayed which in turn potentially impacts efficiency.
Factors associated with Efficiency

Communication. Communication refers to the act, contact or double interacts among the
individuals in delivering information, meanings and understanding. Several professionals
have expressed mixed opinions on communication competency used as a pred{%&)f job
success. The importance of communication cannot be denied for org 1&% as applied
to their ability to influence the bottom-line- as found in growing evidence linked with
- Q"
work productivity and performance. %'\
With effective communication, an organization is able@bve good coordination among
the teams or units in an organization whereby@'&nce of it will reflect problems in
running business operations or critically YQ% the damage between individuals. It has
been suggested that the persons w, OQe_)\nvolved in communication processes need to
possess both basic skills and @Aes, otherwise, the information could be missed to
understand appropriately, an@” furthermore it depends on the facilities available in
organizations and tk@ %:of managers to see the acceptability of information in order
to have an g{:i deliverance. Furthermore, as one of the crucial elements, the
manag%@ been asked to learn the feedback gained from the construction workers
obably affects their work motivation. This relates to the circumstances that are
currently faced by the construction workers including the right time of delivering such
information, thus, they may perform based on the messages they receive. In obtaining
such a good performance, the managers must show the initiatives of developing and

providing opportunities to learn new skills to their construction workers through the

communication process.
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2. Motivation. Motivation is seen as the willingness or desire to do something, conditioned
by the activity or the ability to satisfy some needs. The studies on construction workers’
motivation have widely been practiced in today’s organization across all sectors,
regardless of their size. Those organizations realized that the actions of motivating their
construction workers are crucial in order to achieve the organizations’ goals and
performance. The motivated construction workers relate to the manners of self-
satisfaction, self-fulfillment and commitment that are expected to p@% better
efficiency and oblige to the organizations’ policies which will e .M materialize
efficiencies and competitive advantage. Motivation increafes e J\ob involvement by
making the work more meaningful and interesting as we}&%\he fact that it keeps the
construction workers more productive and improves'tk@subsequent efficiency?®.

The construction site worker motivation is obﬁ@%important. In fact, it is one of the

most important and essential factors &T;ﬁéyhievement of construction workers, and

&

ultimately the organizational tar%s; nd efficiency?®. Another study asserts that
motivation to work, whethe int@ or extrinsic are very essential in the lives of workers
because they form the fundamental reason for working in 1ife®. It represents the complex
forces and need %ovide the energy for an individual to perform a particular task3!.
Moreover, cofistruction site worker motivation serves as an essential component of
busines‘s%ations whereby high motivation coincides with job satisfaction, a sense of
n one’s work, a lifelong commitment to organization which enhances performance
and productivity?2.

3. Job Stress. In his earlier literature, it is mentioned that job stress is produced when one
cannot properly coordinate available resources and job demands with personal abilities.

Job stress is also derived from a situation of job environment that poses threat to an

individual. Some organization may demand achieving a certain level of work, while their
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construction workers may be unable to cope with the given tasks. It is said that the
demand exceeds the capacity of an individual which simultaneously fails to satisfy the top
management. Moreover, job stress has been known universally as a social problemwhich
has a combination of factors that disrupts the workers physically and psychologically, and
affects their health care as a whole 3> **. This is in line with the studies that have been
conducted on the effect of job stress in terms of medical matters such as he.art disease,
gastroenteritis, sleep disorders and other accidents that will decrease the rat @ﬁciency,
and the increased rate of absence and job displacement®. However, i . S\?Q\ said that a
small amount of pressure can bring about an increase in person 'S egfﬁciency, while too
much pressure results in negative mental and physical chq{g'g\.This relationship can be
illustrated with an inverted-U shape showing thé@ absence of stress creates no
motivation to one’s performance.

The potential of job stress could i@n three aspects such as environment,
C

organizational and individual (cons n site worker) factors. The possibility of stress
affecting one’s performanc@c@t%. Individual is said to be exposed to a range of
stressors both at work §1qu his or her personal life which ultimately affects work

performance?’. C)Q’Q

PerformanceMeasures

Given @ent to which the definition of performance is used, means that the term can
erved many researchers the different financial and non-financial types of objectives,
which, in turn, are associated to a multiple number of indicators®.

By definition, a performance measureis the numerical or quantitative indicator that shows
how well each objective is being met. However, performance measurement requires an
extensive use of quantitative and qualitative data, with clear definitions and specific

frequency for analysis, so the choice between them depends on the purpose of the
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(if)
(iii)

measurement and, in many cases, the availability of the data. Many researchers have
already exposed before limitations of traditional performance measures based on costs.
Some of these limitations are:

The exclusion of a strategic perspective;

The lack of focus on success factors; and

The poor consideration of stakeholders’ needs and expectations. . ‘b,
Traditionally, the success of a company has been evaluated by the useé&nancial
measures. Although financial measures can appear in several differ . M hree of the
most common ones can be explained as Profit Margins, R.etK o, Assets (ROA) and
Return on Equity (ROE), for example, distinguishes five tyés'}f performance objectives
that have on an operation system: cost, dependability, ngility, quality and speed®®. In a
perspective of traditional productivity, numerc@%ures can be found in the literature,
but usually two traditional types of inc&@ctivity measures are distinguished: partial
productivity and total productivity“%

Many researchers, increasi%@ r of organization have been measuring performance

areas that are not financial but could affect profitability, such as customer loyalty and

'\
construction siteq(;@%atmfaction“.

Importan e@\(/leasuring Efficiency
%@ention the importance and necessity of measuring efficiency to include the
following*2.

Support and enhance improvement

Assist managers to adopt long-term perspectives

develop a more accurate communication

supporting organizations to allocate their resources in attractive improvement activities
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5.

a more effective and efficient operating system of planning and control or the
performance system

individually motivate and encourage the adoption of a more appropriate organizational
behavior

Support the initiatives of the management and in the change management.

2.1.9.1 Site Management Q‘&
S

A Builder must display good site management practices that are im‘%\tin maintaining

efficiency, cost effectiveness and control on project. Base‘d@ mis, good customer

relations, good reputation and high integrity are maintai@ order to achieve specified

quality standards at first attempt, all the site acti itj%\gust be gotten right at first attempt

that must be managed by the Builder*®. The e%c tveness of managing production process

cannot be economically attained by f@

encourage self-motivation and b@bout team spirit that is important to an efficient

quires the creation of conditions that will

projection execution®. Site&rggement involves a combination of activities, which turn
basic resources into a hed product*. Construction can be seen as the conversion of
raw resource in@sjgto defined functioning output, by means of a managed process®.
This can @om organization of the materials, labour, and other resources on the site
activi'@ hich control the flows of information and finance**. The construction site is,
th@ore, seen as a key area where money is made or lost and where there is considerable
scope for improving efficiency, productivity and quality. The following reasons are why

practicing of good site management is imperative*.

1. Ensuring the most efficient and effective use of resources;
2. Maintaining high standard of quality and workmanship;

3. Maintaining high standard of health and safety on building sites; and
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4. Building trust and good relations with suppliers, other professionals and support

organisations which leads to fewer problems, delays and disruptions.

In order to achieve good site management on construction sites, the following areas have

to be taken very seriously*:

1. Project drawings, specification and contract documents must be interpreted correctly;

2. All the projects requirements must be fully understood; :i\

3. Resources for the project must be correctly determined and well a 'Qﬁ%

4. Functional site layout must be assessed and provided;

5. Execution of the work must be well planned and schedeé@v ile not forgetting the
establishment of quality control measures; 4@

6. Compliance to statutory regulations should ed;

7. Planning and programming the executig@gwork should be ensured;

8. Construction processes must @red and controlled and corrective measures
taking when deviation occu %’

9. Ensuring that the right m of professionals is engaged with clearly defined roles.

There are b@c@ sub-processes that site management is divided into. These

include®. \
Q

1. M@a ment, supervision, and administration of sites: Including correspondence,

Qnutes, labour allocations, payroll, progress reporting, notices/claims, instruction,
drawing register, and technical information.

2. Commercial management: This covers estimating, valuations, sub-contracting,
payment, variations, day works, cost-value reconciliation, final accounts, and cash

flow management.
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3. Legal, health and safety: Management of legal, health and safety requirements on sites.
This considers safety policy, insurance and building regulations.

4. Planning, monitoring and control: This covers all activities associated with project
planning and scheduling, typically the production of Gantt charts, network analyses,
method statements, resource levelling, progress reports and exception reports.

5. Delivery and materials’ handling: The activities associated with the management of
deliveries and the subsequent handlings of materials on site are coveé}cludmg
requisitions, purchase orders, material call off, and plant returns, \QO

6. Production on-site and off-site: This considers act1V1tles su rtkng production such

as testing, setting out, dimensional checks, and plant m Q&ance

2.1.9.2 Effective Site Management '®

The effectiveness of managing the produ tien, process cannot be economically achieved
through the use of force but the cre tl@kondltlons that will encourage self-motivation
and engender team spirit wh1c e qua non to efficient project execution®’. Apart
from these, effective site M ement requires the balancing of the following by the

contractor’s team™.

1. Right er Cgls very important for contractors handling building projects to ensure
that ght people are appropriately placed.

@mmunicaﬁon: Formal lines of communication have to be clearly established from
the beginning of a project and must be brought to the attention of all the parties
involved in the project. This is the way to avoid misleading information circulating.

3. Progressing system: This is the act of checking, measuring and recording of progress
in comparison with planned requirements, and the expatiating on any items subject to

delay or likely to be delayed, in order to meet up with the plan.
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2.2 Theoretical Framework

This relates to theories formulated to explain, predict, and understand phenomena and to
challenge an existing knowledge within the limit of critical boundary assumptions. It
describes and introduces the theory that explains the essence of a research problem?*. The
researcher also strengthened the study through: articulating the theoretical assumptions of
a research study and it forces you to address questions of why and how. It pefh;{@ou to
intellectually transition from simply describing a phenomenon you h %)served to
generalizing about various aspects of that phenomenon. This sectllc%made up of the

stakeholder’s theory, the social contract theory, time manag,é@s,'\and social learning

theory. '&%
.\4@
2.2.1 Stakeholder’s Theory @

Stakeholder’s theory was first propo @wards Freeman and he was the first to

identify stakeholders in the orgamization in his book “Strategic management — a

stakeholder’s approach”. \)Q:b‘

Stakeholder theory p %S:@a practical, efficient, effective, and ethical way to manage
organizations i@%hly complex and turbulent environment. It is a practical theory
becausg%@mizations and institutions have to manage stakeholders — whether they are
g0 d@ anaging them is another issue. It is efficient because stakeholders that are
@d well tend to reciprocate with positive attitudes and behaviors towards the
organization, such as sharing valuable information (all stakeholders), buying more
products or services (customers), providing tax breaks or other incentives (communities),
providing better financial terms (financiers), or working hard and remaining loyal to the

organization, even during difficult times (construction workers)*’.
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Scholars have defended stakeholder theory using a wide variety of theoretical
perspectives, including the principle of fairness and pragmatism*®. Stakeholder theory
suggests that “managing for stakeholders” involves attending to the interests and well-
being of these stakeholders, at a minimum®. However, frequently other stakeholder
groups are included, such as communities, special interest or environmental groups, the

media, or even society as a whole. Stakeholder theory proposes that treating all

stakeholders well creates a sort of synergy>°. This last thought, that followin@}eholder

precepts is associated with both good management and higher effici

nearly irrefutable. Numerous scholars have tested and suppo qns theory across a
number of industries, in both domestic and international O;@ation, and in a variety of
contexts>! 33, * \QQ

The theory becomes relevant in this resear b%se in other to ensure Behavioral
Pattern in the organization, it must first ’q@ym stakeholders in the organization which
include construction workers, etc. Stak€Holders must be the first to display Behavioral
Pattern while other stakeho er@ow. Following Behavioral Pattern by stakeholders in

an institution or organiz&nﬂbrings about improved efficiencies.

2.2.2 Social Co@zbc heory

The pro @ of the social contract theory includes Thomas Hobbes and later John
%@d Jean Jacques Roussea. The social contract is a concept in the philosophy of
ethies that has more recently been applied to the study of Behavioral Pattern. Many
researchers social contract theory, moral and ethical codes are the principles all rational
people would adopt as rules of life if they could count on others to do the same. This
theory believes valid and universally applicable moral rules can be determined by asking
what rules people would voluntarily make if there were no rules. The social contract is an

unwritten and strictly hypothetical agreement not to violate moral rules. Social contract
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theory believes organization should perform its duties under the condition its actions
benefit the society. The theory has been criticized by people who believe in the laissez

faire model of capitalism.

This theory relates to Behavioral Pattern in the sense that construction workers in the
organization acts only under the agreement they have with the organization. The
construction workers only believed in the laid down rules and regulatiOq{@,d the
principles and ethics the organization feel is right. The organization deterhines what is
morally right and acceptable in the society>’. This research will%r on the social
contract theory because Behavioral Pattern in the organizatj&\% ¢'based on what the

organization feels is morally right and acceptable. 4&

2.2.3 Time-Management Theory Q’Q\

Time-management theory can be apphi %understand and improve the behavioral
pattern, efficiency, and time-ma@ement of middle-skilled construction workers.
Effective time managemenji\s%;g-tial for construction workers to complete their tasks
on time and within bu t..Moreover, construction work often involves complex tasks
that require ef@@%ordination and communication among workers. Therefore,
improving time-management skills can help construction workers to increase their

productivity and reduce stress.

Q
(&,tudy investigated the impact of time management training on the efficiency of
construction workers’. They provided time management training to construction workers
and measured their efficiency before and after the training. The results showed that the
training improved the efficiency of construction workers, and they were able to complete
their tasks more effectively and within the given time frame. Another study investigated

the relationship between time management and productivity’!. They examined the time
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management skills of construction workers and their impact on productivity. The results
showed that workers with better time-management skills were more productive and
completed their tasks within the given time frame. Furthermore, a study investigated the
relationship between time management and job satisfaction among construction workers’.
The results showed that workers who had better time-management skills were more
QP

In conclusion, time-management theory can be applied to improve the be@l pattern,

satisfied with their jobs and experienced less stress.

efficiency, and time-management skills of middle-skilled constmcti@r ers. Providing
time-management training to construction workers can® )@% their efficiency,
productivity, and job satisfaction. By applying time-% ement skills, construction
workers can complete their tasks more effectiv@@:e stress, and increase their job
satisfaction. &

224 Social Learning Theory 'G'Cj\&
Social learning theory is ps%b logical theory that suggests that people learn from
observing and imitatin e,‘behavior of others. This theory is based on the idea that
individuals can r@’%behaviors, attitudes, and values by observing and modeling the
behavior of @eirs. Social learning theory has been applied in many areas, including
educationy, psychology, and criminology. One of the key proponents of social learning
@ 1s Albert Bandura. In his 1977 book "Social Learning Theory," Bandura argued
that behavior is learned through observation, modeling, and reinforcement. He suggested
that individuals can learn new behaviors by observing the behavior of others and the
consequences of that behavior. Bandura also emphasized the role of self-efficacy in social

learning theory, which refers to an individual's belief in their ability to perform a specific

behavior.
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Social learning theory can be applied to understand and improve the behavioral pattern,
efficiency, and time-management of middle-skilled construction workers. This theory
suggests that individuals can learn new behaviors, attitudes, and values by observing and
modeling the behavior of others. Therefore, construction workers can learn from their
peers who demonstrate effective time-management skills and behavioral patterns. One
study investigated the relationship between social learning and work perf9rmance in
construction”. They examined the role of social learning in developing timeé&gement
skills among construction workers. The results showed that s 4 ing was a

significant predictor of time-management skills and wo p?rformance among

construction workers. &%’\
RS

Another study investigated the effectivene@ysocial learning intervention in

improving the time-management skills of cohstruction workers™. The intervention
involved providing workers with opp@ %o observe and learn from their peers who
demonstrated effective time-man?@ent skills. The results showed that the intervention
was effective in improvﬂg%g time-management skills of construction workers.

Furthermore, a study i igated the impact of social learning on the behavioral patterns

of construction@

associate v@ he development of desirable work behaviors, such as cooperation and

. The results showed that social learning was positively

comn@ic tion, among construction workers.

In conclusion, social learning theory can be applied to improve the behavioral pattern,
efficiency, and time-management skills of middle-skilled construction workers. Providing
opportunities for workers to observe and learn from their peers who demonstrate effective
time-management skills and desirable work behaviors can be an effective way to improve

the performance of construction workers.
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2.3 Profile of Lagos State

Lagos State was created on May 27, 1967 by virtue of States [Creation and Transitional
Provisions] Decree No. 14 of 1967 which restructured Nigeria’s Federation into 12 States.
Prior to this, Lagos Municipality was administered as a Federal Territory by the Federal
Government through the Federal Ministry of Lagos Affairs as the regional authority,
while the Lagos City Council governed the City of Lagos. Equally, the Metropolitan areas
[Colony Province] of lkeja, Agege, Mushin, Ojo, Ikorodu, Epe, and Badagry were then
administered by the Western Region Government. The State took off as an administrative
entity on April 11, 1968 with Lagos Island serving the dual role of being the State and
Federal Capital respectively. However, with the creation of the Federal Capital Territory
of Abuja in 1976, Lagos ceased to be the capital of the State, as this was moved to Ikeja.
Similarly, with the formal relocation of the seat of the Federal Government to Abuja on
12" December, 1991, Lagos ceased to be Nigeria’s political capital. Nevertheless, Lagos
remains the nation’s economic and commercial capital. According to extant political
records, “Lagos is to the people of Nigeria, what the head is to the body of an individual”
Location/Extent

The State is located on the South—Western part of Nigeria, on the narrow plain of the
Bight of Benin. Lying approximately on longitude 20 42°E and 32 2’E respectively, and
between latitude 60 22°N and 60 2°N, Lagos State is bounded in the North and East by
Ogun State of Nigeria, in the West by Republic of Benin, and stretches over 180
kilometers along the Guinea Coast of the Bight of Benin on the Atlantic Ocean. Its
territorial extent and political jurisdiction encompasses the city of Lagos and the four
administrative divisions of Ikeja, Ikorodu, Epe and

Badagry collectively referred to as IBILE and covering an area of 358,862 hectares or

3,577 sq. km. which represents 0.4% of Nigeria’s territorial land mass of 923,773 sq. km.
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Topography of Lagos State

The dominant vegetation of the State is the swamp forest of the fresh water and mangrove
swamp forests, both of which are influenced by the double rainfall pattern of the state,
which makes the environment a wetland region. Generally, the State has two climatic
seasons: Dry [November-March] and Wet [April-October]. The drainage system of the
State is characterized by a maze of lagoons and waterways, which constitutes about 22%
or 787 sq. km. [75.755 hectares] of the State’s territory. The major water bodies are the
Lagos and Lekki Lagoons, Yewa, Ogun, Oshun, and Kweme Rivers. Others are Ologe
Lagoon, Kuramo Waters, and Badagry, Five Cowries and Omu Creeks respectively.

The Lagos Megacity

Lagos, Nigeria’s lagoon city, Africa’s leading NEPAD City and World’s sixth megacity
is a bourgeoning global urban agglomeration which attained megacity status in 1995
when its population soared to over 10 million people, per UN-Habitat. From its global
city ranking of 31 in 1985, Lagos population exploded to 13.4 million in Y2000 to
become world’s sixth megacity and Africa’s foremost urban centre and hub of national,
regional and global socio-economic and political activities. The Megacity region, which
approximates to 17 of the State’s 20 Local Government and 37 Local Council
Development Areas and impinges imperceptibly on four local government areas of the
adjoining Ogun State of Nigeria, is geographically disjointed [maze of islands/mainland],
located on poor soil [wetlands] and overwhelmed by its growth [6% — 8% urbanization
rate].

Lagos State Economy

Lagos State plays a pivotal role in the Nigerian economy and as a nation’s commercial
nerve centre, remains the focal point of economic activities. The Lagos Gross Domestic

Product [GDP] accounted for 26.7% of Nigeria’s total GDP and more than 50% of non-
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oil GDP. Over 50% of Nigeria’s non-oil industrial capacity is located in Lagos. Lagos is
also Nigeria’s financial hub with all major banks having their headquarters in the City. It
is also home to the Nigerian Stock Exchange [NSE]. It accounts for over 80% of the
country’s foreign trade flows, and generates over 50% of Nigeria’s port revenues. The
estimated GDP of Lagos was put at N27.125trillion [$145.141billion] in 2016 by the
Lagos Bureau of Statistics and is expected to rise to N628trillion [$157.728billion] by
2018 with projected average annual growth rate of 4.2% up to 2018. Lagos economy,
with an estimated population of 24million is larger than any other economy in the
ECOWAS sub-region despite the rebasing of Ghana’s GDP.

Fuelled by Public-Private investments, as well as an estimated population of over
24million, Lagos diverse economy is the leading contributor to Nigeria GDP. A 10%
growth is expected in the local economy as the State plans to widen the tax base and
improve collection methods to boost Local Tax Receipts towards at least NGN360bn by
2017 up from N200bn in 2019, edging towards 80% of annual revenues from 70% of
income in the late 2000.

Lagos State remains the economic, financial and commercial nerve centre of Nigeria and
the ECOWAS. Regionally, her Gross National Product [GNP] is three times that of any
West African Country, thus making Lagos State ECOWAS economic hub and the
springboard for innovation and development in Nigeria and sub-Saharan Africa.

Lagos in Nigeria’s Economy

1. 29 Industrial Estates and 4 Central Business Districts [CBD]

2. Largest market in Sub-Saharan Africa.

3. Home of the Nigerian Capital and Money Market [Financial Hub]

4. West Africa Oil/Gas Pipeline Project and National Power/Energy Load Centre
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10.

11.

Home to Nigeria’s Chief Ports — Apapa & Tin Can Island [70% of total National
cargo freight]

Media hub and international telecommunication gangway [over 50% of
Nigeria’s PTO/GSM subscribers]

Location of Nigeria’s busiest international/regional aviation hub — Murtala
Mohammed International Airport, Ikeja [over 70.61% of international and 58.30 % of
domestic traffic]

Home to 70% of the Country’s total industrial investment and 65% of its commercial
activities.

Highest Vehicular Density — over 222/km [National 11km]

Internally Generated Revenue accounts for over 60% of State’s annual budget skewed
in favour of capital expenditure.

Home to over 200 financial institutions

Lagos in Africa’s Economy

1.

5.

GNP, 3 times that of any West Africa Country [World Bank, 2001]

. Hub of West/Central Africa Maritime and Aviation

Node of West African Gas Pipeline Project
Nigeria’s Nexus of Trans-African Highway

Sub-Saharan African largest ICT Market

Lagos — The Financial Hub

Lagos State is the hub of Nigeria and West Africa’s regional financial system which is

dominated by mega banks, insurance firms, micro-finance/community banks; discount

houses; and the capital market. Indeed, the Nigerian Government’s vision 20:20:20 and

the National Financial Sector Strategy [FSS] has envisioned Lagos as the nation’s

financial hub with its automated headquarters of the Nigeria Stock Exchange, the largest
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and most active exchange in sub-Saharan Africa. In addition, there exist The Investments
and Securities Tribunal established by the Investments and Securities Act [ISA], 2007 to
adjudicate on all capital market disputes.

The Lagos position as regional financial hub is acknowledged globally especially since
‘despite the relocation of the Central Bank of Nigeria’s [CBN] Headquarters to Abuja,
Tinubu Square [Lagos Island Central Business District] still holds so much potential. As a
further demonstration of this, Lagos State, as the gateway to Nigeria’s and ECOWAS
economy, houses the headquarters/regional offices of national financial and professional
regulatory authorities.

2.3.1 Site Management in Lagos

As the commercial capital of Nigeria, Lagos as_in, recent times witnessed a boom in the
construction industry. The city is undergoing a massive infrastructural development and it
is imperative to state that several cofistrustiofl projects are ongoing. This construction
drive has been traced to the fact thatythere is an infrastructure deficit in Lagos and the
government is interested in $Qlvifig this problem. The construction industry is vital to the
development of any nafien®. The pace of the economic growth of any nation can be
measured by thg development of physical infrastructures, such as buildings, roads and
bridges>«Cémistruction project development involves numerous parties, various processes,
different phases and stages of work and a great deal of input from both the public and
private sectors, with the major aim being to bring the project to a successful conclusion.
The level of success in carrying out construction project development activities depend
largely on the quality of the managerial, financial, technical and organisational
performance of the respective parties, while taking into consideration the associated risk

management, the business environment, economic and political stability.
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Construction is becoming more complex, therefore a more sophisticated approach is
necessary to deal with initiating, planning, financing, designing, approving, implementing
and completing a project>®. Project performance remains a prominent issue in project
delivery because projects involve defined objectives which must be achieved and
numerous resources which need to be efficiently utilized. Construction site managers are
site agents or building managers responsible for the day-to-day on site ru.nning of a

construction project. Site managers are required to keep within the timesca%;} budget

of a project and manage any delays or problems encountered_on ‘site/during the

construction project. However, the criteria for success  a in\- act much wider,
incorporating the performance of the stakeholders, eval@ their contributions and
understanding their expectations®’. A successful 'cg@ruction project performance is
achieved, when stakeholders meet their requiré@%ndividually and collectively. Since
performance is an individual contrib t%%) the execution of the task required in
completing the construction proje%' performance of each participant should be

measured, evaluated and prb{it)@a‘[ every stage of the phases in order to determine the
'\

extent to which a proj ec&s been successful’®.

The Nigerian c@s@%n industry produces nearly 70% of the nation’s fixed capital
formatio @S performance within the economy has been, and continues to be, very
poorﬂdo example, Nigerian construction industry contribution to the employment has
remained consistently at 1.0% over the last decade against the World Bank’s average
observation of about 3.2% in developing countries The last decade however exposed the
declining level of client’s satisfaction from the built facilities as a result of poor quality
performance of site managers in addition to the perennial problems of time, quality and
cost overruns in the Nigerian construction industry®. This has necessitated a radical

change in industry practice in order to improve quality of construction processes and the
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level of client’s satisfaction arising there from by devising methodology for evaluating
the quality performance of the contractors in order to assist construction clients in
selecting quality-oriented organizations that will provide higher quality services and

product within budget and on schedule®.

In large firms, construction site managers are expected to avoid defects and rework, avoid
accidents on construction sites, be innovative, apply appropriate technology ort @and to
be qualified academically for site management®*. Large firms require thei managers
to serve as the face of the firm and to be able to grant interview tO‘%ﬁers of the press
and have experience in public relation. The level of expeﬁ@?fl\d education of site

managers is a criterion for measuring the performance of é&anagers in large firms.
° 4

Medium firms still measures performance of sit Q}agers using traditional criteria of
cost, time and quality and are only conqe@bout absence of defects and rework>*. In
small firms, the age of workersais Qg)'\most important criterion for measuring the
performance of construction s@uanagers. The level of experience and training of

workers decides the perforr)r}yg of site managers in small firms>*.
'\

Overall, adherf@ %rawing and technical specification and maintaining quality

standard (costhand time), project performance, owner’s requirement, scope of project,
communieation, viability of project, are important criteria for measuring the performance
c@\stmction site managers>*. Management and Leadership skills are important key

performance indicators across all the various categories of firm>.
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2.3 Review of Empirical Studies
2.3.1 Behavioural Pattern and Employee Efficiency

There have been several studies that have focused on assessing the behavioral patterns
and efficiency of construction workers. These studies have utilized various empirical
methods to analyze the behavior and efficiency of construction workers.

One study used wearable sensors to collect data on the physical activity ofé:st?uction
workers®. The study found that the physical activity of workers w }hf associated
with their productivity and efficiency. The study also found.tﬂ&oﬂ(ers who had better
physical fitness had higher productivity levels than t&gfg\who had poor physical
fitness.Another study analyzed the impact of sé@%ﬁaining on the behavior and

efficiency of construction workers®. The stu@nd that safety training improved the

safety behavior of workers and also int’aj@ﬁﬁpir efficiency levels.

A study analyzed the relationshi@een the behavior of construction workers and the
quality of their work®”’. Th% found that workers who exhibited positive behavior,
such as being proacti '}1aving good communication skills, produced higher quality

work than those%@xmbited negative behavior.

\V

A study@ed the relationship between worker behavior and project outcomes®®. The

%md that workers who exhibited positive behavior, such as being proactive and
having good teamwork skills, produced better project outcomes than those who exhibited
negative behavior. Overall, these studies suggest that the behavior of construction
workers plays a critical role in their efficiency and productivity levels. By promoting
positive behavior and providing adequate training, construction companies can improve

the behavior and efficiency of their workers, leading to better project outcomes!3%132.133,
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2.4 Conceptual Framework

Behavioural Pattern Efficiency of Middle-
Skilled workers
Hol
Work Ethics >
Ho2 _
Time management
Integrity g
Ho3
Productivity Test
Sense of Responsibility >
Hod
o < - Management by
Self-Discipline ' » Objectives
Ho5
Team Work - >
Ho6

v

Figure 2.1: Conceptual Model for this Study
Source: Researcher, 2023
Thisystudy presents a conceptual framework that explains the interaction between
behavioural pattern (independent variable) and efficiency of middle-skilled construction
workers (dependent variable) in selected LGAs in Lagos State, Nigeria. Specifically, the
conceptual framework shows the gap and the resultant hypotheses to be examined. The
first, second third fourth, and fifth hypotheses examined the individual effect of
behavioural pattern measures; work ethics, integrity, sense of responsibility, self-

discipline, and team work on efficiency of middle-skilled construction workers
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respectively. Hypothesis six examined the effect of behavioural pattern on efficiency of

middle-skilled construction workers in selected LGAs in Lagos State, Nigeria.
Dependent construct — Efficiency of Construction worker
Independent construct — Behavioral Pattern

The above is mathematically expressed as Y = f(x) . ‘b»

Where: . '\QO
Y = dependent variable E

X = independent variable &%\
. &
Y = Efficiency of Construction worker Qﬁ&

X = Behavioral Pattern . %
O

Therefore, from this equation, Efﬁc@y (Ef) would depend on Behavioral Pattern (BP).

This is expressed as: \)

"
Efficiency = f ( @attem)

That is E§= )
% f=Y and BP=X

The X and Y are broken down as follows:
Where, X = (X1, X2, X3, X4, X5)

X =BP

X = Behavioral Pattern
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X2= Team work
X3 = Integrity
Similarly,

Y = Efficiency of Construction worker
Y = f(x) . {b’

N
Y = (X)) o Equation 1 @Qg)
%’\

Y =(X2) e Equation2 &
N

Y = (X3) i Equatjo@'&%
N
Y =1(Xa) oo quation 4

Y =1(X5) oo @%quation 5

Y=a0+BiXi+te ..oooovrirnnnnnnss (b, ........... Equation 6

Q

The variables in equatio&%’ are the working equations to be evaluated in this study.

Y =a0 + Bixi + QQ
O

Y=a0‘@e
@Qﬁzxfre

Y =2a0+Paxsa+e
Y =2a0+Bsxs+e

Y230+61X1+e
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2.5 Summary of Gap in Literature Reviewed

There is a noticeable gap in the existing literature regarding the interaction between
behavioral patterns and the efficiency of middle-skilled construction workers in Lagos
State, Nigeria. While construction projects play a pivotal role in the economic
development of the region, there is a lack of comprehensive research that explores how
the behavioral patterns of these workers impact their overall perforﬂ@ and
productivity!3*133136_ Firstly, the available literature primarily focuses (ﬁg;& technical
aspects of construction work, such as the use of modern equip ,\materials, and
construction techniques. While these factors are undoubte%' Bortant, the role of
human behavior and psychology in the c%%%tion industry  remains
underemphasized'*”-138,  Behavioral pattem@ding work ethic, motivation,

communication skills, and teamwork, areﬁl' 1 in determining the efficiency of

e
construction workers'*. The current rqsea%‘}‘f

aspects adequately. Secondly, th;@erian construction industry is distinct in its socio-

Is to address these essential non-technical

cultural context, which car%cantly influence the behavior of workers'%!%!, Lagos
State, as a cosmopolit 4) is characterized by a diverse workforce with varied cultural
backgrounds, t@gs, and values. This diversity can affect how workers interact,
communi @d collaborate on construction sites. However, little research has been
done Qli%derstand how cultural factors impact the behavioral patterns of construction

wotkers and, consequently, their efficiency!4>!4,

Furthermore, the existing literature typically relies on anecdotal evidence or industry
reports rather than empirical studies!'3%144145.146 R obust scientific research that delves into
the relationships between behavior and efficiency in construction work in Lagos State is
conspicuously lacking. Such studies are essential for providing evidence-based

recommendations for improving the efficiency and productivity of middle-skilled
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construction workers'#®!47, In all, there is a substantial gap in the literature concerning the
interaction between behavioral patterns and the efficiency of middle-skilled construction
workers in Lagos State, Nigeria'4®'%°, To address this gap, this study concentrate on the
behavioral aspects of construction work, considering the unique socio-cultural context of
Lagos State. This approach will not only advance our understanding of the construction
industry in Lagos but also provide valuable insights for improving the perfOI.'mance and

productivity of middle-skilled construction workers in the region Q’(\

%\%
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Chapter Three
Methodology

This chapter is concerned with the overall approach and procedure to the entire process of
this study. It includes the research methods which Many researchers is the general plan of
how the research questions will be answered, research design, study population, sample
size, sampling procedures, the research sample frame, sources of data collecti&earch

instruments and methods for analyzing the collected data. Hence, thié‘% focused on
1

how to provide solutions to the research problems and how answers could be provided to

\ "

N
&
>

A research design is an arrangement of co %s or collections!. Survey design was

the research questions raised.

3.1 Research Design

i
adopted in carrying out this researc{?g stirvey design as a quantitative approach
wasused to determine the relatim@between the independent variables and dependent

variables of this research. '\;b
.\

3.2 Population of t@'

The popu a%\of this study consisted of Seven Thousand Four Hundred and ninety
(7490) middle skilled construction workers in selected LGAs in Lagos state. The table

B@ gives the summary of the population which includes:

75



Table 3.1. Population of Construction-Site Workers in the Selected LGAs in Lagos

State.
S/N Name of LGA Estimated Population No of
of Construction Samples
Workers
1 Lagos Island 441 38

2 Lagos Mainland 2583 :{\(Lh
Q

3 Surulere, 339 ,%60 25

4 Apapa 381 * XN 27

5 Eti-Osa . ,&% 247
Total @7490 451

A

Source: Researchers Compilation, 202&_)‘

Middle skilled constructiow@ in Selected LGAs in Lagos State were selected

purposely based on the ﬂxg.?i g criteria:

1. Selected LG@QgLS State is a developing state with quite a number of experienced

Construc 'OIQ kers.
%@ave engaged in one or more training programs in the course of their work.
3.3 Sample and Sampling Techniques

Sample was drawn from the mentioned population above. Sampling technique that was
used for the method is the Simple Random Sampling Techniques (SRST). It is a

probabilistic sampling technique which allows for all elements in a sample to have equal
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chances of selection. To determine the sample size, this study used Taro Yamane Sample

size determination formulaZ.

1+ ()32
Where, n = sample size

N = population

e = 5% level of significance ®
Given; N = 7490, e = 0.05 at 5% level of significance \
7490 E
n =

1 + 7490(0.05)2

n _ 7490 %'\
1 + 7490(0.0025) '&

7490

n B 1 + 156225 ®
N 3 7490
16.6225 %

n = 451 respondents

Therefore, an exact sample sme@ respondents will be used to conduct the research.
3.4 Description of Resea%kwlnstrument

The main rese@ instrument for this study was a questionnaire. Hence, data was
gathere ‘\1 the use of self-administered questionnaires. The questionnaires were
%@ered to middle skilled Construction workers in the Selected LGAs in Lagos State,
in ofder to generate adequate and valid information that accounted for the success of this
study. The questionnaires contained two sections; section A and section B. Section A
includes the questions in line with the socio-economic characteristics and demographic
variables of respondents. However, section B contained questions pertaining to the

objectives of the study. In order to test the objectives of the study the five-point Likert

77



scale of strongly agree, agree, undecided, disagreed and strongly disagree and the five-

point Likert scale of never, seldom, sometimes, often and always were used.

3.5Reliability of Research Instrument

In order to ensure the questionnaire's accuracy, the researcher conducted a series of
reliability tests. Both the internal consistency technique of reliability testing and the
composite reliability testing were performed on the variables (behavioural p@ and
efficiency measures). By gauging how consistently people respond withi iven scale,
internal consistency can be used to verify a measure's credibil@})nbach's alpha
coefficient is commonly used to evaluate this internal consiste{%, nd it may be used to
multiple-item measuring instruments (like the one used @%study). A questionnaire is
considered to be reliable if its Cronbach's alpha c@ greater than 0.7 and less than 1.
For revalidation purposes, the instrument's d gbility is assessed using the composite

reliability. All of the study's Variables'@i)a;;ﬁt statistics are shown in Table 3.3.

Table 3.2: Reliability Statistic '61

Variables = Composite Cronbach’s alpha
Reliability coefficient
Work ethics 0.757 0.764
Integrity 0.784 0.726
Sense of responsibility 0.767 0.773
Self-discipline 0.820 0.805
Team work 0.700 0.753
Time management 0.783 0.729
Productivity Test 0.771 0.707

Source: Computed from pilot study (2022)
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3.6 Validity of Research Instrument

As a pilot study, we looked at construction sites in Ibadan because they are so comparable
to those to be examined in Lagos State. For the analysis, researchers selected 45
participants at random, or 10% of the total. As a result, forty-two (45) surveys were sent
out. Convenience sampling was utilized to recruit participants from inside Ibadan. After
the questionnaires were retrieved and sorted, 3 8 out of the total were fo o be

complete and usable. . QS
%

.\

Participants in the pilot study did not have any complaints re;%in;the length of the
plain English so that

questions, but they did suggest that the questionnaire be wri \'[
everyone could understand it and reply to it. Validity @fabﬂity of the instrument for
the planned investigation were confirmed by th@udy. The validity and reliability of
the instrument are supported by the resu{{sk{ the Average variable explained (AVE),

Composite reliability (CR), and er&ygj&lpha (CA) coefficient.

Criterion, content, and co% lidity were used to validate the study tools. The
supervisor and other segw.)academic members in the department of management and
accounting at L, @%Jniversity Lagos State, as well as the opinion of practitioners
who took p%ip the pilot project, validated the instruments for criterion and content
validity. Their input were used to fine-tune the main study's questionnaire in light of
;@us research on how each variable was measured. Due to the pilot study, we were

able to pre-test the instruments to ensure their construct validity.

To determine the reliability and validity of the instrument as a whole, the researcher used
confirmatory factor analysis (CFA). The Average Variance Extracted was calculated by
extracting factor loadings from the rotated component matrix using the Varimax

Extraction Method (AVE). Therefore, evidence of construct validity for each measured
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variable was supplied by an AVE more than 0.5 and by a discriminate validity value for
all the construct below 1.00 on the Heterotrait-Monotrait (HTMT) criterion. There was
proof of concept validity across the board thanks to high AVE and discriminant validity
estimates. The construct validity of these questionnaire items was summarized in Tables

3.1 and 3.2.

Table 3.3: Summary of Pilot Test Incorporating Construct Validity Test. * (b,

A

Variable AVE . &h’ark
A A

Work ethics 0.570 ‘$"R€nable
557 @'\ Reliable

Qés Reliable
Self-discipline @.597 Reliable

Team work . 6 0.593 Reliable

Integrity 0
Sense of responsibility 0

Time management 0.555 Remark

Productivity Test Q:b‘ 0.529 Reliable

Source: Computed frogi.kof study, (2022)

As can be seen TQS.I above, all of the reflective constructs' AVE values are greater
than 0.5, u@‘ting that their convergent validity has been established. The reflective
const@ts' discriminant validity was also evaluated using the HTMT criterion. The
H criterion, which some scholars say is a suitable method for establishing
discriminant validity because it measures average correlations between indicators of
different constructs, is one example*. A researcher proposed that discriminant validity
amongst reflective constructs is established if and only if the HTMT values for all the
reflective constructs are less than 0.90. Criteria for HTMT were calculated using

SmartPLS statistical platform version 3.3.3 and were displayed in Table 3.2.
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Table 3.4: Discriminant Validity using Heterotrait-Monotrait Ratio (HTMT)

Construct WE 1Y SR SD T™™W ™ PT
Work ethics

Integrity 0.236

Sense of 0.231 0.227 . (b'
responsibility ,{\

Self- 0.748 0.264 0.676 s Qg)

discipline ,%\

Team work 0.318 0.540 0.220 0.639 -

%\& 0.710

Time 0.537 0.545 0.459

management . 4

Productivity 0.276 0.865 %Q\ 0.490 0.040 0.830
Test

Source: Computed from Pilot Studyé:éj%
ho

In concomitance with a study on t%s' d for establishing discriminant validity, all the
construct in table 3.4 abov ha(%(gTMT values below 1.00 to suggest that discriminant
validity has been establj%}ﬁ all the reflective constructs in this study. Scholars have
emphasized th @vaergent validity (through AVE) and discriminant validity

(through HT@ceterion) are important measures of construct validity®.
3.7 A@i stration andMethod of Data Collection

The research instrument was self-administered. The researcher met with the respondents
and explained the purpose of the study to them so as to seek their permission to
participate in the study. The participants were told that the research was being carried out
for academic purposes and that no information they gave was disclosed or used against
them. To back up the assurance, the respondents’ were given anonymity by telling them

not to include their names or any personal information on the questionnaire. Copies of
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questionnaire was given to the respondents after creating a rapport with them. They were
told to input their response to the questions therein, and that there are no wrong or right
answer(s). The researcher ensured that the questionnaires were properly filled and
completed before returning them. Sufficient time was given to the respondents to read the
questionnaire contents and ask questions whenever they find something not properly
understood. The copies of the questionnaire were collected after filling .and scored

according to the manual of scale. Qh)(\

Any participants shall not be coerced or forced to involve in this sttf%articipants have
rights to withdraw from the study at any stage if they wish to ‘d@).@tmost care shall be
taken in order to ensure that the participants shall not bql&%ected to any injury in this

study by making sure that the research enviro %\9@ safe. Priority shall be given to
respect for the dignity of research particip ﬁcluding the research assistants who
would double as the coaches of the @j%t o use. Consent of the research assistants
shall also be sought to volunt hassist the researcher in executing the training
programmes. Full participa%%‘ﬁsent shall be obtained from all the participants prior to
the commencement o study. The privacy of the participants in this research study
shall also be en@eﬁlJ vision of adequate level of confidentiality of the research data
should b @é guaranteed. There shall be guarantee of anonymity of participants and
~

the m@g ent staff of organisations participating in the research.

Q

There shall be strict avoidance of any deception or exaggeration about the aims and
objectives of the research study. Conflict of interest, sources of funding, affiliations of
any kind, if any, shall be declared before the commencement of the study. All form of
communication in relation to the research study shall be done with rectitude. There shall

not be any type of misleading information, wrong or misrepresentation of primary data

82



findings in a biased or dubious manner in the study. The researcher shall provide
sufficient evidence and declarations about taking part in the study to allow individual
participant to understand the consequences of partaking and to agree to a fully informed
decision about participating without the use of force. A copy of the consent form shall be

filled by individual participant.

3.8 Method of Data Analysis &

The study opted for descriptive and analytical research design for h@% outcomes.
SPSS version 20 was used to analyze the collected data. The stu% % ployed the use of
descriptive statistics. Specifically, the respondents’ d ‘\a‘p ic information was
analyzed using the descriptive statistics to determine tb&n, frequency distribution and
the percentage result of the research work. Als@% or techniques that was used to test
the hypotheses is Pearson correlation and @ision analysis to determine the Behavioral

Pattern and Efficiency of Construcﬁ&go)kers in the Selected LGAs in Lagos State. For

ease of analysis and computatio@ Statistical Package for Service Solution (SPSS) was

@w
6&9

>
S

used for the analysis.
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Chapter Four
Results and Discussion of Findings
This chapter presents results of gathered data on the influence of behavioral pattern,
efficiency and time-management of middle-skilled construction workers in selected
LGAs in Lagos State.The chapter presented the data gotten from respondents that took
part in the study. Three research questions were answered and one hypothesis was tested
using multiple regression analysis and t-test for independent samples *&\total of

fourhundred and fifty (450) copies of the questionnaire were admini %\'&% the entire
a

four hundred (400) copies of the questionnaire were retrleved g gg 2% return rate.

4.1 Demographic Data '@
Figure 4.1: Gender Distribution of the Resp@

Gender

B Male
B Female
|

|

Source: Researcher’s Fieldwork 2023
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The figure above showed the gender distribution of the respondents that participated in
this study. From the chart above, it can be seen that male were the highest with a total of

about 400 (100%). There were no female participants for this study.

Figure 4.2: Age Distribution of the Respondents

Age Distribution

140
120
100
80
60
40
20 .
. 7
20-25 26-30 31-35 36-40 41-45 46 and above
B Age

e

Source: Researcher’s Fieldwork2023

.’
The chart abov @1&3 age distribution of the respondents for this study. From the

chart, it was é@pvered that the age range of 20-25 years had 56 (14%), this was followed
by 26-30"years with 128 (32%), 31-35 years had 108 (29%), 36-40 years 76 (19%), 41-45
}@recorded 24 (6%) while 46 and above recorded 8 (2%). This result implied that the
age range with the highest number of respondents with was 26-30 years with 128 (32%),
this was followed by the age range 31-35 years with a total of 108 (29%), and was
followed by 36-40 years with 76 (19%), 20-25 years had 56 (14%), 41-45 years recorded

24 (6%), while 46 and above recorded the lowest count with 8 (2%).
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Figure 4.3: Educational Qualification

Chart Title
250
212
200
160
150
100
50
24
[] :
0 —
SSCE OND Degree/HND Postgraduate

M Educational Qualification l Column2 M Columnl

N
Source: Researcher’s Fieldwork 2023 @

The chart above showed the distributi(n :o®espondents according to their educational
qualification. From the chart abm@wuld be seen that OND had the highest count with
212 (53%). This was followed by Degree/HND with 160 (40%), this was followed by

SSCE 24 (6%) of the total\ntimber of the respondent and finally, Postgraduate had a total

of 4 (1%) ofthe@@d ts.
S
Q
Q
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Figure 4.4: Years of Respondent's Work Experience

Work Experience

H 2-5 years W 6-10 years ® 11-20 years ®m 21-30 years ®

Source: Researcher’s Fieldwork 2023 QQ
The chart above shows the Years of @s@m’s Work Experience of the respondents

for this study. From the chart, % discovered that the range of 6-10 years’ work
experience was the hlghes 80 (45%), also, 2-5 years’ work experience had 156

(39%), this was follow, 1 20 years working experience with 60 (15%), while 21-30

years had 4 (19 (_)Q
Q

%
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4.2

Analysis of Research Questions

Table 4.1Descriptive Analysis of Responses on Behavioural Pattern

Behavioural SA A D SD MEAN
pattern

I maintain a very 240 92 44 24 3.37
good work ethics (60.0%) (23.0%) (11.0%) (6.0%)

on site at all times

I use all the 156 112 112 &
necessary safety (39.0%) (28.0%) (28.0%) (5 O‘V Q)
equipment to do \

my job ‘%

I use the correct 151 170 3.11
procedures for (37.8%) (42.5%) (12 3% )\\. 5%

carrying out my

job

I maintain self- 104 180 ,@w i 2.97
discipline at all (26.0%) (45. O%Q 29.0%)

times on site.

I ensure that
quality standard is
used throughout
the entire project.

I am responsible
for making sure
that the project is
successful.

I believe that \
workin
as a team\w

make(projects
Yo

I am always
cooperating with
other workers on
site

Weighted mean

48 %
(12.0%) % 0%)

P

100

%)
&

84
(21.0%)

88
(22.0%)

%

120
(30.0%)

140
(35.0%)

76
(19.0%)

112 12 2.78
(28.0%) (3.0%)

132 48 2.68
(33.0%) (12.9%)

140 36 2.68
(35.0%) (9.0%)

132 104 2.37
(33.0%) (26.0%)

2.87

Source: Field Survey Results (2023)
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According to results in Table 4.1. 60.0% of the respondents strongly agree that they
maintain a very good work ethics on site at all times, 23.0% agree, 11.0% disagree, and
6.0% strongly disagree. On average, the respondents indicated that they maintain a very
good work ethics on site at all times has a mean of 3.37. Results also indicated that 39.0%
of the respondents strongly agree that they use all the necessary safety equipment to do
their job, 28.0% agree, 28.0% disagree, and 5.0% strongly disagree. On average, the
respondents indicated that they use all the necessary safety equipment to doﬁ% ob has
a mean of 3.01. Results also indicated that 37.8% of the responde .\?@r agree that
they use the correct procedures for carrying out their job, 4?.5‘@%@6, 12.3% disagree,
and 7.5% strongly disagree. On average, the responden&%%ﬁcated that they use the

correct procedures for carrying out their job has a mé A1,

Q
Results also indicated that 26.0% of the reﬁ&nm strongly agree that they maintain
self-discipline at all times on site, 4@)\$gree, and 29.0% disagree. On average, the
respondents indicated that they maintain self-discipline at all times on site has a mean of
2.97. Results also indicatedNt)Ql)Z.O% of the respondents strongly agree that they ensure
that quality standard i %Sl'}hroughout the entire project, 57.0% agree, 28.0% disagree,
and 3.0% stron@lsagree. On average, the respondents indicated that they ensure that
quality s is used throughout the entire project has a mean of 2.78. Results also
indi z@l at 25.0% of the respondents strongly agree that they are responsible for
making sure that the project is successful, 57.0% agree, 28.0% disagree, and 3.0%
strongly disagree. On average, the respondents indicated that they are responsible for
making sure that the project is successful has a mean of 2.68. Results also indicated that
21.0% of the respondents strongly agree that they believe that working together as a team

will make projects better, 35.0% agree, 35.0% disagree, and 9.0% strongly disagree. On

average, the respondents indicated that they believe that working together as a team will
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make projects better has a mean of 2.68. Results also indicated that 22.0% of the
respondents strongly agree that they are always cooperating with other workers on site,
19.0% agree, 33.0% disagree, and 26.0% strongly disagree. On average, the respondents
indicated that they are always cooperating with other workers on site has a mean of 2.37.

Table 4.2: Descriptive Analysis of Responses on Efficiency

Efficiency A O SM SD N Mea

. (b'n
&

There is the 195 93 13 12 % 4.43

required (48.5%  (233%  (3.3%) (3.0%) :0%)

Manpower ) ) . \%'\

on site. &%\

The 168 127 89 '\ 16 - 4.12
labourers on (42.0% (31.8% (22. (4.0%)

site have the ) )

needed skill. C\‘Q&

Procuremen 104 1 %%‘ 92 16 - 3.95
tof (26.0% \?4.0% (23.0% (4.0%)
materials
) %,\ ) )
are carried Q
out as ( Q)
planned. 6\;
We hawe a 136 148 80 36 - 3.96
te (34.0% (37.0% (20.0% (9.0%)
material and ) ) )
quality
control
strategy
There is an 192 104 40 28 36 3.97
efficient co- (48.0% (26.0% (10.0% (7.0%) (9.0%)
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ordination

of materials

There is an
efficient
organisation
of
machinery

on-site.

There are
labour
motivation
strategies

used on site.

There is a
risk
assessment
and
quantificatio
n plan on

site

There is an

84
(21.0%

)

224
(56.0%

)

180
(45.0%

)

G

Integrate 6\; (34.0%

procure

e
matefials

needed on

site.

I evaluates
daily

schedule

176
(44.0%

)

184
(46.0%

)

156
(39.0%

)

124

(310% i

4%0%
Q)\,

\53“

@w

(45.0%
)

156
(29.0%

)

92
(23.0%

)

8
(2.0%)

4QQ 32 16

84
(21.0%

)

68
(17.0%

)

92

40 -
(10.0%
)

3.78

'\‘b

(3.0%) ‘%
@

4.05

(8.0%) (4.0%)

4.13

4.27



We are 48 48 60 172 72 2.57

allowed to (12.0% (12.0% (15.0% (43.0% (18.0%

give ) ) ) ) )

feedback on

site.

We have 124 148 128 - - 3.99
short-term (31.0% (37.0% (32.0%

goals to ) ) ) . ®
achieve

There is a 164 112 76 ‘%\

daily (41.0% (28.0% (19.0% (12

schedule of ) ) ) X&%\

time. Q

Our 100 56 Q - 3.32
productivity (25.0% (14.0% 4%.0% (20.0%

level i ) ) )\\ )
. O

appraised %(b‘
on a daily \)
basis. @'\

Weighted C)Q 3.93
Mean : Q

ce: Field Survey Results (2023)

Atcotding to results in Table 4.2, 48.5% of the respondents always require manpower
on site, 23.3% often, 3.3% sometimes, 3.0% seldom, and 8.0% never. On average, the
respondents indicated that they required manpower on site has a mean of 4.43. Results
also indicated that 42.0% of the respondents always agree that labourers on site have the
needed skill, 31.8% often, 22.3% sometimes, and 4.0% seldom. On average, the

respondents indicated that labourers on site have the needed skill has a mean of 4.12.
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Results also indicated that 26.0% of the respondents always agree that procurement of
materials are carried out as planned, 47.0% often, 23.0% sometimes, and 4.0% seldom.
On average, the respondents indicated that procurement of materials are carried out as

planned has a mean of 3.95.

Results also indicated that 34.0% of the respondents always agree that they have an
adequate material and quality control strategy, 37.0% often, 20.0% sometimeS,@ﬂ.O%
seldom. On average, the respondents indicated that they have an adequ %hterial and
quality control strategy has a mean of 3.96. Results also indicat‘e% 48.0% of the
respondents always agree that there is an efficient co-ordinat'ro@y"a\terials, 26.0% often,
10.0% sometimes, 7.0% seldom, and 9.0% never. On ay, , the respondents indicated
that there is an efficient co-ordination of mat rij%ﬁs a mean of 3.97. Results also
indicated that 21.0% of the respondents &s agree that there is an efficient

%23.0% sometimes, and 10.0% seldom. On

organisation of machinery on-site, 46.0% o

average, the respondents indicate@there is an efficient organisation of machinery on-

site has a mean of 3.78. \)Q)
'\

Results also indicat@t 6.0% of the respondents always agree that there are labour
motivation Str’{ ies used on site, 39.0% often, 2.0% sometimes, and 3.0% seldom. On
averag%gpondents indicated that there are labour motivation strategies used on site

an of 4.48. Results also indicated that 45.0% of the respondents always agree that
there is a risk assessment and quantification plan on site, 31.0% often, 12.0% sometimes,
8.0% seldom, and 4.0% never. On average, the respondents indicated that there is a risk
assessment and quantification plan on site has a mean of 4.05. Results also indicated that
34.0% of the respondents always agree that there is an integrated procurement plan of all
materials needed on site, 45.0% often, and 21.0% sometimes. On average, the

respondents indicated that there is an integrated procurement plan of all materials needed
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on site has a mean of 4.13. Results also indicated that 44.0% of the respondents always
agree that they evaluates daily schedule, 39.0% often, and 17.0% sometimes. On average,

the respondents indicated that there evaluates daily schedule has a mean of 4.27.

Results also indicated that 12.0% of the respondents always agree that they are allowed to
give feedback on site, 12.0% often, 15.0% sometimes, 43.0% seldom, and 18.0% never.
On average, the respondents indicated that they are allowed to give feedback dq{%,has a
mean of 2.57. Results also indicated that 31.0% of the respondents alway that they
have short-term goals to achieve, 37.0% often, and 32.0% sometimeS:“On average, the
respondents indicated that they have short-term goals to a\:@ﬁﬁs a mean of 3.99.
Results also indicated that 41.0% of the respondents al@;s%agree that there is a daily
schedule of time, 28.0% often, 19.0% sometﬁ@zo% seldom. On average, the

respondents indicated that there is a daily sche of time has a mean of 3.98. Results

also indicated that 25.0% of the resp@iﬁ}a ays agree that their productivity level is

always appraised on a daily basis Y% often, 35.0% sometimes, and 20.0% seldom. On

average, the respondents irﬂ'c%l% that their productivity level is always appraised on a

daily basis has a mear@ﬂ.

4.2 Te-&ti ypothesis
Q

Hol: Work ethic as no significant effect on efficiency of middle-skilled construction

\@rs in selected LGAs in Lagos State

The null hypothesis one which states that Work ethic as no significant effect on efficiency
of middle-skilled construction workers in selected LGAs in Lagos State was tested using
simple regression analysis. In the analysis, the value of work ethics was regressed on the
values of efficiency. The data for work ethics (independent variable) was generated by
summing responses of all items while that of efficiency (dependent) was generated by
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adding responses of all items used to measure the variable. The regression test results are
presented in Tables 4.3a-c

Table 4.3a-c: Summary of Regression Analysis for the effect of work ethicson
efficiency of middle-skilled construction workers in selected LGAs in Lagos State,

Nigeria

a.Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3582 128 126 41511
a. Predictors: (Constant), Work ethics
b. ANOVA?
Sum of Mean
Model Squares df Square F Sig.
! Eegressm 10.090 1 10.090  58.553 000
Residual 68.584 398 172
Total 78.673 399
a. Dependent Variable: Efficiency
b. Predictors: (Constant), Work ethics
c. Coefficients®
Standardize
d
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
1 (Constant) 4.522 .080 56.316 .000
ivcvsork—eth 176 023 358 7.652 000

a. Dependent Variable: Efficiency

Source: FieldSurvey Results (2023)

Table 43a=c,presents the results of the regression analysis for the effect of work ethics on
effiticncy of middle-skilled construction workers in selected LGAs in Lagos State,
Nigeria. Table 4.6a presents a model summary which establishes how the model equation

fits into the data. The R? was used to establish the predictive power of the study’s model.

From the results, work ethics has a significantly weak relationship with efficiency of
middle-skilled construction workers in selected LGAs in Lagos State, Nigeria (R = .358%).

The coefficient of determination (R?) of 0.128 shows that work ethics explained 12.8% of
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the changes in efficiency while the remaining 87.2% variation in efficiency is explained
by other exogenous variable different from those considered in this study. This result
suggests that work ethics influence 12.8% of efficiency of middle-skilled construction
workers in selected LGAs in Lagos State, Nigeria. It is important to stress that the effect

predicted by work ethics is positive and small.

Table 4.3b presents the results of ANOVA (overall model significance) of reg’r@n test
which revealed that the work ethics has a significant influence on effici f middle-
skilled construction workers in selected LGAs in Lagos State, ﬂ%&a. This can be
explained by the F-value (58.553) and p=0.000 which is stat{@i@ significant at 95%
confidence interval. Furthermore, the results of regreség%coefﬁcients in table 4.3c,
revealed that at 95% confidence level, a unit ¢ n,gj@ work ethics will lead to a 0.176
increase in efficiency of middle-skilled constructien workers in selected LGAs in Lagos
State, Nigeria, given that all other fach.s'};e held constant. On the strength of this result
(R’=0.128, F(1,398)= 58.553, p?b‘@O), this study reject the null hypothesis one (Hol)
which state that work ethﬁ\lgg no significant effect on efficiency of middle-skilled
construction workers @&ed LGAs in Lagos State, Nigeria.
C)Q
Ho2: Se e@vesponsibility as no significant effect on efficiency of middle-skilled

Q%

The null hypothesis two which states that sense of responsibility has no significant effect

workers in selected LGAs in Lagos State.

on efficiency of middle-skilled construction workers in selected LGAs in Lagos State was
tested using simple regression analysis. In the analysis, the value of sense of
responsibility was regressed on the values of efficiency. The data for sense of

responsibility (independent variable) was generated by summing responses of all items
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while that of efficiency (dependent) was generated by adding responses of all items used
to measure the variable. The regression test results are presented in Tables 4.4a-c

Table 4.4a-c: Summary of Regression Analysis for the effect of sense of
responsibility on efficiency of middle-skilled construction workers in selected LGAs
in Lagos State, Nigeria

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 2812 079 077 .83241
a. Predictors: (Constant), Project Success
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
! Eegressm 23.601 1 23.601  34.062 000
Residual 275.774 398 693
Total 299.375 399
a. Dependent Variable: efficiency
b. Predictors: (Constant), Project Success
Coefficients?
Standardiz
ed
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
I (Constant) 4.576 121 ST 000
Project_Suce 0.248 0.043 0281  5.836 .000

€SS

a. Dependent Variable: efficiency
Source: Field Survey’Reésults (2023)

Table 4a<c (presents the results of the regression analysis for the effect of sense of
responsibility on efficiency of middle-skilled construction workers in selected LGAs in

Lages State, Nigeria.

From the results, sense of responsibility has a significantly weak relationship with
efficiency of middle-skilled construction workers in selected LGAs in Lagos State,
Nigeria (R = 0.281). The coefficient of determination (R?) of 0.079 shows that sense of
responsibility predicted 7.9% of the changes in efficiency while the remaining 921%

changes in efficiency is explained by other external factor not considered in the present
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study. This result suggests that sense of responsibility influence 7.9% of efficiency of
middle-skilled construction workers in selected LGAs in Lagos State, Nigeria. It is
important to emphasize that the effect predicted by sense of responsibility on efficiency

despite been positive, it is a small effect.

Table 4.4b presents the results of ANOVA (overall model significance) of regression test
which revealed that the sense of responsibility has a significant influence on efﬁ{@cy of
middle-skilled construction workers in selected LGAs in Lagos State, Njigetid. This can
be explained by the F-value (34.062) and p=0.000 which is statisticé‘%gliﬁcant at 95%
confidence interval. Furthermore, the results of regression @aents in table 4.4c,
revealed that at 95% confidence level, a unit change in s%a% responsibility will lead to
a 0.248 increase in efficiency of middle-skilled :@c‘uon workers in selected LGAs in
Lagos State, Nigeria, given that all other fact § held constant. On the strength of this
result (R’= 0.079, F(1,398)= 34.062, 6&0 , this study reject the null hypothesis two
(Ho2) which state that sense of F@asibility has no significant effect on efficiency of
middle-skilled constmction&@@s in selected LGAs in Lagos State, Nigeria.

'}

Hy3: Discipline has ficant effect on efficiency of middle-skilled construction
workers in sel LGAs in Lagos State
<8

hypothesis three which states that self-discipline has no significant effect on
efficiency of middle-skilled construction workers in selected LGAs in Lagos State was
tested using simple regression analysis. In the analysis, the value of self-discipline was
regressed on the values of efficiency. The data for self-discipline (independent variable)
was generated by summing responses of all items while that of efficiency (dependent)
was generated by adding responses of all items used to measure the variable. The

regression test results are presented in Tables 4.5a-c
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Table 4.5a-c: Summary of Regression Analysis for the effect of self-disciplineon
efficiency of middle-skilled construction workers in selected LGAs in Lagos State,

Nigeria

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3702 137 135 .80567
a. Predictors: (Constant), Self discipline
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
! Eegressm 41.029 1 41.029  63.209 000"
Residual 258.346 398 .649
Total 299.375 399
a. Dependent Variable: efficiency
b. Predictors: (Constant), Self discipline
Coefficients?
Standardiz
ed
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
I (Constant) 2.627 166 BTS00
Self_discipl 432 054 370 7950 000

me

a. Dependent Variable: efficiency

Source: Field Survey‘\Results (2023)

Table 4.5a-c preSents the results of the regression analysis for the effect of self-discipline

on effietengy~of middle-skilled construction workers in selected LGAs in Lagos State,

igeria,

From the results, self-discipline has a significantly weak relationship with efficiency of

middle-skilled construction workers in selected LGAs in Lagos State, Nigeria (R = 0.370).

The coefficient of determination (R?) of 0.137 shows that self-discipline predicted 13.7%

of the changes in efficiency while the remaining 86.3% changes in efficiency is explained

by other external factor not considered in the present study. This result suggests that self-
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discipline influence 13.7% of efficiency of middle-skilled construction workers in
selected LGAs in Lagos State, Nigeria. It is important to emphasize that the effect

predicted by self-discipline on efficiency despite been positive, it is a small effect.

Table 4.5b presents the results of ANOVA (overall model significance) of regression test
which revealed that the self-discipline has a significant influence on efficiency of middle-
skilled construction workers in selected LGAs in Lagos State, Nigeria. 'I‘IK n be
explained by the F-value (63.209) and p=0.000 which is statistically sigai &t at 95%
confidence interval. Furthermore, the results of regression coefﬁ%& in table 4.5c,
revealed that at 95% confidence level, a unit change in self-d'i@@will lead to a 0.432
increase in efficiency of middle-skilled construction wo@@ in selected LGAs in Lagos
State, Nigeria, given that all other factors are he . 4an‘[. On the strength of this result
(R?=0.137, F(1,398)= 63.209, p= 0.000), thi $ reject the null hypothesis three (Ho3)
>

which state that self-discipline has n@
construction workers in selected @n Lagos State, Nigeria.
n

Ho4: Integrity has no sig)r}ﬁgg t effect on efficiency of middle-skilled construction

'}
workers in selected @ Lagos State

The null is three which states that integrity has no significant effect on efficiency

cant effect on efficiency of middle-skilled

of mig sskilled construction workers in selected LGAs in Lagos State was tested using
s@ regression analysis. In the analysis, the value of integrity was regressed on the
values of efficiency. The data for integrity (independent variable) was generated by
summing responses of all items while that of efficiency (dependent) was generated by
adding responses of all items used to measure the variable. The regression test results are

presented in Tables 4.6a-c
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Table 4.6a-c: Summary of Regression Analysis for the effect of integrityon
efficiency of middle-skilled construction workers in selected LGAs in Lagos

State, Nigeria
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3832 147 145 41062
a. Predictors: (Constant), Integrity
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
! Eegress“’ 11.568 1 11.568  68.611 000"

Residual 67.105 398 169

Total 78.673 399
a. Dependent Variable: EfficiencyNew
b. Predictors: (Constant), Integrity

Coefficients®
Standardiz
ed
Unstandardized Coefficien
Coefficients ts
Std.

Model B Error Beta t Sig.
! (Constant) 4.617 086 >3 '93 000

Integrity 248 .030 383 8.283 .000

a. Dependent Variable: Efficiency New

Source: Field Survey Results (2023)

Nigeria.
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Table 6a-c presents thésresults of the regression analysis for the effect of integrity on

efficiency of*middle-skilled construction workers in selected LGAs in Lagos State,

Froma' the results, integrity has a significantly weak relationship with efficiency of middle-
skilled construction workers in selected LGAs in Lagos State, Nigeria (R = 0.383). The
coefficient of determination (R?) of 0.147 shows that integrity predicted 13.7% of the
changes in efficiency while the remaining 85.3% changes in efficiency is explained by
other external factor not considered in the present study. This result suggests that integrity

influence 14.7% of efficiency of middle-skilled construction workers in selected LGAs in



Lagos State, Nigeria. It is important to emphasize that the effect predicted by integrity on

efficiency despite been positive, it is a small effect.

Table 4.6b presents the results of ANOVA (overall model significance) of regression test
which revealed that the integrity has a significant influence on efficiency of middle-
skilled construction workers in selected LGAs in Lagos State, Nigeria. This can be
explained by the F-value (68.611) and p=0.000 which is statistically signiﬁea& 95%
confidence interval. Furthermore, the results of regression coefficient '&ble 4.6¢,
revealed that at 95% confidence level, a unit change in integrityl%lead to a 0.248
increase in efficiency of middle-skilled construction workers @e@ted LGAs in Lagos
State, Nigeria, given that all other factors are held const%@ the strength of this result

(R’=0.147, F(1,398)= 68.611, p= 0.000), this %{@j&:et the null hypothesis four (Ho4)

which state that integrity has no significant ‘effect on efficiency of middle-skilled

construction workers in selected LGAg in &o State, Nigeria.

Hy5: Team work has no @nt effect on efficiency of middle-skilled construction

workers in selected LG/&\'&n'Lagos State

The null hyg&tigggﬁve which states that team work has no significant effect on
efﬁcie@iddle—skilled construction workers in selected LGAs in Lagos State was
t ing simple regression analysis. In the analysis, the value of team work was
regressed on the values of efficiency. The data for team work (independent variable) was
generated by summing responses of all items while that of efficiency (dependent) was
generated by adding responses of all items used to measure the variable. The regression

test results are presented in Tables 4.7a-c
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Table 4.7a-c: Summary of Regression Analysis for the effect of Team work on
efficiency of middle-skilled construction workers in selected LGAs in Lagos State,
Nigeria

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 1502 .022 .020 43960
a. Predictors: (Constant), Team work
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
! iegres’sm 1.762 1 1.762 9.119 003"

Residual 76.911 398 .193

Total 78.673 399
a. Dependent Variable: Efficiency
b. Predictors: (Constant), Team work

Coefficients?®
Standardize
d
Unstandardized Coefficient
Coefficients S

Model B Std. Error Beta t Sig.
! §C0nstant 4.073 053 77.555 000

Team 061 020 150 3.020 003

work

a. Dependent Variable: Efficiency
Source: Field Survey Restlts (2023)

Table 4.7a-c presentssthe résults of the regression analysis for the effect of team work on
efficiency ofwmiddle-skilled construction workers in selected LGAs in Lagos State,

Nigeria.

Frogy the results, team work has a significantly weak relationship with efficiency of
middle-skilled construction workers in selected LGAs in Lagos State, Nigeria (R = 0.150).
The coefficient of determination (R?) of 0.022 shows that team work predicted 2.2% of
the changes in efficiency while the remaining 97.8% changes in efficiency is explained by
other external factor not considered in the present study. This result suggests that team

work influence 2.2% of efficiency of middle-skilled construction workers in selected
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LGAs in Lagos State, Nigeria. It is important to emphasize that the effect predicted by

team work on efficiency is positive but very small.

Table 4.7b presents the results of ANOVA (overall model significance) of regression test
which revealed that the team work has a significant influence on efficiency of middle-
skilled construction workers in selected LGAs in Lagos State, Nigeria. This can be
explained by the F-value (9.119) and p=0.003 which is statistically signiﬁch& 95%
confidence interval. Furthermore, the results of regression coefficient '&ble 4.7c,
revealed that at 95% confidence level, a unit change in team worﬁ%%ead to a 0.061
increase in efficiency of middle-skilled construction workers @e@ted LGAs in Lagos
State, Nigeria, given that all other factors are held const%@ the strength of this result

td4

(R?= 0.022, F(1,398)= 9.119, p= 0.000), this%)@ﬁct the null hypothesis five (HoS)

which state that team work has no signiﬁﬁn ffect on efficiency of middle-skilled

State, Nigeria.

construction workers in selected LGA{ in &0

Ho6: Behavioural pattem%)qnb significant effect on efficiency of middle-skilled

construction workers i@%lqcted LGAs in Lagos State

The null hypq{gs)gi which states that behavioural pattern has no significant effect on
efﬁcie@iddle—skilled construction workers in selected LGAs in Lagos State was
t ing simple regression analysis. In the analysis, the value of Behavioural pattern
was regressed on the values of efficiency. The data for Behavioural pattern (independent
variable) was generated by summing responses of all items including work ethics,
integrity, self-discipline, sense if responsibility and team work while that of efficiency
(dependent) was generated by adding responses of all items used to measure the variable.

The regression test results are presented in Tables 4.8a-c
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Table 4.8a-c: Summary of Regression Analysis for the effect of Behavioural pattern
on efficiency of middle-skilled construction workers in selected LGAs in Lagos State,
Nigeria

Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
1 5422 159 156 43136
a. Predictors: (Constant), BehPatternNEw
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regressio 124.81
. 4.618 1 4.618 9 .000P
Residual 74.055 398 186
Total 78.673 399

a. Dependent Variable: EfficiencyNew
b. Predictors: (Constant), BehPatternNEw

Coefficients?
Standardize
d
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
1 (Constant) 22.87
5.016 219 .000
7
BehPatternN
. 0.379 .076 242 4.982 .000
W

a. Dependent Variable: Efficiency
Source: Field Survey Results (2023)

Table 4.8a-c presents the results of the regression analysis for the effect of Behavioural
pattern on efficiency of middle-skilled construction workers in selected LGAs in Lagos

State, Nigeria.
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From the results, Behavioural pattern has a significant relationship with efficiency of
middle-skilled construction workers in selected LGAs in Lagos State, Nigeria (R = 0.542).
The coefficient of determination (R?) of 0.159 shows that Behavioural pattern predicted
15.9% of the changes in efficiency while the remaining 84.1% changes in efficiency is
explained by other external factor not considered in the present study. This result suggests
that behavioural pattern influence 15.9% of efficiency of middle-skilled construction

workers in selected LGAs in Lagos State, Nigeria. It is important to emp‘f%'{;cxthat the

effect predicted by behavioural pattern on efficiency is small. ,%\QO

Table 4.8b presents the results of ANOVA (overall model sig'Kl ae) of regression test
which revealed that the behavioural pattern has a signii@*@mﬂuence on efficiency of
middle-skilled construction workers in selected C.@\in Lagos State, Nigeria. This can
be explained by the F-value (124.819) and %0 which is statistically significant at
95% confidence interval. Furthermore@(}ﬁ ts of regression coefficients in table 4.8c,
revealed that at 95% confidence l@e unit change in Behavioural pattern will lead to a
0.379 increase in efﬁcienc%&f%ddle-skilled construction workers in selected LGAs in
Lagos State, Nigeria, @ﬂiat all other factors are held constant. On the strength of this
result (R’= 0.159, ;398)= 124.819, p= 0.000), this study reject the null hypothesis six
(Ho6) w 1@'[6 that Behavioural pattern has no significant effect on efficiency of

midd@kl ed construction workers in selected LGAs in Lagos State, Nigeria.
4.3 ;;iscussion of Findings

It is important to state this study has been able to establish that there exist a connection
between behavioral patterns and the efficiency of middle skilled construction worker in
Lagos State. This study listed six components of behavioural patterns and how they

affected the efficiency of these workers. Of the six components of behavioural patterns
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listed, motivation, safety, and work ethics had the most influence by contributing to the
efficiency of middle skilled construction workers. It was discovered that behavioural
patterns like self-diciple, risk assessment and quality control contributed less to the
efficiency of middle skilled construction workers. It is important to state that behavioral
patterns can have a significant influence on the efficiency of middle skilled construction
workers!. Scholars have discovered that middle skilled construction workers; who have
good time management skills, are able to prioritize tasks, set realistic deadli '\-{nd stay
focused on their work, develop effective communication, pay attenti . ﬁ@il, develop
a positive attitude and maintain some level of flexibility tenfi tobe more efficient on the
job!. They are able to prioritize tasks, set realistic deadli@}hd stay focused on their
work. Effective communication is essential in the b@mction industry. Middle skilled
workers who are able to communicate clearly“and) €ffectively with their colleagues and
supervisors can avoid misunderstandin )&&L%rk more efficiently. Attention to detail is
crucial in construction work, espe¢ially=in tasks that require precision. Middle skilled
workers who are able to pay clgs¢-attention to details tend to make fewer mistakes and
complete tasks more e%e'?t y2. The construction industry can be unpredictable, and
a

workers who ar ‘t@

skilled workeéfs who are able to quickly adjust to changes in plans or unexpected

apt to changing situations tend to be more efficient. Middle

challenjg%gn keep projects on track and avoid delays. Middle skilled construction
(@rs with a positive attitude tend to be more productive and efficient. They are able to
work well with others, stay motivated, and maintain a high level of energy throughout the
day. Overall, the behavioral patterns of middle skilled construction workers can have a
significant impact on their efficiency and productivity on the job. Employers should strive
to hire workers who demonstrate these positive behavioral patterns, and provide training

and support to help workers develop these skills'.
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Scholars have been able to establish that time management was crucial in the construction
industry, and it can have a significant impact on the efficiency of middle skilled
construction workers®. Middle skilled construction workers who are able to prioritize their
tasks can work more efficiently'. They can identify the most critical tasks that need to be
completed first, and then work their way down the list in order of importance. This helps
them to focus their time and energy on the tasks that matter most, and avoid V\Casting time
on less important tasks*. Middle skilled construction workers who are able %‘gg't\fealistic
deadlines can work more efficiently’. They can estimate how long i 1. o complete
a task, and then set a deadline that is achievable. This helI:ls t do stay on track and
avoid delays, which can be costly in the constructi{@ﬁdustry. Middle skilled
construction workers who are able to avoid distractf(@an work more efficiently®. They
can stay focused on their tasks and avoid wasting time on non-work-related activities.
This can include minimizing their us '0@%’331 media or personal phone calls during
working hours. Middle skilled con%:: fon workers who are able to multitask can work
more efficiently. They can wo@‘ multiple tasks at the same time, which can help to
reduce the overall time d%d to complete a project. However, it is important to note that
multitasking ca @and may lead to errors or mistakes if not done properly. Middle
skilled constr\é%ion workers who are able to delegate tasks to others can work more
efﬁcierft%l‘ hey can identify tasks that can be completed by other workers or
s@ugactors, which can help to free up their own time to focus on more critical tasks.
In summary, time management plays a crucial role in the efficiency of middle skilled
construction workers. By prioritizing tasks, setting realistic deadlines, avoiding
distractions, multitasking effectively, and delegating tasks, these workers can complete

projects more efficiently and avoid delays®.
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Self-discipline can have a significant impact on the efficiency of middle skilled
construction workers’. Self-discipline allows middle skilled construction workers to focus
their attention and energy on the task at hand. They are able to block out distractions and
maintain their focus on their work, which helps them to work more efficiently. Middle
skilled construction workers who have self-discipline are better able to manage their time’.
They are less likely to waste time on non-work-related activities and are more likely to
prioritize their tasks effectively, which can help them to complete theié@\k more
efficiently. Middle skilled construction workers who have self-disci n. ﬁ%tter able to
set and achieve their goals. They are able to set clear and acI?evg% .goals for themselves
and then work diligently to achieve them, which can hel&@‘l to complete their work
more efficiently®. Self-discipline helps middle skillq@mstmction workers to be more
responsive to the needs of their colleagues @J ervisors. They are able to respond

quickly to requests for assistance or i %@%@n, which can help to prevent delays and
ensure that projects are completed %ﬁ Middle skilled construction workers who have
self-discipline are able to %1 high level of professionalism on the job’. They are
able to demonstrate religili;\{, accountability, and a strong work ethic, which can help to
build trust and r @%Oﬂg their colleagues and supervisors. Overall, self-discipline is
an irnportan‘[Q §o)r middle skilled construction workers. It can help them to work more

efficient anage their time effectively, achieve their goals, be responsive to the needs

@ers, and maintain a high level of professionalism on the job’.

Scholars have been able to establish that there is a strong connection between safety and
efficiency in the construction industry, and middle skilled construction workers play a
key role in this relationship'®. Middle skilled construction workers who prioritize safety
are less likely to experience accidents and injuries on the job. This means they are less

likely to have to take time off work due to injury or to require medical attention, which
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can lead to delays in project completion!!. Workers who feel safe on the job tend to have
higher morale and job satisfaction. This can translate into increased efficiency as workers
are more motivated and engaged in their work'?. When safety protocols are followed,
workers are able to complete their work more efficiently. This is because safety measures
can help to reduce the risk of accidents or injuries, which can lead to delays and lost
productivity. Compliance with safety regulations and standards is a legal reqyirement in
the construction industry'3. When middle skilled construction workers are c@nt with
safety regulations, they are less likely to incur fines or penalties for . NQ@iance. This
means that they can avoid costly interruptions to their work, Yvhi can help them to work
more efficiently!’. A company that prioritizes safety on t}&@is likely to have a better
reputation within the industry. This can lead to inc’r@%business opportunities, which
can help to improve efficiency by keeping workers busy with projects. Overall, safety is a
critical component of the construction i @) and it is closely tied to the efficiency of
middle skilled construction workeﬁ%'i’gy prioritizing safety on the job, workers can
reduce accidents and injuries, i@\‘/e morale and productivity, comply with regulations,

and improve their coglx's reputation. This can lead to increased efficiency and

profitability for @@ers and their employers.

There is @ig connection between work ethics and efficiency in the construction
indus% d middle skilled construction workers play a key role in this relationship’.
Middle skilled construction workers with strong work ethics tend to be more reliable.
They show up to work on time, complete tasks on schedule, and are dependable. This
means they are less likely to cause delays or disruptions on the job, which can help to
improve efficiency. Workers with strong work ethics tend to be more productive!!. They
are motivated to complete tasks efficiently and effectively, which can lead to increased

productivity on the job. Middle skilled construction workers with strong work ethics take
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responsibility for their work. They are willing to admit mistakes, fix problems, and learn
from their experiences. This helps to ensure that tasks are completed correctly and
efficiently. Workers with strong work ethics tend to be team players. They are willing to
collaborate with others, share knowledge and skills, and support their colleagues's. This
can lead to a more cohesive and efficient team on the job. Middle skilled construction
workers with strong work ethics demonstrate professionalism on the job.. They are
respectful, courteous, and communicate effectively. This can help to bu(%;}ust and
respect among their colleagues and supervisors, which can lead to i . ?S‘@ﬁciency on
the job. Overall, work ethics is a critical component of the C(.)nst tiQn industry, and it is
closely tied to the efficiency of middle skilled constmctio&%’}kers”. By demonstrating
reliability, productivity, accountability, teamwork,{&l professionalism on the job,
workers can improve their efficiency and coﬁ@%‘[o a more successful construction
project. : ‘ﬁ
Q\

Quality control is an importantcédgct of the construction industry and can have a
significant impact on the etﬁ&ieﬂqdr of middle skilled construction workers. When quality
control processes are @a’ée, workers are less likely to need to redo work that has
already been co@&dl . This can help to save time and improve efficiency on the job.
Quality con rocesses often involve regular communication among team members,
su er@%and clients!3. This can help to improve communication and ensure that
ev@one is on the same page, which can help to prevent errors and delays. When quality
control processes are in place, workers are held accountable for their work. This can help
to ensure that everyone is completing their tasks correctly and efficiently, which can help
to improve overall project efficiency. Quality control processes often involve training and
development opportunities for workers. This can help to improve their skills and

knowledge, which can lead to increased efficiency on the job. Quality control processes
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help to ensure that the final product meets or exceeds client expectations. This can lead to
increased satisfaction and repeat business, which can help to improve efficiency by
keeping workers busy with new projects. Overall, quality control is an essential
component of the construction industry, and it is closely tied to the efficiency of middle
skilled construction workers. By reducing rework, improving communication, increasing
accountability, providing training opportunities, and delivering better end results, workers

can improve their efficiency and contribute to a more successful constructiontziq}ct”.

Risk assessment is an important aspect of the construction ind@nd can have a
significant impact on the efficiency of middle skilled c@c’ﬁion workers. Risk
assessment helps to identify potential hazards and risk&@i»%e job site. By identifying

these risks early on, workers can take steps to % hem and reduce the likelihood of
oV

accidents or injuries. This can help to imp% fficiency by avoiding delays due to

e
accidents or injuries. Risk assessment@s)m

members, supervisors, and client%é@s can help to improve communication and ensure

lves regular communication among team

that everyone is aware of te@al risks and hazards on the job site. This can help to
prevent errors and delays=When risk assessment processes are in place, workers are held
accountable for@el?ac ions on the job site. This can help to ensure that everyone is
completi @Y‘tasks correctly and efficiently, which can help to improve overall project
efﬁci@y. Risk assessment processes often involve training and development
oppertunities for workers. This can help to improve their skills and knowledge, which can
lead to increased efficiency on the job. By prioritizing risk assessment and safety,
workers can contribute to a culture of safety on the job site. This can help to create a more
efficient and productive work environment by reducing accidents and injuries. Overall,
risk assessment is an essential component of the construction industry, and it is closely

tied to the efficiency of middle skilled construction workers. By identifying potential
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hazards, improving communication, increasing accountability, providing training
opportunities, and promoting a culture of safety, workers can improve their efficiency and

contribute to a more successful construction project.

Motivation is an important factor that can have a significant impact on the efficiency of
middle skilled construction workers. Motivated workers tend to be more productive. They
are driven to complete tasks efficiently and effectively, which can lead t6 @geased
productivity on the job. Motivated workers tend to have better morale, whi n help to
create a positive work environment. This can lead to improved comn‘%ation, teamwork,
and overall job satisfaction, all of which can contribute to incr‘e)@)e'fﬁciency. Motivated
workers tend to be more creative and innovative in their q}&b%m-solving. They are more
likely to come up with solutions to challenges o t@site, which can help to improve
efficiency and reduce delays. Motivated workers=tend to be more accountable for their
work. They take responsibility for th{a)&n , admit mistakes, and are willing to learn
from their experiences. This he@ ensure that tasks are completed correctly and
efficiently. Motivated work&tgrﬁ to produce higher quality work. They are driven to do
their best, which can 1 o better workmanship and fewer errors. Overall, motivation is
a critical compo@ljgt e construction industry, and it is closely tied to the efficiency of
middle skil \onstruction workers. By increasing productivity, improving morale,
enhar@g problem-solving skills, increasing accountability, and improving quality,

wotkers can improve their efficiency and contribute to a more successful construction

project.

Machinery plays a significant role in the construction industry and can have a significant
impact on the efficiency of middle skilled construction workers. Machinery can help to
automate certain tasks, reducing the amount of time and effort required to complete them.

This can lead to increased productivity and efficiency on the job site!®. Machinery is often
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designed to be precise and accurate, which can help to improve the quality of work and
reduce errors. This can help to improve efficiency by reducing the need for rework. Some
machinery can help to reduce physical strain on workers, which can help to reduce the
likelihood of injuries and fatigue. This can help to improve efficiency by keeping workers
healthy and able to work at peak performance'?. Machinery can often be used for multiple
tasks, which can help to improve efficiency by reducing the need for specialize.d tools and
equipment. Machinery is often designed with safety features to protect @Es from
accidents and injuries. This can help to improve efficiency by redugci .%«elihood of
delays due to accidents or injuries. Overall, machinery is an es tiﬂl component of the
construction industry, and it is closely tied to the efﬁciency,@iddle skilled construction
workers’. By increasing productivity, improving '@racy, reducing physical strain,

increasing versatility, and improving safety, can improve their efficiency and

contribute to a more successful constru Q@ect”

Teamwork is a crucial aspect of @nstruc‘uon industry, and it has a significant impact

on the efficiency of mlddle construction workers’:!?

. Effective teamwork requires
clear and open com@ﬁon among team members. This can help to ensure that
everyone is on fthe page and that tasks are completed efficiently and effectively.
Improve nication can also help to prevent errors and reduce delays on the job site.
Whe %embers work together effectively, they can divide tasks and responsibilities
@ on their skills and strengths. This can help to ensure that tasks are completed
efficiently and that workers are not wasting time on tasks that are not suited to their
skillset. Effective teamwork can lead to increased productivity®®!4. When team members
are working together towards a common goal, they can often complete tasks more quickly

and efficiently than when working alone. Working in a team can provide multiple

perspectives and ideas for problem-solving. Team members can brainstorm together,
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share their experiences and knowledge, and come up with creative solutions to challenges
on the job site. This can help to improve efficiency and reduce delays. When team
members work well together, they tend to have better morale. This can create a positive
work environment, which can help to improve efficiency and job satisfaction. Overall,
teamwork is an essential component of the construction industry, and it is closely tied to
the efficiency of middle skilled construction workers. By improving comr.nunication,
dividing tasks based on skills, increasing productivity, enhancing problem-@&g skills,
and improving morale, workers can improve their efficiency and .?ib to a more
successful construction project!?. . ‘6.\

The study found that there was a relationship between(é&;é}ity and the efficiency of

middle skilled construction worked. Scholars%@und that integrity is an important
s a

aspect of the construction industry, and it h gnificant impact on the efficiency of
middle skilled construction workersm.@}l&i\with integrity are trustworthy and reliable.
They are more likely to follow protocols, rules and regulations, and company
policies. This can help to efkgrgaiat tasks are completed efficiently and effectively, and
can also help to preve ots and accidents on the job site. Workers with integrity take
responsibility f@g ctions. They are honest about their abilities, limitations, and
mistakes; u@e willing to learn from their experiences'®. This helps to ensure that tasks
are c@d correctly and efficiently. Workers with integrity exhibit a high level of
@sionalism. They are respectful to their colleagues, clients, and the job site. This can
help to create a positive work environment, which can contribute to improved morale and
efficiency. Workers with integrity are committed to their work. They take pride in their
workmanship and are dedicated to completing tasks efficiently and effectively. This can

lead to increased productivity and better quality work. Workers with integrity build a

good reputation for themselves and their company. This can help to attract new clients,
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retain existing clients, and contribute to the success of the construction project. Overall,
integrity is an essential component of the construction industry, and it is closely tied to
the efficiency of middle skilled construction workers. By being trustworthy, accountable,
professional, committed, and building a good reputation, workers can improve their

efficiency and contribute to a more successful construction project!2.

There are several ways to improve the efficiency of middle skilled constructio rkers
and these include Training and Development, Time Managemer%&tivation,
Technology, Teamwork, Quality Control and Safety’. Providing o \g training and
development opportunities can help workers to enhance theirs@iﬁh knowledge, which
can lead to increased efficiency. Efficient time managem@@critical in the construction
industry. Establishing clear deadlines, prioritizi g.@s, and scheduling work can help
workers to complete tasks efficiently. Motiv Qrkers tend to be more productive and
efficient. Providing incentives, recogr@)&h a positive work environment can help to
improve motivation and efficiency\ Technology can improve efficiency by automating
certain tasks, providing reﬁ{iigg data and insights, and reducing errors and rework.
Effective teamwork éad to increased efficiency. Encouraging communication,
collaboration, a@si n of labor based on skills and strengths can help workers to
complete a@ﬁore quickly and efficiently. Implementing quality control processes can
hel Q\'k s to ensure that tasks are completed correctly the first time, reducing the need
téwork and increasing efficiency. Providing a safe work environment can help to
improve efficiency by reducing accidents and injuries, preventing delays, and ensuring
that workers are able to focus on their tasks without distraction or worry. By

implementing these strategies, middle skilled construction workers can improve their

efficiency, productivity, and overall performance on the job site.
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Chapter Five
Conclusion

This chapter summarizes the study, draw the conclusion and proffer recommendations on
the assessment of behavioural pattern, efficiency and time-management of middle-skilled
construction workers in selected LGAs in Lagos State. The summary of the study was
made in line with the report of the whole study, while conclusion was drawn based on the

findings of the study. Recommendations are based on the understanding of éﬁ menon

under study by the researcher. ‘:\ \QO
5.1 Summary of Findings . ‘6'3

The study set out to investigate behavioural pattern, ef] 1@(0y and time-management of
middle-skilled construction workers in selecte G@n Lagos State. The study also set
out to examine the functional relationsh.ip&veen behavioral Pattern and efficiency of
middle-skilled construction workers i@elected LGAs in Lagos State; ascertain the
effect of teamwork on the effici f middle-skilled construction workers; and finally

to determine the inﬂuencNintegrity on efficiency of middle-skilled construction

workers in the Selecte@@ in Lagos State.

Q

The literature)Qiewew established gave an overview of the construction sector in a
develoﬁ%country like Nigerian context, identifying the importance of ethics,
%ral pattern, professionalism and efficiency in the construction industry. This
chapter also examined the concept of middle skilled construction workers while focusing
on the middle skilled workers in Lagos. Finally, the study was hinged upon two theories

namely the stakeholder’s theory and the social contract theory.

The study adopted the cross sectional survey design. The population of this study consists

of Seven Thousand Four Hundred and ninety (7490) middle skilled construction workers
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in Lagos. The purposive sampling technique was used to select the respondents. A total of
four and fifty hundred (450) respondents across five (5) local governments in Lagos
namely Lagos Island, Lagos Mainland, Eti Osa, Surulere and Apapa took part in this
study. The study made use of one instruments which was a self-developed questionnaire
and each item is rated using 5 Point Likert Scale. From the interpretation of analyses of
data collected and findings of the study, the following can be summed up as the major

empirical findings of this study: Q‘)i\

1. Work ethics has positive and significant effect on efficiency (@28, F(1,398)=

58.553, p= 0.000). - @"
2. Sense of responsibility has positive and significant %&@%on efficiency (R?= 0.079,
F(1,398)=34.062, p= 0.000). &
3. Discipline has positive and significant effeét’on efficiency (R?>= 0.137, F(1,398)=

63.209, p= 0.000). C..))\\‘

4. Integrity has positive and si @ant effect on efficiency (R?>= 0.147, F(1,398)=
68.611, p= 0.000). \)Q)

5. Team work has »@\'ﬂ: and significant effect on efficiency of middle-skilled
construction\workers’in selected LGAs in Lagos State, Nigeria (R>= 0.022, F(1,398)=
9.1194 Q 0).

6. Behavioural pattern has positive and significant effect on efficiency (R?>= 0.159,

1,398)= 124.819, p= 0.000).

5.2 Conclusion

Based on the findings of the study, it was hereby concluded that the behavioural patterns
had an important role to play in the efficiency of middle skilled construction workers and
the it is imperative to state that construction companies should endeavour to ensure that
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they train middle skilled workers on the needed behavioural patterns that are expected of

these workers.
5.3 Recommendations

Based on the findings and conclusion of this study, the following recommendations were

made

1. Construction companies should learn to incorporate organisational cult@é& their
activities as this will help the workers of such company 1@& the needed
behavioural patterns into their activities. . ‘\%o\

2. For efficiency to become a part of the skills of middl&%}ed construction workers,
construction companies are mandated to incorp(;n@qhg use of machinery and a well
thought out procurement plan to help ir@e the pace at which middle skilled
construction workers work. 0 )\&

3. The construction companies are@)ected to carry out constant training and retraining

of middle skilled co tru@i'k workers if they are to inculcate the desirable

behavioural patterns,i to.ghese set of workers.

5.4 Contributi@ngwledge

The ﬁm@his study its findings made important contributions to knowledge in the

Q@g ways:

Based on the conceptual review done, this study offers immerse contribution to
knowledge conceptually in several ways. This study identified and filled conceptual gaps
in literature regarding the functional relationship between behavioural pattern and
efficiency of middle-skilled construction workers in Lagos State, Nigeria. In conclusion,

the conceptual model developed for the study suggests another area in which this study
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has contributed to the body of knowledge conceptually because no known similar studies,
both theoretical and empirical, have utilized the model in their studies. Hence, adding to
models that can explain the link between behavioural pattern and efficiency of middle-
skilled construction workers in Lagos State, Nigeria.The outcome of this study is in line
with the stakeholders and social contract theory which provided the theoretical
underpinning for this study. Hence, adding to literature that offered support for the
assumption of these theories. Qh)(\
S

This study evaluated the individual and combined effect of behavio‘%'}ttem measures;
ethics, integrity, self-discipline, sense of responsibility, and*t Otk on efficiency of
middle-skilled construction workers in Lagos State.The éﬂc\‘acal outcome of this study
contributes to the existing literature and eméhjtgéndings in the area of project

management and human psychology and equally“served as a reference material for future
researchers. Specifically, hypothesis @% x suggested that ethics, integrity, self-
discipline, sense of responsibility@team work all have positive and significant effect
on efficiency of middle-skif&ds%‘?lstruction workers in Lagos State. Moreso, behavioural
pattern have positive ignificant effect on efficiency of middle-skilled construction
workers in Lag@. verall, these above-mentioned points lay emphasis on the fact
that this stu fers significant contribution to knowledge and has practical implication

for th@a agement of construction companies in Lagos State, Nigeria.
5.5 ;uggestion for Further Studies

The limitations of this study offer opportunity and suggestions for future study.Since this
study has focused on the influence of behavioural pattern, efficiency and time-
management of middle-skilled construction workers in selected LGAs in Lagos State. It

is therefore advised that this study be replicated in other states of Nigeria to measure
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how behavioural pattern, efficiency and time-management of middle-skilled construction

in those states.
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Appendix I
Questionnaire

Lead City University Ibadan
Department of Management and Accounting

This study seeks to investigate the influence of behavioural patterns on the efficiency of
middle-skilled construction workers. This questionnaire has therefore been develgped to
elicit data from you. The information provided here are strictly for academic e and
will be treated with the utmost confidentiality. Please read all the questio ully. The
survey has been designed to facilitate easy answering. Answer req%g%r a or to
indicate your appropriate responses. All surveys are confidential. Onlythe researcher sees

and processes the questionnaire. )\%0\

A\
&

3
Age: 20-25[1,26-30 ], 31- 35 [ ], 36-40 [ ] 44.-45 145 and above [ .

Section A: Demographic Data

Gender: Male [ ], Female [ ]

Work Experiences of Respondents: 2-5 a@% 6-10 years [ ], 11-20 years [ |, 21-30
years [ ], above 30 years [ ]. ( \
Educational Level: Primary [ ], JS@{ ], SSCE [ ], NCE/ND [ ], HND/Degree [ ],

Postgraduate [ ] %

Section B: Behaviour ttern of Middle-Skilled Construction Workers

The items in th\] tion of the questionnaire has been developed to measure the
behavioural pa of middle-skilled construction workers. Therefore, you are
requir@h one of the responses list to answer the questions.

S/N “Yem Strongly Disagree Agree Strongly
,Q disagree Agree

1 I maintain
a very good
work ethics
on site at
all times.

2 T use all the
necessary
safety
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equipment
to do my
job

I use the
correct
procedures
for
carrying
out my job

I maintain
self-
discipline
at all times
on site.

4
Gl

I ensure
that quality
standard is
used
throughout
the entire
project.

Iam
responsible
for making
sure that

A
the projec
is < Q) ’

{1@&1.

S

6 ’?lieve
Q that

working
together as
a team will
make
projects
better.

Iam
always

cooperating
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with other
workers on
site

Section C: Efficiency of Middle-Skilled Construction Workers

The items in this section of the questionnaire has been developed to measure the
effect of efficiency of middle-skilled construction workers. Therefore, you are
required to pick one of the responses list to answer the questions.

s/ Statement Neve Seldo Sometime Ofte |. @}way

n T m S n
>

Manpower

on site. ° $‘

1 There is the "
required ‘é\&?c p
x'»

2 The @‘%’}

labourers on ° Q

site have the ABQ

needed skill. \

3 Procurement 0‘< E 5

of materials
are carried
out as

planned. \)%q

4 We have an |

s

adequat Q

materi@

o

Strategy
)

5\) There is an
efficient co-
ordination of
materials

6 There is an
efficient
organisation
of machinery
on-site.
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There are
labour
motivation
strategies
used on site.

There is
adequate
quality
control on
site

There is a
risk
assessment
and
quantificatio
n plan on site

10

There is an
Integrated
procurement
plan of all
materials
needed on
site.

11

I evaluates
daily {

scheduléx Q
\

12

13

I reviewsa’
A C&‘
are

Qaliowed to

give
feedback on
site.

14

We have
short-term
goals to
achieve

15

There is a
daily

142




schedule of
time.

16 There is a
weekly
schedule of
events.

17 Our
productivity

level is ‘ cb:

always

appraised on . Qg

a daily basis. :%\

Appendix II
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The Researcher on the Field

Appendix III
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SPSS OUT

Statistics
Wo Safet
rk y_eq Correct Self Qualit Proje
ethi uipm _proce disci y_stan ct Su Team Coope
cs ents dure pline dard ccess work ration
N Zah 400 400 400 400 400 400 400 400
Miss 0 0 0 0 0 0 0 0
ing
Mean 3.37 3.01 3.11 2.97 2.78 2.68 2.68 2.37
. \ *
Frequency Table O%%
ork ethics
Frequen Valid Cumulative
cy Percent Percent Percent
Val Strongl
y Disag’fe-‘é 24 6.0 6.0 6.0
Disagree 44 11.0 11.0 17.0
Agree 92 23.0 23.0 40.0
Strongly Agree 240 60.0 60.0 100.0
Total 400 100.0 100.0
Safety equipments
Frequen Valid Cumulative
cy Percent Percent Percent
Val Strongl
. Disag‘feye 20 5.0 5.0 5.0
Disagree 112 28.0 28.0 33.0
Agree 112 28.0 28.0 61.0
Strongly Agree 156 39.0 39.0 100.0
Total 400 100.0 100.0
Correct procedure
Frequen Percent Valid Cumulative
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cy Percent Percent
Val Strongl
o Disag‘fge 30 7.5 7.5 7.5
Disagree 49 12.3 12.3 19.8
Agree 170 42.5 42.5 62.3
Strongly Agree 151 37.8 37.8 100.0
Total 400 100.0 100.0
W
Self discipline
Frequen Valid Cumulative
cy Percent Percent Percent
Val Disagree 116 29.0 29.0 29.0
id Agree 180 45.0 45.0 74.0
Strongly_Agr 104 26.0 26.0 100.0
ee
Total 400 100‘<> 100.0
Y
R
Quality standard
Frequen Valid Cumulative
cy Percent Percent Percent
Val Strongl
o Disag“ige 12 3.0 3.0 3.0
Disagree 112 28.0 28.0 31.0
Agree 228 57.0 57.0 88.0
Strongly Agree 48 12.0 12.0 100.0
Total 400 100.0 100.0
N
Project Success
Frequen Valid Cumulative
cy Percent Percent Percent
i\gal ]S)tirggiz 48 12.0 12.0 12.0
Disagree 132 33.0 33.0 45.0
Agree 120 30.0 30.0 75.0
Strongly Agree 100 25.0 25.0 100.0
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Total 400 100.0 100.0
Teamwork
Frequen Valid Cumulative
cy Percent Percent Percent
Val Strongl
o Disag’fe-‘é 36 9.0 9.0 9.0
Disagree 140 35.0 35.0 44.0
Agree 140 35.0 35.0 79.0
Strongly Agree 84 21.0 21.0 100.0
Total 400 100.0 100.0 .
. »ﬁ °
A
Cooperation
Frequen Valid Cumulative
cy Percent Percent Percent
i\(/lal ;tirg;i-‘é 104 26.0 26.0 26.0
Disagree 132 33.0 33.0 59.0
Agree 76 19.0 19.0 78.0
Strongly Agree 88 22.0 22.0 100.0
Total . 400 100.0 100.0
QY
CP
Statistics
C
Q 00
u rdi
al na Ri
M M it tio sk Int
a a y n_ M a egr Ti
n t _ of a ss ate Sh me
p e C _ M es dp Dai ort _m App
0 r 0 m hi oti S roc ly Fe _te ana rais
A4 S 1 nt ate n va m ure sch ed rm ge ed
e ki a r ria er tio en me edu ba _go me dail
r 11 1 ol 1 y n t nt le ck als nt y
4 4 4 4 40 4 40 40 400 400 40 400 400 400
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0 0 0 0 0 0 0 0
0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0 0
Mean 4| a4l 3.
4 . } 3. 7 4. 4. 4.1 4.2 2. 39 39 310
9 97 48 05 3 7 57 9 8 )
3 2 8
5
&
Frequency Table @
o
Manpower
Frequenc Valid Cumulative
y Percent Percent Percent
Val Never 32 8.0 8.0 8.0
id Seldom 12 3.0 3.0 11.0
Somenm 13 3.3 3.3 142
Often 93 23.3 23.3 37.5
Always 194 48.5 48.5 86.0
6 56 14.0 14.0 100.0
Total 400 100.0 100.0
Y
Skill
Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 16 4.0 4.0 4.0
id i
Sometim 89 223 223 26.3

(&
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Often 127 31.8 31.8 58.0
Always 168 42.0 42.0 100.0
Total 400 100.0 100.0
Material
Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 16 4.0 4.0 4.0
id i
Somenm 92 23.0 23.0 27.0
Often 188 47.0 47.0 74.0
Always 104 26.0 26.0 100.0
Total 400 100.0 100.0 |
>
Quality Control
Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 36 9.0 9.0 9.0
id i
Somenm 80 20.0 20.0 29.0
Often 148 37.0 37.0 66.0
Always 136 34.0 34.0 100.0
Total 400 100.0 100.0
U
N
Coordination of material
Frequenc Valid Cumulative
y Percent Percent Percent
Val Never 36 9.0 9.0 9.0
id Seldom 28 7.0 7.0 16.0
Somenm 40 10.0 10.0 26.0
Often 104 26.0 26.0 52.0
Always 192 48.0 48.0 100.0
Total 400 100.0 100.0
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Machinery

Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 40 10.0 10.0 10.0
id ti
Some lm 92 23.0 23.0 33.0
Often 184 46.0 46.0 79.0
Always 84 21.0 21.0 100.0
Total 400 100.0 100.0
Motivation
Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 12 3.0 3.0 3.0
id ti
Some lm 8 2.0 2.0 5.0
Often 156 39.0 39.0 44.0
Always 224 56.0 56.0 100.0
Total 400 100.0 100.0
>
Risk assessment
Frequenc Valid Cumulative
y Percent Percent Percent
Val Never 16 4.0 4.0 4.0
id Seldom 32 8.0 8.0 12.0
Sometim 48 12.0 12.0 24.0
e
Often 124 31.0 31.0 55.0
Always 180 45.0 45.0 100.0
Total 400 100.0 100.0
Integrated procurement
Frequenc Valid Cumulative
y Percent Percent Percent
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i\;al Sometlm 84 21.0 21.0 21.0
Often 180 45.0 45.0 66.0
Always 136 34.0 34.0 100.0
Total 400 100.0 100.0

Daily schedule
Frequenc Valid Cumulative &
y Percent Percent Percent

i\;al Sometlm 68 17.0 17.0 17.0
Often 156 39.0 39.0 56.0
Always 176 44.0 44.0 100.0
Total 400 100.0 100.0

. QO .
A
Feedback
Frequenc Valid Cumulative
y Percent Percent Percent

Val Never 72 18.0 18.0 18.0

id Seldom 172 43.0 43.0 61.0
Sometlm 60 15.0 15.0 76.0
Often 48 12.0 12.0 88.0
Always 48 12.0 12.0 100.0
Total 400 100.0 100.0

N
~Q
Short term goals
Frequenc Valid Cumulative
y Percent Percent Percent

i\;al Sometlm 128 32.0 32.0 32.0
Often 148 37.0 37.0 69.0
Always 124 31.0 31.0 100.0
Total 400 100.0 100.0
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Time management

Frequenc Valid Cumulative
y Percent Percent Percent
Val Seldom 48 12.0 12.0 12.0
id ti
Some lm 76 19.0 19.0 31.0
Often 112 28.0 28.0 59.0
Always 164 41.0 41.0 100.0 (b
Total 400 100.0 100.0 N
Appraised daily
Frequenc Valid Cumulative
y Percent Percent Percent
Val Never 24 6.0 6.0 6.0
id Seldom 80 20.0 20.0 26.0
"
Some lm 140 35.0 35.0 61.0
Often 56 14.0 14.0 75.0
Always 100 25.0 25.0 100.0
Total 400 100.0 100.0
\ ¥
% "
%@is One
a.Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3582 128 126 41511

a. Predictors: (Constant), Work ethics

b. ANOVA?
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Sum of Mean
Model Squares df Square F Sig.
1 Regressio
10.090 1 10.090 58.553 .000P
n
Residual 68.584 398 172
Total 78.673 399
a. Dependent Variable: Efficiency
b. Predictors: (Constant), Work ethics
c. Coefficients®
Standardize
d
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
1 (Constant 56.31
4.522 .080 .000
) 6
Work eth
. - 176 .023 358 7.652 .000
ics
a. Dependent Variable: Efficiency
Y
ﬂ'x
Hygthesis Two
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 2812 .079 .077 .83241

a. Predictors: (Constant), Project Success

ANOVA?
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Sum of Mean
Model Squares df Square F Sig.
1 Regressio
N 23.601 1 23.601 34.062 .000P
Residual 275.774 398 693
Total 299.375 399
a. Dependent Variable: efficiency
b. Predictors: (Constant), Project Success
Coefficients®
Standardiz
ed
Unstandardized Coefficien
Coefficients ts
Std.
Model B Error Beta t Sig.
1 (Constant) 37.71
4.576 121 | .000
Project_Succ
0.248 0.043 0.281 5.836 .000
ess
a. Dependent Variable: efficiency
SE
O
N
<8
Q
Hypothesis Three
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3702 137 135 .80567

a. Predictors: (Constant), Self discipline
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ANOVA?

Sum of Mean
Model Squares df Square F Sig.
1 Regressio
N 41.029 1 41.029 63.209 .000°
Residual 258.346 398 .649
Total 299.375 399
a. Dependent Variable: efficiency
b. Predictors: (Constant), Self discipline
Coefficients?
Standardiz
ed
Unstandardized Coefficien
Coefficients ts
Std.
Model B Error Beta t Sig.
1 (Constant) 15.78
2.627 166 . .000
Self discip
line 432 054 370 7.950 .000
a. Dependent Variable: efficiency
\)‘/
WV
<8
Q
Y
Hypothesis Four
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 3832 147 .145 41062
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a. Predictors: (Constant), Integrity

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regressi
11.568 1 11.568 68.611 .000P
on
Residual 67.105 398 .169
Total 78.673 399
a. Dependent Variable: EfficiencyNew
b. Predictors: (Constant), Integrity
Coefficients®
Standardiz
ed
Unstandardized Coefficien
Coefficients ts
Std.
Model B Error Beta t Sig.
1 (Constant) 53.93
4.617 .086 0 .000
Integrity 248 .030 383 8.283 .000
a. Dependent Variable: EfficiencyNew
\)e
N
<8
Q
Y
Hypothesis Five
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 1502 .022 .020 43960

156




a. Predictors: (Constant), Team work

ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regressio

. 1.762 1 1.762 9.119 .003°

Residual 76.911 398 193

Total 78.673 399
a. Dependent Variable: Efficiency
b. Predictors: (Constant), Team work

Coefficients®
Standardiz
ed
Unstandardized Coefficient
Coefficients S

Model B Std. Error Beta t Sig.
1 (Constant 77.55

) 4.073 053 5 .000

Team

work .061 .020 150 3.020 .003
a. Dependent Variable: Efficiency

\)e
N
<8
Q
Y
Hypothesis Six
Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
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1 5422 159 156 43136
a. Predictors: (Constant), BehPatternNEw
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regressio 124.81

N 4.618 1 4.618 9 .000°

Residual 74.055 398 .186

Total 78.673 399
a. Dependent Variable: EfficiencyNew
b. Predictors: (Constant), BehPatternNEw

Coefficients®
Standardiz
ed
Unstandardized Coefficient
Coefficients S
Model B Std. Error Beta t Sig.
1 (Constant) 22.87
5.016 219 . .000
BehPatternN
Ew 0.379 .076 242 4.982 .000

a. Dependent Variable: Efficiency

N

QQ
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