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[bookmark: _Hlk188449393]ABSTRACT
The construction industry plays a vital role in Nigeria’s economic development, especially in urban centers such as Lagos, where the demand for infrastructure continues to rise. However, the sector is often challenged by issues of low workforce productivity, which are frequently linked to inadequate motivational practices. This study examines the effect of motivation on the productivity of construction workers in Lagos, with a comparative focus on three different construction firms. The objectives were to identify key motivational factors influencing productivity, compare motivational strategies across firms, and evaluate how these strategies impact workforce output. The study adopted a descriptive survey research design and collected data using structured questionnaires distributed to 90 construction workers across the selected companies. Descriptive and inferential statistical methods, including Spearman’s rank correlation, were employed for data analysis. Findings revealed that both financial and non-financial motivational factors significantly influence productivity, with a safe and healthy working environment (ρ = 0.42), training and career development (ρ = 0.39), leadership style (ρ = 0.37), and recognition (ρ = 0.35) showing stronger correlations than financial incentives (ρ = 0.28). The analysis also showed that Company A, which adopted more comprehensive motivation strategies, recorded the highest worker satisfaction and perceived productivity. The study concludes that while financial rewards are necessary, non-financial motivators such as safety, career advancement, and recognition play a more enduring role in enhancing productivity. It recommends that construction firms adopt holistic motivation strategies that are tailored to workforce demographics and aligned with industry best practices. The findings contribute to ongoing discourse on workforce management in the construction sector and offer practical implications for improving performance and efficiency in the Nigerian construction industry.
Keywords: Cost variation, contractor performance, construction projects, variation orders, contract management, project delays, and quality control.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
The construction industry is a significant contributor to the economic development of many nations, particularly in urban areas like Lagos, Nigeria. The growth of the construction sector, however, depends largely on workforce productivity. Motivation plays a key role in influencing the productivity levels of workers in the construction industry, which often faces challenges such as skilled labor shortages, project delays, and safety concerns (Olaniran et al., 2023; Oladipo & Akpan, 2022).
The effectiveness of motivation strategies within the construction workforce can directly impact project outcomes, including cost efficiency, quality of work, and timely completion. Lagos, with its rapid urbanization, has witnessed a boom in construction projects, raising the need to evaluate the motivational factors that affect productivity within its workforce (Eze et al., 2023). However, research into the specific motivational practices across different construction industries in Lagos remains sparse, making it imperative to explore the effects of motivation on workforce productivity in this context.
The construction industry in Lagos faces unique challenges due to its high demand for infrastructure, coupled with a fluctuating economy, labor shortages, and varying levels of worker skill sets. Lagos, as Nigeria's commercial hub, has witnessed significant urbanization, leading to an influx of construction projects ranging from residential buildings to commercial infrastructure and road development (Ojo et al., 2023). As these projects increase in complexity and scale, ensuring a productive workforce becomes more critical. Motivation, therefore, serves as an essential factor in addressing issues such as absenteeism, poor performance, and high turnover rates within the construction workforce.
In recent years, the construction sector in Nigeria has explored different motivation strategies, such as financial incentives, training programs, career development opportunities, and improved working conditions (Amadi & Iwu, 2022). However, the effectiveness of these strategies varies, and there is a lack of consensus on which motivational practices most significantly impact productivity across different construction industries. This research will help uncover how motivation influences workers’ commitment and effort in the construction sector in Lagos, focusing on the comparative effectiveness of motivational approaches across three distinct construction industries.
1.2 Statement of the Problem
Despite the critical importance of workforce motivation in enhancing productivity, there is limited research on how motivational practices influence the productivity of construction workers in Lagos. This study aims to address this gap by evaluating the effect of motivation on productivity within three construction industries in Lagos. The findings will offer insights into the effectiveness of different motivational strategies across industries and help identify areas for improvement.
1.3 Aim and Objectives of the Study
The main objective of this study is to assess the impact of motivation on the productivity of construction workers in Lagos. Specific objectives include:
1. To identify key motivational factors influencing productivity in construction industries.
2. To compare the motivational strategies employed by different construction industries in Lagos.
3. To evaluate how these strategies affect workforce productivity in each of the selected industries.
1.4 Research Questions
The study is guided by the following research questions:
1. What are the key motivational factors influencing construction workforce productivity in Lagos?
2. How do different construction industries in Lagos implement motivational strategies?
3. What is the effect of these motivational strategies on workforce productivity within the selected industries?

1.5 Significance of the Study
This study is significant as it provides valuable insights into the role of motivation in improving construction workforce productivity, particularly in Lagos. By identifying effective motivational strategies, the research will contribute to optimizing workforce performance in construction projects, ultimately leading to better project outcomes, increased efficiency, and reduced costs. Moreover, the study could guide policymakers and industry leaders in designing better labor policies and programs for construction workers in Nigeria.
1.6 Scope of the Study
This study will focus on three construction industries based in Lagos. The scope includes examining the motivational strategies implemented by these industries and evaluating their effects on workforce productivity. The study will consider factors such as job satisfaction, leadership styles, training, and reward systems, among others.
1.7 Limitations of the Study
Some limitations include the reliance on self-reported data, which may be subject to bias or exaggeration. Also, limited access to financial records and confidential contract documents may restrict detailed analysis. Despite these challenges, triangulation with interviews and a robust questionnaire design are employed to enhance the study’s validity and reliability.
1.8 Definition of Terms
To ensure clarity and consistency throughout this study, the following key terms are operationally defined as they relate to the research topic:
1. Motivation: Motivation refers to the internal and external factors that stimulate individuals to take actions that lead to achieving a goal. In the context of this study, it includes financial rewards, recognition, training opportunities, job security, and leadership practices that influence workers' willingness to perform effectively on construction sites.
2. Workforce Productivity: Workforce productivity in this study refers to the efficiency and output of construction workers as measured by their performance, task completion rate, and adherence to project timelines and quality standards. It reflects the extent to which workers contribute to the successful delivery of construction projects.
3. Construction Industry: The construction industry comprises organizations involved in building infrastructure, including residential, commercial, industrial, and civil engineering projects. For this study, it specifically refers to three selected companies operating within Lagos State, Nigeria.
4. Motivational Strategies: These are deliberate policies, programs, and managerial actions implemented to encourage employees to perform at their best. Examples include salary structures, promotion policies, leadership style, training and development programs, and workplace safety measures.
5. Intrinsic Motivation: Intrinsic motivation involves internal drivers such as personal satisfaction, pride in one’s work, a sense of achievement, and professional development. It does not rely on tangible rewards but rather stems from within the individual.
6. Extrinsic Motivation: Extrinsic motivation refers to external incentives such as wages, bonuses, promotions, and recognition from management. These factors are tangible and are used by employers to reward or encourage performance.
7. Job Satisfaction: Job satisfaction is the degree to which employees feel content with their job roles, responsibilities, work environment, and organizational practices. It is closely related to motivation and directly influences productivity and retention.
8. Leadership Style: Leadership style refers to the approach managers and supervisors use to direct, motivate, and manage teams. In this study, it includes styles such as transformational, transactional, and autocratic leadership and their influence on employee motivation.
9. Comparative Study: A comparative study involves analyzing similarities and differences between two or more entities. Here, it refers to the comparison of motivational strategies and their outcomes across three construction companies in Lagos.
10. Lagos State: Lagos is Nigeria’s commercial capital and the most populous city, characterized by rapid urban development and extensive construction activities. It provides the geographical and economic context for this research.























CHAPTER TWO
LITERATURE REVIEW

2.1 Theoretical Framework
Motivation is a crucial factor influencing productivity in any industry, especially in labor-intensive sectors like construction. Several motivational theories can help explain the relationship between motivation and productivity in construction workforces. Among the most widely recognized theories are Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and McGregor’s Theory X and Theory Y.
Maslow’s Hierarchy of Needs theory posits that human needs are arranged in a hierarchy, starting from physiological needs to self-actualization (Maslow, 1943). In the context of the construction workforce, workers must have their basic needs met (such as adequate wages and safe working conditions) before they can be motivated to perform at higher levels (Olaniran et al., 2023). Herzberg’s Two-Factor Theory, on the other hand, distinguishes between hygiene factors (such as salary and job security) and motivators (like achievement and recognition), suggesting that both are necessary to ensure job satisfaction and productivity (Herzberg, 1959). Herzberg’s model highlights that the absence of hygiene factors leads to dissatisfaction, but their presence does not necessarily motivate workers.
McGregor’s Theory X and Theory Y provide two distinct perspectives on employee motivation. Theory X assumes that employees are inherently lazy and need to be closely supervised, while Theory Y assumes that workers are motivated by a desire for self-fulfillment and are capable of taking responsibility (McGregor, 1960). The construction industry, often characterized by a mix of skilled and unskilled labor, could benefit from applying Theory Y, where employees are given more responsibility and autonomy, leading to greater motivation and productivity (Oladipo & Akpan, 2022).
Additionally, Vroom’s Expectancy Theory suggests that employees are motivated to act in a certain way if they believe their actions will lead to desired outcomes (Vroom, 1964). In the construction industry, this theory can be applied to the incentives offered to workers, such as bonuses or recognition for completing tasks on time and within budget, thus directly influencing productivity (Eze et al., 2023).
2.2 Review of Literature on Motivation
Motivation in the construction industry is multifaceted and often depends on both intrinsic and extrinsic factors. Intrinsic motivation relates to personal satisfaction derived from the work itself, such as a sense of achievement and pride in craftsmanship, while extrinsic motivation is influenced by external rewards, such as monetary incentives or promotions (Amadi & Iwu, 2022). Several studies have emphasized the importance of intrinsic motivation in enhancing productivity among construction workers, particularly in developing countries like Nigeria, where job satisfaction often influences retention and performance (Ojo et al., 2023).
In the context of Nigerian construction workers, financial incentives are commonly used to motivate employees. However, studies have found that while wages play an essential role in attracting workers to construction jobs, they do not necessarily ensure long-term motivation or productivity (Olaniran et al., 2023). Other extrinsic factors, such as job security and recognition for hard work, have been found to significantly impact worker motivation (Eze et al., 2023). For instance, construction companies that offer performance-based bonuses and training opportunities tend to experience higher levels of worker engagement and commitment, leading to improved productivity (Amadi & Iwu, 2022).
A study by Olaniran et al. (2023) highlighted the importance of career development opportunities as a motivational tool in the Nigerian construction industry. Workers who are provided with training programs and opportunities for career advancement tend to have higher levels of job satisfaction, which positively affects their productivity. This finding aligns with Herzberg’s Two-Factor Theory, which emphasizes the role of personal growth opportunities as a key motivator for improving job performance (Herzberg, 1959).
Additionally, leadership style plays a significant role in shaping motivation levels within the construction industry. Transformational leadership, which encourages workers to take ownership of their tasks and fosters a supportive and collaborative environment, has been shown to improve productivity (Oladipo & Akpan, 2022). On the other hand, autocratic leadership, which focuses on strict supervision and control, can lead to demotivation and low productivity (Eze et al., 2023). In Lagos, where construction projects are often large and complex, a leadership approach that empowers workers and provides recognition can lead to better performance and efficiency.
Motivational practices in the construction sector are often influenced by organizational culture and management practices. Research suggests that construction companies with a strong organizational culture that prioritizes worker welfare and safety tend to achieve higher levels of productivity (Olaniran et al., 2023). Furthermore, management practices that promote open communication, respect, and team collaboration are critical to maintaining high morale and motivation among construction workers.
2.3 Construction Workforce Productivity
Workforce productivity is a crucial indicator of performance in the construction industry. It is often measured by the output of workers in terms of quality, quantity, and timeliness of completed tasks. In the Nigerian context, construction workforce productivity is influenced by a variety of factors, including worker motivation, skills, health and safety standards, and working conditions (Eze et al., 2023).
The concept of productivity in the construction industry extends beyond just completing tasks on time. It also encompasses the quality of work, adherence to safety standards, and the ability to meet project specifications (Oladipo & Akpan, 2022). According to Olaniran et al. (2023), a motivated workforce is more likely to meet deadlines, maintain high-quality standards, and contribute to cost-effective project delivery. This underscores the significance of understanding the relationship between motivation and productivity in the construction sector.
Several studies have shown that the introduction of motivational programs, such as performance-based rewards and skill development initiatives, can significantly enhance workforce productivity in the construction industry (Ojo et al., 2023). For example, providing workers with adequate training and career growth opportunities can increase their efficiency, reduce errors, and improve the overall performance of the construction project (Eze et al., 2023). Moreover, a positive work environment that supports employee well-being has been linked to lower absenteeism rates and higher levels of worker engagement, which ultimately enhances productivity (Amadi & Iwu, 2022).
However, productivity in the construction industry is not solely dependent on motivation. External factors, such as economic conditions, government policies, and access to modern tools and equipment, also play a significant role in shaping productivity levels (Oladipo & Akpan, 2022). For example, inadequate machinery or poor infrastructure can limit the ability of workers to complete tasks efficiently, regardless of their level of motivation. Therefore, a comprehensive approach that includes both motivational strategies and improved working conditions is essential for maximizing productivity.
Finally, the construction industry in Lagos, with its high demand for housing, infrastructure, and commercial developments, requires a highly motivated workforce to ensure that projects are completed on time and within budget. Understanding the specific factors that motivate workers in this context can help construction companies optimize their workforce productivity and maintain a competitive edge in the market (Olaniran et al., 2023).
2.4 Previous Studies in Lagos or Nigeria
Research on workforce motivation and productivity in the construction industry in Nigeria, particularly in Lagos, has been limited, though emerging studies provide valuable insights. A study by Amadi & Iwu (2022) focused on motivation within the Lagos construction industry, noting that workers in both small and large construction firms reported different levels of job satisfaction depending on the motivational practices employed. The study found that while financial incentives were the most commonly used motivational tool, other non-financial rewards, such as recognition and career development, played a significant role in enhancing productivity (Ojo et al., 2023).
Eze et al. (2023) conducted a comparative study of worker motivation in Lagos and found that employees in large construction firms were more motivated by the prospect of job security, career growth, and access to training, compared to workers in smaller firms who prioritized higher wages and immediate rewards. This finding suggests that motivation strategies should be tailored to the size and structure of construction companies to be effective (Olaniran et al., 2023). Moreover, the study revealed that workers in Lagos were highly motivated by the opportunity to contribute to the city’s growing infrastructure, which offered a sense of pride and accomplishment.
In contrast, Oladipo & Akpan (2022) explored the role of leadership and management practices in construction workforce motivation in Lagos. The study found that transformational leadership styles, which emphasize collaboration and worker empowerment, led to higher levels of motivation and productivity. In comparison, workers under autocratic leadership were less motivated and exhibited lower productivity levels. This highlights the importance of leadership style in shaping motivation and performance in the construction industry (Olaniran et al., 2023).
Research by Olaniran et al. (2023) further emphasized the role of work environment and safety in influencing productivity in Lagos’ construction industry. They found that workers who felt safe and valued in their workplace were more productive and engaged. Companies that prioritized workers' health and safety through proper training, equipment, and conditions experienced fewer accidents and higher efficiency.
2.5 Gaps in the Literature
Despite the growing body of research on motivation and productivity in the construction industry, several gaps remain, particularly in the context of Lagos. First, much of the existing research focuses on large-scale construction companies, with limited attention given to smaller firms or comparative studies between different types of construction industries (Olaniran et al., 2023). This study aims to fill this gap by comparing three distinct construction industries in Lagos, thus providing a more comprehensive understanding of the motivational practices in the city.
Furthermore, while financial incentives have been widely studied, non-financial motivational factors, such as career development, recognition, and job satisfaction, have not received as much attention in Nigerian construction research (Amadi & Iwu, 2022). This study will explore a broader range of motivational strategies, examining how both intrinsic and extrinsic factors contribute to workforce productivity in Lagos.
Lastly, while previous studies have identified the importance of leadership and work environment in shaping motivation, there is a lack of in-depth exploration of how these factors interact with specific motivational strategies in Lagos’ construction industry. By focusing on a comparative analysis of three different construction industries, this research will provide new insights into how leadership, work environment, and motivation strategies interact to impact productivity.





CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Research Design
This study will employ a descriptive research design to assess the impact of motivation on workforce productivity in the construction industry in Lagos. A descriptive design is appropriate as it allows for the exploration and understanding of relationships between variables specifically, motivation factors and productivity outcomes. The goal is to describe the motivational practices employed by construction companies in Lagos and their effect on worker performance. According to Yin (2018), descriptive research design is essential when the researcher seeks to provide an accurate portrayal of the characteristics of a particular phenomenon.
A comparative approach will be used to analyze the practices of three construction industries in Lagos, selected for their differing scales and operational characteristics. The study will collect both qualitative and quantitative data to gain a comprehensive understanding of how motivation influences productivity across various construction firms. The data gathered will be analyzed to identify common trends, differences, and correlations between motivational strategies and workforce output. This approach will allow for a holistic understanding of the research problem and contribute to the development of tailored recommendations for the construction industry.
3.2 Population and Sample
The population of the study consists of workers employed in construction companies based in Lagos, Nigeria. These workers vary in terms of skill level, from laborers to skilled tradespeople and site managers. The study will focus on three different construction industries in Lagos, each with a different organizational structure, size, and project scale. These industries are selected based on their relevance to the city’s construction landscape and their willingness to participate in the study.
The sample size will be determined using stratified random sampling to ensure that various categories of workers (e.g., laborers, skilled tradesmen, supervisors, and managers) are adequately represented. According to Saunders et al. (2019), stratified random sampling is useful when the population is heterogeneous, ensuring that specific subgroups are proportionally represented in the sample. A total of 90 respondents will be selected from the three industries, with each industry contributing approximately 30 participants. This will include 30 workers from each company, divided into different categories based on job roles. The selected participants will be asked to complete a questionnaire and participate in structured interviews.
3.3 Data Collection Methods
To obtain the necessary data, the study will utilize both primary and secondary data collection methods.
1. Primary Data: This will be gathered through surveys and interviews. The primary data collection methods will be designed to gather insights into the motivational practices employed by construction firms and their impact on productivity.
· Surveys: A structured questionnaire will be administered to the selected workers in the three construction industries. The questionnaire will be designed to capture information on motivational factors, such as monetary incentives, job security, career development opportunities, and work environment. The survey will also ask workers to self-report on their perceived productivity and job satisfaction. A Likert-scale format will be used for most questions to quantify responses, making it easier to analyze the data.
· Interviews: Semi-structured interviews will be conducted with key personnel, such as site managers and human resources officers. The interviews will help to gather qualitative data on the strategies used by management to motivate workers and the perceived effectiveness of these strategies. The qualitative data from the interviews will complement the quantitative data collected from the surveys.
2. Secondary Data: Secondary data will be collected from relevant documents, such as company reports, industry studies, and previous academic research on motivation and construction workforce productivity. Secondary data will provide additional context for understanding the broader trends in the construction industry in Lagos.
3.4 Data Analysis Technique
The data collected will be analyzed using both qualitative and quantitative techniques to ensure a comprehensive analysis of the research problem.
1. Quantitative Analysis: The data from the surveys will be analyzed using statistical techniques to identify patterns and relationships between motivation and productivity. Descriptive statistics, including frequencies, means, and standard deviations, will be used to summarize the data. Additionally, inferential statistics such as correlation analysis and regression analysis will be employed to examine the relationship between motivational factors (independent variables) and workforce productivity (dependent variable). This analysis will help to determine the strength and direction of the relationship between motivation and productivity in the construction industry.
2. Qualitative Analysis: The qualitative data collected from the interviews will be analyzed using thematic analysis (Braun & Clarke, 2006). This method will involve identifying, analyzing, and reporting patterns (themes) within the interview data. Thematic analysis is suitable for identifying underlying themes related to leadership styles, motivational practices, and worker perceptions of job satisfaction. The analysis will focus on how management strategies and work environment factors influence workers' motivation and productivity. The qualitative findings will provide deeper insights into the nuances of motivational strategies in different construction firms.
3.5 Reliability and Validity
To ensure the reliability and validity of the research findings, several steps will be taken:
1. Reliability: The reliability of the data collection instruments (survey and interview guides) will be tested through a pilot study conducted with a small group of construction workers in Lagos. This will help to identify any ambiguities or issues with the questionnaire or interview protocol. The pilot study results will be used to refine the instruments before they are distributed to the full sample.
2. Validity: To ensure the validity of the data, content validity will be ensured by consulting experts in the construction industry and academic researchers in the field of motivation and productivity. Additionally, the study will utilize construct validity by ensuring that the survey questions adequately measure the concepts they are intended to assess (e.g., motivation, productivity). Triangulation will be used by combining both quantitative and qualitative data sources, enhancing the credibility of the findings (Creswell, 2014).

3.6 Ethical Considerations
Ethical considerations are paramount in this research, particularly because it involves human participants. The following ethical guidelines will be adhered to throughout the research process:
1. Informed Consent: All participants will be informed about the purpose of the study, the nature of their involvement, and their right to confidentiality. Participants will be required to sign informed consent forms before taking part in the study.
2. Confidentiality: The confidentiality of participants’ personal information will be protected. Data will be anonymized, and results will only be presented in aggregate form to prevent identification of individual responses.
3. Voluntary Participation: Participation in the study will be voluntary, and participants will be free to withdraw at any time without facing any consequences.
4. Non-Coercion: The study will ensure that participants are not coerced or unduly influenced to participate in the research, and they will be made aware that their participation will not impact their job status or relationships with the companies involved.





CHAPTER FOUR
DATA ANALYSIS AND INTERPRETATION
4.1 Introduction
This chapter presents and analyzes the data collected on the effect of motivation on construction workforce productivity in Lagos. The results are organized according to the research objectives, covering demographic characteristics, motivational factors, perceived productivity, and a comparative assessment of the three construction companies.
4.2 ANALYSIS AND PRESENTATION OF RESULTS.
The descriptive method of data analysis is employed for this research the method of analysis will follow the structure set out in the questionnaire in order to achieve the objectives of the research. 
Questionnaire response 
In order to achieve the objectives of this research, 90 questionnaires were administered to Construction Company in Lagos State, Nigeria.
Table 4.1: Distribution of Questionnaires 
	Types of response 
	Frequency (No.)
	Percentage (%)

	Number distributed 
	90
	100

	Number properly completed and returned 
	90
	100

	Number not returned 
	0
	0


Source: Research survey, 2025
The data reveals a 100% response rate, with all 90 questionnaires properly completed and returned. This exceptionally high response rate enhances the credibility, reliability, and representativeness of the study findings. It suggests strong participation from the respondents, possibly indicating a high level of interest in the subject matter or effective administration and follow-up strategies by the researcher.
Moreover, the absence of unreturned questionnaires means that no data imputation or compensation was required, thereby eliminating concerns about non-response bias in the analysis.
This robust response lays a strong foundation for the validity of the subsequent analyses and interpretations in this research.
Table 4.2 Age Distribution of Respondents
	Age Range
	Frequency
	Percentage (%)

	18-25
	18
	20.0%

	26-35
	36
	40.0%

	36-45
	22
	24.4%

	46-55
	9
	10.0%

	56 and above
	5
	5.6%

	Total
	90
	100.0%


Source: Research survey, 2025
The age distribution shows that the majority of respondents (40%) fall within the 26-35 years age group, followed by the 36-45 years category (24.4%). This indicates that the construction workforce in Lagos is predominantly composed of young to middle-aged adults, which aligns with the labor-intensive nature of the industry.
Additionally, 20% of respondents are between 18-25 years, suggesting the presence of younger, possibly entry-level workers or apprentices. Conversely, only 15.6% of respondents are aged 46 and above, indicating fewer older workers, which could reflect retirement trends or the physically demanding nature of construction work that may limit older individuals' participation.
This age distribution highlights a potentially active and trainable workforce, suitable for productivity enhancement programs through targeted motivation strategies, particularly those appealing to early- and mid-career workers.
Table 4.3: Gender Distribution
	Gender
	Frequency
	Percentage (%)

	Male
	63
	70.0%

	Female
	25
	27.8%

	Prefer not to say
	2
	2.2%


Source: Research survey, 2025
The gender distribution of respondents indicates a male-dominated workforce in the construction industry in Lagos, with 70% of participants identifying as male. This aligns with existing literature and industry trends that construction work, particularly in developing countries, is often perceived as labor-intensive and traditionally male-oriented.
However, the 27.8% representation of female workers is noteworthy, signaling a gradual shift towards gender inclusivity in the sector. This may be due to increased involvement of women in supervisory, technical, or administrative roles within construction firms.
The 2.2% who preferred not to disclose their gender reflect a small but important fraction of respondents, underscoring the need for gender-sensitive policies and inclusivity in workforce surveys.
Overall, the data highlights the importance of designing gender-responsive motivational strategies that account for the needs and aspirations of both male and female workers to enhance workforce productivity.
Table 4.4: Educational Qualification
	Education Level
	Frequency
	Percentage (%)

	Primary
	5
	5.6%

	Secondary
	23
	25.6%

	Vocational/Trade Certificate
	18
	20.0%

	Diploma
	21
	23.3%

	University Degree
	23
	25.6%


Source: Research survey, 2025
The educational profile of the respondents indicates a relatively well-educated construction workforce in Lagos. A combined 48.8% of workers hold either a university degree (25.6%) or diploma (23.3%), reflecting a strong presence of semi-professionals and professionals in the industry. This suggests that a significant portion of the workforce may be involved in technical, supervisory, or managerial roles that require formal post-secondary education.
Additionally, 20% of respondents possess vocational or trade certifications, which are typically held by skilled tradespersons. This aligns well with the technical demands of construction projects and indicates a productive labor force equipped with practical knowledge and craftsmanship.
A total of 25.6% of respondents have completed only secondary education, likely representing entry-level or general labor workers. Meanwhile, 5.6% of respondents with only primary education may face limitations in roles that require technical literacy or advanced skills.
These findings emphasize the need for construction firms to tailor motivational strategies based on educational background, such as offering up skilling opportunities for less-educated workers and professional development programs for those with higher qualifications. Leveraging the relatively educated workforce can enhance knowledge-based productivity and ensure quality construction outcomes.
Table 4.5: Job Role
	Role
	Frequency
	Percentage (%)

	Laborer
	29
	32.2%

	Skilled Tradesperson
	36
	40.0%

	Supervisor
	17
	18.9%

	Site Manager
	8
	8.9%


Source: Research survey, 2025
The job role distribution reflects a diverse mix of occupational levels within the construction workforce in Lagos. The largest proportion of respondents, 40.0%, are skilled tradespersons, such as carpenters, masons, electricians, and other specialized artisans. This underscores the technical nature of the industry and the crucial role of vocational expertise in construction productivity.
Laborers make up 32.2% of the workforce, representing unskilled or semi-skilled workers involved in physically intensive tasks. Their relatively high proportion suggests that motivation strategies should include basic welfare provisions and direct incentives to maintain productivity and reduce turnover at this foundational level.
Supervisors account for 18.9%, and site managers represent 8.9%, highlighting a smaller but important segment of the workforce tasked with planning, oversight, and coordination. These leadership roles are essential for translating project goals into effective team performance.
The distribution emphasizes the need for multi-level motivational approaches ranging from daily performance bonuses for laborers to professional development and participatory leadership styles for supervisors and managers. Tailoring incentives based on job roles can enhance workforce alignment and improve site-wide productivity outcomes.
Table 4.6 Work Experience
	Years of Experience
	Frequency
	Percentage (%)

	Less than 1 year
	9
	10.0%

	1-3 years
	35
	38.9%

	4-6 years
	27
	30.0%

	More than 6 years
	19
	21.1%


Source: Research survey, 2025
The data shows that the majority of the respondents have between 1–3 years of experience (38.9%), followed by those with 4-6 years of experience (30.0%). This indicates that a large portion of the construction workforce in Lagos is relatively early- to mid-career, potentially energetic, trainable, and responsive to structured motivation programs.
Additionally, 21.1% of the workers have more than six years of experience, representing a valuable pool of seasoned professionals who may serve as mentors or supervisors. This group may prioritize job security, recognition, and career advancement more than entry-level workers.
On the other hand, 10.0% have less than one year of experience, likely representing newly hired workers or those transitioning into the construction sector. This group may require onboarding support, safety orientation, and motivational strategies that foster inclusion and early engagement.
This diversity in experience levels suggests that construction firms need to develop differentiated motivation strategies that address the expectations of both novice and experienced workers. Such strategies could enhance workforce retention, knowledge transfer, and overall project efficiency.
4.2.1 Descriptive Analysis of Motivational Factors
Table 4.7 below summarizes the mean scores and standard deviations of respondents' perceptions of various motivational factors, measured on a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree). These responses reflect workers’ experiences with financial and non-financial motivation strategies.
Table 4.7: Descriptive Statistics for Motivational Factors
	Motivational Factor
	Mean Score
	Standard Deviation

	Financial Incentives
	3.69
	1.13

	Job Security
	3.59
	1.06

	Training and Career Development
	3.58
	1.11

	Recognition
	3.58
	1.07

	Leadership Style
	3.60
	1.03

	Safe and Healthy Environment
	3.71
	1.02

	Open Communication
	3.49
	1.11

	Pride in Contribution
	3.60
	1.12

	Constructive Feedback
	3.56
	1.09


Source: Research survey, 2025
The analysis of motivational factors reveals several key insights into the construction workforce’s perceptions of what influences their productivity:
· The highest mean score was recorded for Safe and Healthy Environment (3.71), indicating that workers place a high premium on workplace safety and health conditions. This aligns with global best practices in the construction industry where safety is paramount.
· Financial Incentives (3.69) was also highly rated, affirming the continued importance of wages, bonuses, and monetary rewards in motivating construction workers, especially in a developing economy like Nigeria.
· Leadership Style (3.60) and Pride in Contribution (3.60) suggest that workers value being led in an empowering manner and appreciate the significance of their role in the city’s infrastructural development.
· Other moderately rated factors include Job Security (3.59), Training and Career Development (3.58), and Recognition (3.58). These responses suggest that workers are not only concerned with immediate rewards but also long-term stability and personal growth.
· Open Communication (3.49) received the lowest mean score, suggesting a perceived weakness in vertical and horizontal communication within organizations. This may be a critical area for managerial improvement to ensure feedback loops, transparency, and inclusiveness in decision-making.
· The standard deviations across all factors (~1.02 to 1.13) indicate a moderate spread in responses, meaning while the average perception is positive, individual experiences and views still vary across respondents and firms.
4.2.2 Comparative Analysis of Motivational Strategies across the Three Construction Industries
This section presents a comparative analysis of how motivational strategies differ across Company A, Company B, and Company C based on the Likert-scale responses from the questionnaire. The average scores of each motivational factor for the three companies are compared to reveal patterns in organizational practices.
Table 4.8: Mean Scores of Motivational Factors by Company
	Motivational Factor
	Company A
	Company B
	Company C

	Financial Incentives
	3.78
	3.69
	3.60

	Job Security
	3.61
	3.59
	3.57

	Training & Career Development
	3.67
	3.56
	3.51

	Recognition
	3.62
	3.59
	3.53

	Leadership Style
	3.66
	3.60
	3.54

	Safe Environment
	3.77
	3.70
	3.66

	Communication
	3.52
	3.49
	3.47

	Pride in Contribution
	3.65
	3.60
	3.56

	Feedback
	3.60
	3.55
	3.52


Source: Research survey, 2025
The comparison of motivational factor scores across the three construction companies reveals several important trends:
· Company A consistently scored highest across all motivational dimensions. Its highest ratings were for Financial Incentives (3.78) and Safe Environment (3.77), suggesting that it has effective reward systems and strong safety measures in place. These likely contribute to a more satisfied and productive workforce.
· Company B shows moderate scores across all factors. Although slightly lower than Company A, its scores indicate that it employs fairly effective motivational strategies. Particularly, it is competitive in Recognition, Leadership Style, and Safe Environment, which are crucial for sustained employee morale.
· Company C consistently scored the lowest, especially in Training & Career Development (3.51) and Recognition (3.53). This suggests that the company may not be investing sufficiently in professional growth opportunities or acknowledging employee efforts adequately. The lower scores across all dimensions point to a need for strategic reforms in motivation and workforce engagement.
The trend suggests that motivational practices are strongest in Company A, which likely correlates with higher productivity and job satisfaction among its workers. Company C, by contrast, may face challenges in workforce retention, morale, and efficiency unless its current practices are reviewed and strengthened.
This comparative insight reinforces the need for construction firms to evaluate and tailor motivation strategies not just at an industry level but within each organizational context, considering operational scale, workforce composition, and management culture.
4.2.3 Relationship between Motivation and Workforce Productivity
This section presents the inferential statistical analysis aimed at assessing the relationship between motivational factors and workforce productivity. Based on the research design, Spearman’s rank-order correlation was employed to determine the strength and direction of association between each motivational variable and workers’ perceived productivity levels.
Table 4.9: Spearman Correlation between Motivational Factors and Productivity
	Motivational Factor
	Spearman Correlation (ρ)
	P-Value
	Strength of Relationship

	Safe and Healthy Environment
	0.42
	0.000
	Moderate Positive

	Training & Career Development
	0.39
	0.001
	Moderate Positive

	Leadership Style
	0.37
	0.002
	Moderate Positive

	Recognition
	0.35
	0.003
	Moderate Positive

	Feedback
	0.33
	0.005
	Moderate Positive

	Job Security
	0.30
	0.007
	Weak Positive

	Financial Incentives
	0.28
	0.009
	Weak Positive

	Pride in Contribution
	0.26
	0.011
	Weak Positive

	Communication
	0.24
	0.017
	Weak Positive



The Spearman correlation analysis reveals significant positive associations between all the assessed motivational factors and workforce productivity, with varying degrees of strength:
· The strongest predictor of productivity is a safe and healthy environment (ρ = 0.42, p < 0.001). This underscores the critical importance of workplace safety in enhancing performance within the construction industry a finding consistent with prior literature on labor-intensive sectors.
· Training and career development (ρ = 0.39), leadership style (ρ = 0.37), and recognition (ρ = 0.35) also demonstrated moderate positive relationships, highlighting the importance of human capital investment, empowering leadership, and acknowledgement of workers’ efforts in driving productivity.
· Constructive feedback (ρ = 0.33) moderately contributes to productivity by facilitating performance improvement and employee engagement.
· Weaker, yet still statistically significant relationships were observed for job security (ρ = 0.30) and financial incentives (ρ = 0.28). While financial compensation remains a relevant motivator, its relatively weaker influence compared to other non-monetary factors suggests that intrinsic motivators may play a more vital role in sustained performance.
· Pride in contribution and communication had the weakest associations with productivity. This may reflect variability in how employees interpret or experience these factors, or it may signal managerial gaps in communicating organizational vision and engaging workers meaningfully.
4.3 Summary of Findings
The findings of this study have provided substantial evidence regarding the role of motivation in shaping workforce productivity within the construction industry in Lagos. Through the analysis of data gathered from 90 construction workers across three distinct companies, several trends have emerged that underscore the importance of both intrinsic and extrinsic motivational factors in enhancing performance.
Firstly, the study established that respondents place considerable importance on a safe and healthy working environment. This factor recorded the highest mean score (3.71), reflecting workers’ prioritization of physical well-being and secure site conditions. This finding affirms the view that in labor-intensive industries such as construction, workplace safety serves not only as a legal or ethical obligation but also as a critical motivational tool.
Financial incentives also featured prominently, with a mean score of 3.69. This reinforces the relevance of wages, bonuses, and allowances in motivating construction workers. However, other non-monetary factors such as leadership style (3.60), pride in contribution (3.60), and job security (3.59) were similarly highly rated, suggesting that workers also value respect, responsibility, and long-term stability in their employment.
The comparative analysis across companies showed that Company A had the highest average scores across nearly all motivational variables, particularly in financial incentives, career development opportunities, and safety. This indicates a comprehensive and effective motivation strategy. Company B followed closely, while Company C lagged behind in most areas, indicating potential gaps in its human resource management practices.
Inferential statistical analysis using Spearman’s correlation revealed statistically significant relationships between all motivational factors and workforce productivity. The strongest relationships were observed with safe and healthy environment (ρ = 0.42), training and career development (ρ = 0.39), leadership style (ρ = 0.37), and recognition (ρ = 0.35). Notably, financial incentives (ρ = 0.28) and job security (ρ = 0.30), while significant, had comparatively weaker correlations. This pattern suggests that non-financial factors, particularly those that fulfill psychological and professional needs, are more influential in sustaining worker productivity than financial benefits alone.
Furthermore, demographic analysis revealed that the majority of respondents were young (ages 26-35), male, and relatively well-educated, with most having between one and six years of construction experience. These characteristics point to a dynamic and potentially trainable workforce that values career growth, structured leadership, and safety assurances.
In conclusion, the findings highlight the complex interplay between various motivational strategies and their effects on construction workforce productivity. The evidence suggests that while financial incentives are important, greater emphasis should be placed on fostering safe working environments, offering development opportunities, recognizing effort, and adopting leadership styles that empower workers. These strategies, when effectively applied, can drive sustained productivity improvements and better project outcomes in the construction industry.
4.3 Discussion of Findings
The findings of this study have provided valuable insights into the effect of motivation on workforce productivity within three selected construction companies in Lagos. Drawing on the data collected through questionnaires and the analysis conducted in the previous sections, it is evident that both intrinsic and extrinsic motivational factors significantly influence the productivity levels of construction workers.
The descriptive analysis revealed that workers place a high value on a safe and healthy working environment, financial incentives, leadership style, and a sense of pride in their contribution. Among these, the most highly rated was the safe and healthy environment, with a mean score of 3.71. This suggests that construction workers in Lagos strongly prioritize physical safety and well-being in their work environment. Given the hazardous nature of construction sites, this finding is not unexpected and aligns with existing literature (Olaniran et al., 2023), which emphasizes the critical role of safety in workforce motivation and retention.
Financial incentives also scored highly, with a mean score of 3.69, confirming that monetary rewards such as wages and bonuses remain important to workers. However, when comparing these results with the Spearman correlation analysis, it becomes clear that non-financial motivators, such as leadership style (ρ = 0.37), training and career development (ρ = 0.39), and recognition (ρ = 0.35), show stronger correlations with productivity than financial incentives (ρ = 0.28). This highlights a key implication of the study: while financial rewards may attract workers, sustained productivity is more closely associated with how workers are treated, supported, and developed over time. This is in agreement with Herzberg’s Two-Factor Theory, which distinguishes between hygiene factors (like salary) and motivators (such as recognition and achievement).
The comparative analysis among the three companies further revealed that Company A consistently outperformed Companies B and C across all motivational variables. Company A recorded the highest average scores in financial incentives, training opportunities, safe working conditions, and leadership, suggesting a more structured and comprehensive approach to worker motivation. Company C, on the other hand, recorded the lowest scores, particularly in communication, recognition, and training, which may be indicative of organizational gaps that need to be addressed. These differences support the conclusion of Amadi and Iwu (2022) that motivational strategies are not uniformly applied across firms, and that company-specific practices greatly influence workforce satisfaction and performance.
Furthermore, the correlation analysis confirmed that motivational variables are significantly associated with productivity, with all p-values falling below 0.05. Notably, a safe and healthy environment had the strongest positive correlation with productivity (ρ = 0.42), followed by training and career development (ρ = 0.39). These findings underscore the importance of investing in worker safety and growth to enhance organizational performance. They also resonate with Vroom’s Expectancy Theory, which holds that employees are more likely to exert effort when they believe it will lead to valued outcomes be it safety, skill acquisition, or career advancement.
Demographic findings further contribute to the discussion. The workforce was found to be predominantly male (70.1%), with the majority aged between 26 and 35 years, and possessing at least a secondary school education. Many respondents had between one and six years of experience and held skilled or supervisory roles. This demographic profile suggests a relatively young and potentially trainable workforce that would benefit from structured motivation strategies aimed at long-term development. The combination of youth, education, and technical ability makes this segment highly responsive to both intrinsic and extrinsic motivators, particularly those that involve skill enhancement, recognition, and career advancement opportunities.







CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary 
This study examined the effect of motivation on construction workforce productivity, using a comparative approach across three selected construction industries in Lagos, Nigeria. The research was driven by the understanding that the construction industry, being a labor-intensive sector, is heavily dependent on the performance and commitment of its workforce. In the context of rapid urbanization and increasing demand for infrastructure in Lagos, understanding the drivers of workforce productivity becomes essential for project success.
The study was guided by three specific objectives: to identify key motivational factors influencing productivity in the construction industry; to compare motivational strategies across three construction firms; and to evaluate how these strategies affect workforce productivity. To address these objectives, a mixed-methods approach was employed, relying primarily on quantitative data collected through structured questionnaires administered to 90 respondents. The data were analyzed using both descriptive and inferential statistical techniques.
The demographic profile of the respondents showed that the majority were male, aged between 26 and 35, and possessed at least a secondary school education. Many respondents had between one and six years of experience and held skilled or supervisory roles. These characteristics reflect a relatively young, experienced, and technically competent workforce, suitable for structured motivational and productivity-enhancing interventions.
The descriptive analysis revealed that workers placed high value on both extrinsic and intrinsic motivational factors, with safe and healthy working conditions, financial incentives, leadership style, and training and career development emerging as the most highly rated elements. Company A consistently recorded higher mean scores across all motivational variables, indicating stronger motivation practices compared to Companies B and C.
The inferential analysis, using Spearman’s correlation, confirmed that all motivational factors had a statistically significant relationship with productivity. Notably, safe working conditions (ρ = 0.42), career development (ρ = 0.39), and leadership style (ρ = 0.37) showed stronger correlations than financial incentives (ρ = 0.28). This suggests that while monetary rewards are important, non-financial factors may have a more enduring impact on workforce commitment and performance.
Overall, the study has provided empirical evidence to support the theoretical frameworks presented in the literature review, particularly Herzberg’s Two-Factor Theory and Vroom’s Expectancy Theory. These results confirm the complex but essential role of motivation in achieving higher productivity in the Nigerian construction industry.
5.2 Conclusion
The construction industry in Lagos is a cornerstone of the city's economic development, but its effectiveness is closely tied to the productivity of its workforce. This study has demonstrated that motivation both financial and non-financial plays a critical role in shaping worker performance.
The findings affirm that while financial incentives such as wages and bonuses are necessary for attracting and retaining labor, they are not sufficient on their own to ensure optimal productivity. More powerful drivers of performance include a safe work environment, opportunities for personal and professional growth, recognition for efforts, and effective leadership. These factors contribute to higher job satisfaction, lower absenteeism, increased engagement, and better overall performance.
The comparative analysis across the three firms further illustrates that the implementation of motivational strategies varies significantly between organizations. Firms that prioritize holistic motivational practices such as Company A are more likely to benefit from a committed and productive workforce.
This study concludes that construction firms in Lagos must go beyond basic compensation structures to design comprehensive motivational frameworks that respond to the evolving expectations of their workforce. The long-term sustainability and efficiency of construction projects in Lagos depend largely on the degree to which motivation is strategically and thoughtfully integrated into human resource management practices.
5.3 Recommendations
Based on the findings and conclusions of this research, the following recommendations are made for construction companies, policymakers, and other stakeholders in the Nigerian construction industry:
1. Prioritize Workplace Safety: Companies should invest in health and safety training, provide protective equipment, and enforce compliance with safety protocols. A secure work environment is not only a legal and ethical obligation but also a critical motivator that directly enhances productivity.
2. Develop Career Advancement Pathways: Structured training programs, certifications, mentorship schemes, and clear promotion criteria should be implemented to foster continuous learning and professional growth. These interventions are especially valuable for the young and skilled labor force that dominates the industry.
3. Adopt Transformational Leadership Practices: Managers and supervisors should adopt leadership styles that promote inclusivity, respect, and empowerment. Transformational leadership focused on vision, motivation, and individual support has been shown to improve morale and performance significantly.
4. Establish Recognition and Feedback Systems: Regular performance evaluations, verbal appreciation, and awards for outstanding contributions can enhance employees’ sense of value and engagement. Constructive feedback should be institutionalized to guide performance improvement.
5. Promote Open Communication Channels: Workers should have the opportunity to voice concerns, offer suggestions, and receive timely updates on company policies and project progress. Transparent communication helps foster trust and alignment between management and labor.
6. Tailor Motivation to Workforce Demographics: Motivational strategies should be customized to meet the needs of different groups within the workforce. For example, younger workers may respond better to training opportunities, while older workers may prioritize job security and recognition.
7. Encourage Organizational Benchmarking: Firms should regularly assess their motivational practices against industry standards and adopt best practices from high-performing peers. This can foster innovation in human resource management and improve competitiveness.
8. Integrate Motivation into Project Planning Motivation should not be viewed as a separate HR issue but as an integral component of project management. Project planners should allocate resources and timelines that support employee well-being and engagement throughout the project lifecycle.
5.4 Suggestions for Further Research
While this study has provided important insights, future research may consider the following:
· Expanding the geographical scope to include other states or regions in Nigeria for comparative analysis.
· Conducting longitudinal studies to assess the long-term effects of motivation on productivity.
· Exploring the role of technology (e.g., digital platforms for employee engagement) in motivating construction workers.
· Incorporating qualitative interviews with top-level management to understand institutional perspectives on motivation strategies.
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QUESTIONNAIRE TO CONSTRUCTION COMPANY
ON
THE EFFECT OF MOTIVATION ON WORKFORCE PRODUCTIVITY IN THE CONSTRUCTION INDUSTRY IN LAGOS
QUESTIONNAIRE

SECTION A: Demographic Information
1. What is your age range?
   [ ] 18–25
   [ ] 26–35
   [ ] 36–45
   [ ] 46–55
   [ ] 56 and above
2. What is your gender?
   [ ] Male
   [ ] Female
   [ ] Prefer not to say
3. What is your highest level of education?
   [ ] Primary
   [ ] Secondary
   [ ] Vocational/Trade Certificate
   [ ] Diploma
   [ ] University Degree
   [ ] Other: ____________
4. What is your job role in the company?
   - [ ] Laborer
   - [ ] Skilled Tradesperson
   - [ ] Supervisor
   - [ ] Site Manager
   - [ ] Other: ____________
5. How long have you worked in this construction company?
   [ ] Less than 1 year
   [ ] 1–3 years
   [ ] 4–6 years
   [ ] More than 6 years
SECTION B: Motivational Factors (Using a 5-point Likert Scale)
Scale: 1 – Strongly Disagree | 2 – Disagree | 3 – Neutral | 4 – Agree | 5 – Strongly Agree
6. My company provides adequate financial incentives (e.g., bonuses, wages).
7. I feel secure in my job.
8. I have opportunities for career development and training.
9. My efforts are recognized and appreciated by my supervisors.
10. The leadership style at my workplace motivates me to perform better.
11. I work in a safe and healthy environment.
12. There is open communication between workers and management.
13. I feel a sense of pride contributing to construction projects in Lagos.
14. I receive feedback that helps improve my performance.
SECTION C: Perceived Productivity and Job Satisfaction
15. How would you rate your current level of productivity at work?
   [ ] Very Low
   [ ] Low
   [ ] Moderate
   [ ] High
   [ ] Very High
16. How satisfied are you with your current job?
   [ ] Very Dissatisfied
   [ ] Dissatisfied
   [ ] Neutral
   [ ] Satisfied
   [ ] Very Satisfied
17. What motivates you the most in your current job?
   [ ] Higher wages
   [ ] Job security
   [ ] Recognition
   [ ] Career advancement
   [ ] Training opportunities
   Others (Please specify): ____________
SECTION D: Open-Ended Questions
18. What motivational strategies would you suggest to improve productivity in your workplace?
19. How does leadership style in your company affect your motivation?
20. In your opinion, what is the biggest challenge to staying motivated in the construction industry?
Declaration:
All information provided in this questionnaire will be used strictly for academic purposes and treated with confidentiality.

