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ABSTRACT
The study aimed at finding out the evaluation of the influence of Human Resource Planning on construction project completion in Zanzibar. The study used a descriptive research design and a quantitative research approach to attain an understanding of the situations with a sample size of 180 that was conducted at Zanzibar. The questionnaires were used to collect information and SPSS software version 20.0 for data imputation. The findings show most of the respondents were youths who formed the age group of 21-40 years. The effect of the performance management influenced function on the increased effectiveness and accountability in the project management. Also, the effect on the HR training enhanced the productivity and efficiency of work. Lastly, the impact of employee engagement and retention minimized the overflow of the staff and overspending of the budget cost. The findings revealed that there is a significant positive relationship between construction project completion and employee retention and engagement, the effect of the performance management influenced function and the HR training. The study concluded that performance management influenced to development of managerial leadership and coaching skills in construction project implementation, it also concluded the effect on the HR training that enables HR staff to supervise well resources of the organisation during the construction projects. This study recommended that the construction organization and its clients must understand the awareness and flexibility of employees dynamically and competent retention strategies all the time so that knowledge is being transferred and must assess the needs of employees.
Keywords: Human Resource Planning, Construction Project Completion, Zanzibar
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CHAPTER ONE
INTRODUCTION

1.1 Chapter Overview
The chapter one of this study provides information relating to the background to the problem, statement of the problem, research objectives, significance of the study, scope of the study and organization of the proposal.

1.2 Background to the Problem

Human resource planning for construction is defined as managing ways in human resource with regarding the growing of the construction company for facilitating the various task in achieving its goals. The construction companies provide the different human resource working opportunities according to the project targets (Ashiru & Ashiru, 2019). In addition to that the most factor than anything in resources for a construction projects that an agency or country needs is HR (Ubah & Ibrahim, 2021). 

Currently, a construction company schedules to execute a project task through consideration of time in each plan due to its necessity in project performance. The scopes of construction project have strong relationship that affect the overall performance of the project. Client considers late construction project completion as loss of income while contractor considers it as loss of money. It is also a result of the huge national consumption to budget which many parties have concerns regarding the efficiency of the expenditures. As most of the construction companies in worldwide face many restrictions such as “workmanship defects’, delay and cost overrun issues in their projects completion (Muntu et al, 2021). Globally, a project is said to be successful on timely completion. Usually majority of the project delay occurs during the construction phases where unforeseen factors are always involved (Tayade & Mahatme, 2020).

Abbasi et al. (2020) mentioned that the most significant causes of construction delays in Iran through the contractor, owner, design, procurement, equipment, consultant, labor, and financial problems. The researchers concluded that  financial matters were important aspect in construction industry so it required to clients to measure and work to  the most qualified contractor with strong financial backgrounds. Most of the continents face the majority motives of delay factors in construction project in Arabic contiries had challenged of the management inefficiency, failure in translating the design into the actual construction, finance and slow payments, lack of experience of contractors, ineffective planning and scheduling, shortage of resources, poor site management, change in the initial design, design change by owners, deliberate decision by owners, delays by subcontractors, slow process of permits, poor site management, weather conditions, and poor communication and coordination (Amri & Marey, 2020).
In Africa, the most and basic constraints to meet the project goals is the construction delay due to lack in expert in the project teams, stakeholders and the contractors (Gashaahun, 2020). According to Heever (2021), the construction delaying cause from different parties in the construction project such part as contractors, clients and external parties. For contractors some of causes as capital difficulties, lack of equipment, work-site or productivities, technologies and professional, project planning, supervision and site managements. The clients have some following causes as incomplete of the drawing, overall structures, various orders, financial constraints, slow decision making and deficient in coordination. And lastly, the external factors such as laws and regulation, government permit, shortage of construction materials, weathers and price fluctuations.

There are financial problems or difficulties, unwillingness or inability to sustain operations over long periods of non-payment, inadequate site management, political interference, adequate access to finance and delayed payments for completed work and an unrealistic program of works (Works Schedule). These are major categories which lead delays in construction projects in Tanzania (Kullaya et al, 2022). The most of construction projects (both public and private projects) face delay in completion which hinders the project performance and resulting into disputes or sometimes contract termination. There are changes taking place in this competitive era where some researchers recommend that construction industries need to have plan strategically. It requires to have HR that show high innovativeness levels, flexibility regarding market demand and knowledgeable compared to other industries in developing skills and competences of their employees. 

To have an affordable cost, right capabilities, skills at the right place to deliver services and right number of people are major challenges on project achievement.Therefore, this paper aims to assess the impact of HR management on construction project completion. 

1.3 Statement of the Problem

Globally, a construction projects are leadinglydiscussed for several times that have not a positiveimpact on countries’ economy for not performingin standards (Alshami, 2017). While the construction companies utilize time figuring out but do not completed within the stipulated time due to having challenge in human capital and financial resources (Muute, 2019). This is also affecting the Zanzibareconomy in wastage of resources and projectscost increased.The Revolutionary Government of Zanzibar (RGoZ) got challenges to meet target suchas project of Electronic M&E System that cost TZS 27,801,144 not operate due to failure of conducting feasibility and user requirements of the business process.Moreover, it also reported that there is a lack of HRP and skills in M&E cause TZS 7,955,397 fail to complete the Ward development project (CAG, 2022).

Matindana & Hassan (2023) and authors focused on selection of the appropriate monitoring methodology, integrates the scope, the time, the project cost level, quality, technology, measuring works, services and practices are among the factors affect the construction project completion. Other researches have been conducted on the project success but very few studies have been conducted in HRP on construction project completion. This study will fill this gap on the impact of human resource planning on construction project completion in Zanzibar.

1.4 Research Objectives
1.4.1 General Objective
The study aims to evaluate the influence of HRP on construction project completion in Zanzibar. 

1.4.2 Specific Objectives

(i) To determine the impact of the performance management influenced on construction project completion; 

(ii) To find out the HR training programs affect on construction project completion; 

(iii) To determine the effect of the employee engagement and retention on construction project completion.
1.5 Research Questions

The research questions of the study are as follows: -

(i) What is the impact of the performance management that influence the construction project completion in Zanzibar?

(ii) To what extent the HR training programs affects the construction projects?

(iii) Is the any effect of the employee engagementand retention in achieving the construction projects objectives?

1.6 Significance of the Study

The study will be benefit to construction organizations that will be able to utilize the benefiting of the HRP practices and time practices and for researchers as references as a source of secondary data in different areas of interest. The study findings will provide a starting point to conduct researches in Zanzibar and will be useful in both public and private the construction projects.

1.7 Scope of the Study

The study will assess the impact of HRP on construction project completion in public and private construction in Zanzibar. The study will be conduct at the Ministry of Health in Department Primary and Secondary Health Care, Ministry of Education and Vocational Training in Department of Primary and Secondary Education and Zanzibar Road Agency to their staff who have experience and knowledge in building construction projects.
1.8 Organization of the Study
The structure of this study is as follows: Chapter one outlines the research background, statement of the problem, research objectives, study’s significance and scope of the study that are encountered in the study. Chapter two presents literature review and empirical as well as a conceptual framework. Chapter three outlines the methodology will employ in the study, which includes; research philosophy, approach, research area, study population, sample design, tools and techniques of data collection, analysis and presentation of data. Chapter four mainly included the findings and discussion of the study that comprised the analysis tool in production of tables, descriptive statistics and inferential statistics. And lastly, chapter five mentioned the summary, conclusion, recommendations of the study and suggest area for further studies.
CHAPTER TWO

LITERATUREREVIEW

2.1 Chapter Overview

This chapter presents the theoretical and empirical reviews of the study. The key terms and concepts used in the study will define and various theories related to HRP on project completion. It reviews the related researches findings and the knowledge gap to be covered. Furthermore, a conceptual framework for addressing the research problem will present from the reviewed.
2.2 Definition of Key Terms
2.2.1 Human Resource Planning

According to Hayes (2023) HRP as the continuous systematic planning process to achieve optimum an organization's valuable asset-quality employees use. It ensures the best fit among employees and jobs while avoiding manpower shortages or surpluses. While, Buttignol (2023) it is the continuous process of predicting the future working force needs and developing plan to make optimal use of employee skills and aptitudes.

2.2.2 Training Program

Training program is a process whereby human acquire capabilities to aid in the organizational goalsachievement. It is a sequence and combination of activities designed to equip employees with knowledge and skills to become professionals in achieving business goals (Kolinski, 2022).
2.2.3 Construction Project

Construction project referred to the organized process of constructing, renovating, refurbishing,retrofitting or adapting a building or other built asset such as a tunnel or bridge. It involves directing and organizing each part of the life cycleproject, from ideation to completion. It is a practice with the delivering projects goal on time and under budget that requires addressing cost control, scheduling, procurement and risk assessment.

2.2.4 Performance Management

It is a process in which a top management and their employees work together to plan, monitor and review the objectives or work goals for making an overall contribution to the organization or company. On other hands, it can also be interpreted as an ongoing process of setting goals, assessing progress and providing guidance and feedback to ensure that each staff can meet their career goals and objectives (Atmaja et al,          2023).

2.2.5 Employee Engagement and Retention

Employee engagement refers to the extent to which an employee is engaged in their work and is committed to the goals and values of the organization. Engaged employees are more likely to be productive, innovative, and satisfied in working environment. While employee retention defines as ability of the organization to retain its employees over time for the presence of a positive work environment and satisfied employees.
2.3 Theoretical Literature Review

2.3.1 Principal /Agency Theory

Jensen and Mackling developed the Agency theory in 1976 define an agency relationship as “a contract under which one or more persons (the principal(s)) engage another person (the agent) to perform some service on their behalf which involves delegating some decision-making authority to the agent”. The theory assumes that both the principal and the agent are utility maximizer with different interests and that because of information asymmetry. Nwajei (2022) reported that agency theory has been used most of time to model project relationships and contracting situations where an owner assigns a contractor and/or a consultant to deliver the project on its behalf that the principal is always described as tasked with monitoring the actions of the agent (checking).

Schillemans & Bjurstrøm (2020) mentioned that the agency theory is mostly consider the reasons between the parties and to understand why some contracts are “hard” or “complete”  for completion of the required construction target. Also, it investigates how the construction accontability  ensured when a task is issuied from a principal to an executive. Additionally, the clients and contractors cooperate and exchange information to meet project’s targets. So, all parties have potential conflict of the interest due tohave their own interests, as well (Ceric, 2018).
It is significant in managing projects and indeed emphasizes on the need of taking the interest of the stakeholder. Agency theory is applicable to the study in ensuring that resources such as time, finance, human and materials are utilized at the best.

2.3.2 Resource Based Theory

Resource-Based Theory (RBT) was postulated by Wernerfelt in 1984 who proposed a model on the firms' resources effectiveness management, diversification strategy, and productive opportunities. It identifies and analyzes an organization’s strategic advantages that will become a competitive advantage source. These consider organizational, human or financial and advantages are conferred based on their rareness, uniqueness and value. The theory emphasizes that competitive advantage in organizations in the angle of human resources is determined through human resource proper planning, selection of best decision and monitoring (Wernerfelt, 1984).

The Resource-based Theory (RBT) examine the impact of resources and capabilities on constraction performance with the best achievement and competitive advantages are enhanced by properly utilising valuable resources and capabilities Mansour et al., (2022). Also, author mentioned that resource based theory find out to what extent the resources can influence organization by driving competitive advantage and enhancing performance.
According to Peteraf (2017), the theory suggests that organization that own “Strategic Resource” have perform well rather than the other organizations that do not have strategic resources. The theory basically justifies why firms in the same construction project perform differently by looking for the internal sources of sustained competitive advantages (Naftal, 2018). This theory is relevant in this study that facilitated user of study to get more knowledge on the importance of the human resource for the construction project through human resource proper planning, selection of best decision and monitoring. 
2.4 Empirical Literature Review

2.4.1 Performance Management on Construction Project Completion

Ashiru & Ashiru (2019) conducted research of the sustainability of human resource planning for construction projects that quantitative approach used and used SPPS version 20 for analyzing descriptive and inference statistical analysis. The structured questionnaire used to select participants of top management who hold office and making decision to the organization. The results found that HRP improved to minimize the delaying, repeated errors and build team which provided the strong decision which provide a lot of change during the project implementation.

Raghuwanshi (2023) explored the impact of work-life balance on employee retention and organizational performance has been determined in-din-depth and this determination, the explored literature, and past studies have evidenced that the work-life balance has a significant influence on employee performance as well as on employee retention. This study used the primary quantitative, an 80-sample size contributed the perception with the context of the organizational performance. it has been noted that work-life balance is significantly related to employee retention and organizational performance. He concluded that the employees are being promoted via offering balanced work life.

Ansari (2022) conducted the research that study used balanced score card (BSC) and strategy maps (SMs) are among the most popular strategic performance management methods that have been proposed in the literature to define, analyze, and monitor performance and strategies. This paper describes the dynamic SM, which was conceptualized, formulated, tested, and simulated in collaboration with a construction company, as well as the experiences gained during the model development process.
 Parikh (2019) conducted the research in assessing the performance management in road construction project. The researchers found that the success of a project depends upon how well the personnel can work effectively to accomplish the objectives within scope, cost and quality constraints. Performance management is about directing and supporting employees to work as effectively and efficiently as possible in line with the needs of the organization.

2.4.2 The Role of Human Resources Training on Construction Project Completion

The paper aimed to analyze the impact of engineering education (EE) on Human Resource Development (HRD) and Success of Engineering Procurement Construction Project (SEP) along with the mediating role of human resource competency (HRC). This study has been conducted on construction companies from 360 senior and middle level managers of selected companies was collected through structured questionnaire. The data was analyzed through quantitative data analytical software (SPSS and AMOS) and were performed for hypotheses testing. Results of the study confirmed the significant positive role of engineering education HRP and SEP because increase in EE caused significant increase in HRP and SEP. 
Furthermore, findings have suggested that there is significant mediation of HRP between engineering education and HRD and between engineering education and SEP. These findings are of great importance for researchers, strategy makers and policy makers because they guide about the role of EE and HRC in enhancement of HRD and SEP.

This article aims the empirical evidence of the impacts of HRP on knowledge management (KM) on infrastructure construction firms. It used structural equation modeling (SEM) to investigate the relationship among the construct. Also, it employed confirmatory factor analysis to verify the factor structure of a set of observed variables. Results supported the theorized model, indicating that a relationship exists between HRM and KM; between knowledge and non-financial; and between HRP and non-financial infrastructure construction firms. Additionally, KM was found to be a mediator between HRP and non-financial. This study provides additional empirical evidence of the importance of improving non-financial OP through people and their valuable knowledge (Kokkaew et al, 2022).

Muute (2019) determined the construction companies unable to complete the allocated contracts in time, unable to deliver the quality work as required and it has questioned the performance of construction projects in terms of quality and quantity of work. The population was of manageable size; census was adopted in this research. Collection of primary data by use of semi-structured questionnaire and analyzed by using (SPSS). The study concluded that HRP, time management, material resource planning and financial resource planning contributes to performance of the construction projects.

2.4.3 Employee Retention and Engagement with the Construction Projects Objectives 
The construction industry is dealing with declining productivity, workplace safety, and work disputes in the global economy. The HRP in construction project is key to solving these persisting problems. An engaged employee is a blend of experiences of job satisfaction, job involvement, organizational commitment and feeling of empowerment that facilitate organization to retain them for sustainable business in put more efforts by providing better services, more productive and even stays with the organization longer.
According to Chandra (2019) conducted study on how employee engagement can affect employee retention & impact upon an organization performance. The study used both primary as well as secondary data.  it has been concluded that Succession Planning, employer branding has a positive impact on employee engagement which have a positive impact on employee retention and similarly affect the construction performance of an organization.

Gaffney (2022) explored on the research in the influences of Employee Engagement and Job Embeddedness on Turnover Intention within the Construction Industry. Quantitative analysis within this research is furnished via an online survey holding a Likert scale to understand job embeddedness, employee engagement, and their impact on turnover intention, accompanied by insights into any correlation or interdependency within these factors. Key findings showed that job embeddedness and employee engagement hold criticality to sustain a satisfactory level of employee turnover in construction industry.

Kang (2021) conducted study for analyzing difference on employee retention and engagement to meet the owner’s needs. the study also analyzed the present situation of HRP by announcement and law through case study of construction project from 2011 to 2013, and considered proper HR in design process, during and after construction process. Based on the findings of difference between announcement and legal Human Resource allocation, HR problem during the whole phase of project, and working types. For the improvement, this paper suggests the available to manage, employee retention and engagement, flexible HR allocation, proper Human Resource Allocation Guide, in design process, to reduce the workload in construction process, employee retention and engagement and Human Resource allocation in construction process for appropriate compensation package.

According Kaur (2020) focused on understanding employee engagement and how engagement affects construction performance. It suggests that personal characteristics, job characteristics and employee experiences all influence engagement levels. Researcher used literature review from various research papers from related study for analysis. Report concluded that engaged employees care about their organization and work to contribute towards its success. It is important for HR professionals to apply a mix and match of various engagement strategies to engage and retain talented workforce for a longer period of time.

Dabirian et al. (2022) conducted research on the dynamic modelling of human resource allocation in construction projects. The researcher used the system dynamics approach, however, enables the project to accurately estimate the labour need and its effective allocation. The results found that the success of construction projects depends heavily on correct management of human resources. Allocation of human resources as an effective managerial tool and improvement factor in the progress of performing a project can strongly influence project performance in terms of cost and time. Also, the allocation process can be improved by the estimation of labour need and assessment of different human resources allocation strategies. 

2.5 Research Gaps

Number of studies have been done on human resources field but not look on the effect of HRP and training on construction project. A study done in Iran by Sepideh and Javad (2021) analyzed the impact accomplishment of task in HR region of development project however this study did not show the effect of HRP on construction project. Moreover, another study by Al Maktoum et al., (2020) investigated the cause of delay factors causing contraction delay, failed to investigate how HRP and HR training can facilitate staffs to avoid delays of the construction project. Therefore, the current study intends to fill the reveled empirical gap by examining the effect of HRP and HR training on construction project completion. 

2.6 Conceptual Framework

In this study, Independent Variable is Human Resource Planning whose variables includes HRP aligned for organization improvement to higher-level roles, HR training programs on identifying the skill gaps and training needs within the workforce andHR tasks align needs that help organizations effectively manage their workforce.

The dependent variable is the completion of the construction project which portray the higher-level services and products that required to the clients on behave of the interested parties. HRP is a work force planning or personal planning, organizing, scheduling and managing a project's resources – people, tools, equipment and facilities that anticipate and make the provision of the movement of people into within and out of the work groupwith right capabilities are available at right time and in the most efficient way.




Figure 1.1: Conceptual Framework
Source: Researcher, (2023)
The figure shows that, the independent variable is perceived as the Human Resource Planning and the dependent variable is project completion.The Human Resource Planning have direct effect to the project completion, that is the more training provide to the staff facilitate the project implementation, the positive change of the employee retention and engagement of the staff also stimulate the construction project timely and monitoring performance management also speed up to participate in competency during the project implementation.

CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Chapter Overview
This chapter covers the methodology with sub-sections such as research philosophy, research area, study population, sample design, measurement of variables and validity and reliability.

3.2 Research Philosophy

Research philosophy is a range of beliefs that guide research practice beliefs about the nature of the social world. It also involves identifying and testing causal relationship under certain conditionsLeavy (2017). Moreover, it informs decisions from study all the way to the final representation and dissemination of the research findings, in summing up.

In this study, a researcher applied post-positivism that holds an objective reality that exists the research processindependently. The researchers can help to measure, control, predict and test in systematic from the various observation or variable.With this philosophy, the researcher showedthe reality from quantitative information or data that gave or provided by the respondents.

3.3 Research Approach

The study used descriptive study design to facilitate on depth understand. The descriptive survey design is a method of collecting data by interviewing or using a questionnaire to a sample of individuals (Orodho, 2003, p. 24).

Kombo and Tromp (2006) defined research approach as the procedure selected by the researcher to collect, analyze, and interpret data. A quantitative research approach will be used in this study. The reason of using this approach is to attain understanding the situations in measuring variables and testing variables to reveal patterns.

3.4 Research Area

The research was  conducted in Zanzibar in public offices with a lot of construction services and private offices including consultants and contractors to get more information on research topic. In fact, the choice expected to provide a clear picture and reality of what is going on in public agencies that utilize the huge amount of public money for construction.

In the study, the researcher used the questionnaires to get data from the procurement officers, auditors, engineers, and accountants in public agencies that include Ministry of Health in Department of Primary and Secondary Health Care, Ministry of Education and Vocational Training in Department of Primary and Secondary Education and Zanzibar Road Agency and also  from the private local contractors and consultants were included in this study.

3.5 Study Population

Study population is a group of individuals or items where samples are taken for measurement (Kombo, 2006). It is an entire group of individuals, events or objects having a common observable characteristic.

In this study, the targeted population from which the researcher drew general conclusions cover public agencies for 328 staff which included the staff of the public agencies. This considered as satisfactory because it involved different categories who considered directly participate in the project implementation. So that the researcher expected to get relevant information for the study.

3.6 Sample Design

The sample design made up of staff in public agencies in the Ministry of Health in Department of Primary and Secondary Health Care, Ministry of Education and Vocational Training in Department of Primary and Secondary Education and Zanzibar Road Agency. Simple Random probability techniqueused in this study of research because it was simple and free from bias error, Kombo and Tromp (2006), stressed the use of sample random for quantitative research like this one on the ground that technique allows generalization of data and is good for conducting inferential statistics analysis of data. Therefore, due to these advantages the researcher opted to use this sampling technique.

3.7 Sample Size

A sample is a subset of the population. Researcher was able to draw conclusions that will be generalizable to the population of interest (Sekaran, 2003). Searcher? believes that this sample is optimum at the sense that it can fulfill the requirements of efficiency, representativeness, reliability and flexibility. Kothari (2004), sample size should be optimum, optimum sample is one which fulfills the requirements of efficiency, representativeness, reliability and flexibility. In this study, the sample size was calculated using the Yamane (1967) formula. Yamane formula was very good to determine a well-known population. This formula was useful to determine sample size for this study, the formula also used because of its simplicity to determine sample size (Kombo and Tramp, 2006).
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Where
n= number of sample size

N= Number of populations E = Margin error = 0.05 (5%)

The sample size calculated as follow: -


n =328/ (1+329x0.0052) =180[image: image4.emf] QUOTE 

Therefore, this study, the sample size is 180.
3.8 Data Collection Methods 

The researcher used collected the primary data by using Questionnaires to get the Information of the respondent. Saunders et, al., (2007) defined a questionnaire as a list or a set of questions addressed to a group of people who wanted to respond and return to the sender in a given period of time. The questionnaire method has been chosen for data collection that helped to obtain more imformation by using the open ended questionnaire.
3.9 Variable Measurement

The variables investigated using questionnaire to determine the influence of the independent variables on the dependent variable. A questionnaire was preferred by respondents due to anonymity. In the study, the questionnaire based on for measuring the staff experience, professionality, opinions and intentions of respondents which are more cheaply and quickly than other methods.

3.8.1 Operationalization and Measurement of Research Variables 

The independent variable was HRP. The indicators of HRP were HR training programs, staff anticipated changes, and workforce requirements. The dependent variable was construction project completion. Table 3.1 presents how the variables operationalized and measured.

Table 3.1: Operationalization of variable

	Variable
	Type
	Operationalization
	Indicator

	Construction Project Completion
	Dependent variable
	Utilization of Services or products
	· Product and Services Satisfaction

· Construction Cost

	HR Training Programs
	Independent variable 
	Type of HR Training Programs
	· HR Training Budget

· Presence Project Monitoring

	Performance Management
	Independent variable 
	Level of Human Resource Utilization
	· Presence of HR Evaluation Process

· Awareness for Improvement

	Employee Retention and Engagement
	Independent variable 
	Level of the Competency
	· Conducive Working Environment

· Fulfilment of the Project’s Mission


Source: Researcher, (2023) 

3.10 Validity and Reliability

Validity is to measure what intends to measure, while reliability is the consistency and reproducibility of the research results over time.Validityis an important aspect in the research instrument, which refers to the degree to which an instrument measures what is required to measure (Kothari, 2016). Validity is examined to find out whether the instruments measure what they supposed to measure (Kothari, 2004; Tabachnick& Fidel, 2007).

While reliability is the consistency and reproducibility of the research results over time. Research instruments are reliable when they provide consistent results even if they are repeatedly used (Kothari, 2004).

So, in this study, the quantitative research is used to investigate and analyze data for providing meaningful conclusions that ensure the accuracy and consistency of the research results. Ensuring these are important to increase confidence in the findings and providing the conclusions from the data. Also, the instrument suitability was checked using Cronbach’s alpha. An above 0.7 of the score in the study’s threshold, which according to Hair (1998) an above 0.7 of an overall scale is acceptable.
3.11 Data Processing and Analysis

The data analysis guided by the objectives of the research and their measurement. Statistical Package for Social Sciences (SPSS) version 20.0 used as the tool of analysis in production of tables, descriptive statistics and inferential statistics. It meet the underlying assumptions the regression model in testing the variables.Descriptive statistics included frequencies, minimum, maximum, mean and standard deviation to describe the respondent’s degree of agreement or disagreement with various statements under each variable.

The correlation between the independent and dependent variable and the significant P- values and inferential analysis used to make judgments. The Correlation coefficients provided the degree and direction of relationships for measuring the relationship or co-variation of two or more dependent variables. The statistical calculation of such correlation done and expressed in terms of correlation coefficients. A multiple regression model utilized to show the connection between the dependent and independent variables. The multiple regression model of the form; Y = β0+ β 1X1 + β2X2+ β3X3 + ε

Where: Y= Construction Project Completion β0= Constant β1 to β3 =Coefficients X1= HR training X2= staff anticipated changesX3 = workforce requirements ε =Error term. Inferential statistics will be conducted to determine the relationship nature between variables. Data was  interpreted with the help of significance P-values; if the P-value is less than 0.05, the variables  deemed to besignificant to give an explanation on the changes in the dependent variable.

This study described and examined the relationships within the collected data by a multiple  regression analysis. All parametric test assumed some certain characteristics about data, also known as assumptions. Violation of these assumption may change the accuracy of the regression estimates and interpretation of the result. The linearity, normality, homoscedasticity, collinearity, and autocorrelations considered in statistical analysis.

3.12 Ethical Consideration

A good research is one that is conducted with openness, honesty, justice, integrity and objectivity (Kothari, 2005).The University code of ethics guided the researcher and authority from relevant offices was obtained. He requested the participants to participate willingly and informed them that there was not any gifts given to reward for them in their participation. Participants’ names wasquoted in the study; instead the researcherused identifiers.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 Overview
This section presents the results obtained from the study area in line with its objectives. It addresses the descriptive analysis and interpretation of the data collected where IBM SPSS version 20 software was used as the tool of analysis in production of tables, descriptive statistics and inferential statistics. Descriptive statistics included frequencies, mean and standard deviation to describe the respondent’s degree of agreement or disagreement with various statements.

4.2 The Background Information of the Results

The demography of the respondent drew the general picture of the respondentsfrom different gender,age, education level, working status and working experience.

4.2.1 Gender of the Respondents
The Table 4.1. showed female respondents were 73 (40.6 percent) while male respondents were 107 (59.4 percent). Thus, women got equal chance of the employment due to the number female gender nearly the same.

Table 4.1: Gender of the respondents

	Description 
	Frequency
	Percent

	Female
	73
	40.6

	Male
	107
	59.4

	Total
	180
	100


Source: Field Survey, (2023)
4.2.2 Age of the Respondents

This section examined the age characteristics of the studied population. This was done to determine the age group of the respondents concerned in this study. Table 4.2 presented the age group structure of the respondents.The study findings revealed thatmore than half of the respondents’ i.e. 70 percent included in this studywere in the age group of 21-40 year. Thus, it can be concluded that most of the respondents wereyouths, physicallyfit andcapableto dischargetheirduties.
Table 4.2: Distribution of respondents based on age
	Description
	Frequency
	Percent

	21-25
	34
	18.9

	26-30
	35
	19.4

	31-35
	34
	18.9

	36-40
	17
	9.4

	41-45
	15
	8.3

	46-50
	28
	15.6

	51-55
	17
	9.4

	Total
	180
	100


Source: Field Survey, (2023)
As Table shows, those who were in the age range of between 21 and 25 years were 34 (18.9 percent). Those in the age range of between 26 to 30 years were 35(19.4 percent). The third group had the age range between 31 to 35 yearswere 34 (18.9 percent). The fourth group had age range between 36 to 40 years were 17 (9.4 percent). The fifth group had age range between 41 to 45 years were 15 (8.3 percent). The sixth group had age range between 46 to 50 years were 28 (15.6 percent). And, the last group range between 51 to 55 yearswere 17 (9.4 percent).
4.2.3 Academic Qualifications of the Respondents

The study revealed that majority had diploma and degree qualification that was to say that the most of respondents had knowledge to the study objectives. The Table 4.3 found that the respondent had certificate qualification were 19 (10.6 percent) this group was the least of respondents compared to those had degree and master qualification were 43 (23.9 percent) and 39 (21.7 percent) respectively. While the respondents had diploma qualification were 79 (43.0 percent)

Table 4.3: Education level of the respondents

	Description 
	Frequency
	Percent

	Certificate
	19
	10.6

	Diploma
	79
	43.9

	Degree
	43
	23.9

	Master’s degree
	39
	21.7

	Total
	180
	100


Source: Field Survey, (2023)
4.2.4 Position of the Respondents

This section examined the position of the respondents. the Table 4.4 showed that most of the respondent had direct participated to construction project like 28 of the respondents (15.6 percent) were procurement officers, 40 (22.2 percent) of the respondents were accountants as same as engineers, 26 (14.4 percent) of the respondents wereQuantity Surveyors, 23 (12.8 percent) of the respondents were the Internal Auditors.

The indirect participated groups in construction project human recourses and IT officers were 13 of the respondents (7.2 percent) and 10 of the respondents (5.6 percent) respectively.

Table 4.4: Position of the respondents

	Description 
	Frequency
	Percent

	Human Resource
	13
	7.2

	Procurement 
	28
	15.6

	Accountants
	40
	22.2

	Quantity Surveyor
	26
	14.4

	Engineer
	40
	22.2

	Internal Auditor
	23
	12.8

	IT Officer
	10
	5.6

	Total
	180
	100


Source: Field Survey, (2023)
Albert et al (2021) conducted the study on early impacts of the COVID-19 pandemic on the United States construction industry their objectives were met through 34 telephone interviews with project managers, engineers, designers, and superintendents.

4.2.5 Working Experience of the Respondents

According to the findings in Table 4.5 showed how long the respondents get experience on the construction project. The results found that nearly to quarter of the respondents had experience between 19 to 22 years of experiences for 23 respondents. Moreover, there were youth between 7 and 10 years of the experience for 57 got the construction project experience and skills.  56 (31.7 percent) of the respondents had the construction project experience and lastly, 44 (12.8 percent) of the respondents had the construction project experience.Thus, the respondents had much knowledge on the study topic.
Table 4.5: Working duration (experience)

	Description 
	Frequency
	Percent

	07 – 10
	57
	31.7

	11 – 14
	56
	31.1

	15 – 18
	44
	24.4

	19 – 22
	23
	12.8

	Total
	180
	100


Source: Field Survey, 2023

4.3 Descriptive Statistics on the Specific Information or Objectives Results

This section the results related to the specific objective of this study from the respondents on the agreements or disagreements of the variable. Also, there were various of the opinions according to the specific objectives of the study.

4.3.1 The Performance Management Influenced on Construction Project

The first specific objective of this study was to examine the effect ofthe performance management influenced on construction project completion that got how the respondents understand the performance management on construction project completion, to know that there were regular conducting performance evaluations on the construction project, was there any increasing in awareness for area of the improvement and lastly, obtained opinions from respondents on the effect the performance management function on construction project.

4.3.2 Understandind Performance Management with its Implementation

This study wanted to measure from the respondents the understanding on performance management with its implementation in construction project.  The results found from the Table 4.6 that most of the respondents 115 at 63.9 percent had understanding on performance management with its implementation in construction project. While, 65 of the respondents (36.1 percent) did not have the understanding on performance management with its implementation.

According to Ngo et al, (2019) reported that there was the lack of awareness on the performance, affordability design and techniques provided and became the major challenge for the building construction. Additionally, the skill and knowledge needed in designed construction project for providing more and innovation construction project.

Table 4.6: Understand performance management
	Description 
	Frequency
	Percent

	Yes
	115
	63.9

	No
	65
	36.1

	Total
	180
	100


Source: Field Survey, (2023)
4.3.3 The Regular Conducting Performance Evaluations On The Construction 

According to the Ngo et al, (2019) reported that among the major factor to be considered in construction project was the operational controlling process. It required to have regular evaluation with planning, schedule and cost of the project understandable. The Table 4.7 showed that 112 of the respondents (62.2 percent) said that there were regular conducting performance evaluations on the construction project. But, more the quarter of the respondents in 68 of the participants (37.8 percent) said there was not the regular conducting performance evaluations on the construction project.The regular conducting performance evaluations were average, high and major factoron the construction (Hamza et al, 2019).
Table 4.7: The regular conducting performance evaluations
	Description 
	Frequency
	Percent

	Yes
	112
	62.2

	No
	68
	37.8

	Total
	180
	100


Source: Field Survey, (2023)
On other side, the construction project evaluation systems had face various obstacles like partial implemented and not fully most of time, insufficient information to stimulate renovation and delivering low quality (Guerriero et al, 2019). Therefore, the construction project evaluation systems required to play an active role in monitoring building performance in improvements to be made for promoting construction sustainability. 

4.3.4 The Increasing the Awareness of the Area of Improvement in Project

Kassem et al. (2019) reported that there were huge amounts of money spending on public and private infrastructure that required potential awareness for improvement in construction project resulting in efficiency and productivity on the delivery of construction projects becoming strategic priorities in any countries. However, the poor and less improvement in construction project caused major factors of failure in construction. 

In addition, most of the countries had project gap faced by improving the performance of the construction industries that had lack in innovation of the project, particularly in its adoption of digital technology. Thus, there were needs and increasing the awareness of the area of improvement in construction for the transformational process and learn how to adapt with a stronger drive (Woodhead et al. 2018).

According to the table 4.8 showed that 125 of the respondents (69.4 percent) said that there wereincreasing the awareness of the area of improvement in construction, while 55 of the respondents (30.6 percent) said thatthere were not increasing the awareness of the area of improvement in construction.
Table 4.8: The area of improvement in project

	Description 
	Frequency
	Percent

	Yes
	125
	69.4

	No
	55
	30.6

	Total
	180
	100


Source: FieldSurvey, (2023)
4.3.5 Performance Management Functions

According to (Anwar et al, 2021) examined that the public institutions often try to progress their performance by renewing products and procedures, minimizing expenses and improving quality. The table 4.9 found that 43 (23.9 percent) of the respondents said the effect of the performancemanagement function increased effectiveness and accountability in the project management (IEAPMGT). In addition, the management accountabilities were among the sources of the recruitment the skilled workers, measured to enhance safety and reduce other construction project risks (Albert et al, 2021).
Additionally, the table 4.9 portrayed that 37(20.3 percent) of the respondents said the effect of the management functions helped employee to align their achievements with organization objectives (HEAAOO). Apart from that, 36 (20 percent) of the respondents said the effect of the management functions could boost productivity through improve performance (BPTIP). While Albert et al,(2021) reported that construction projects had adverse effects included significant delays on projects, reduction in productivity rates, material price escalations and inability to secure materials on time.

Also, in the table 4.9 reported that the effect of the management functions developed reward mechanism that improve accomplishment the construction project tasks (DRMIA) according to 31(17.2 percent) of the respondents their responded. 19(10.6 percent) of the respondents mentioned that the effect of the management functions caused to have proper working condition in the stability of the organization (PWCSO). Lastly, the effect of the management functions leaded to develop managerial leadership and coaching skills in construction project implementation (DMGTLCS) according to 14(7.8 percent) of the respondents mentioned. 
The implementation of the construction project improved the communication and management skills among the among business partners at any construction stages and the overall reduction in the cycle time as well as the life cycle cost of a project (Chan et al, 2019). Apart from that Mosallaeipour et al. (2018) reported that it highly required the human intervention and coaching in working places to the construction project implementation to enable the project flexibility and meeting the current customer satisfactions.

Table 4.9:  Performance management functions
	Description 
	Frequency
	Percent

	DRMIA
	31
	17.2

	IEAPMGT
	43
	23.9

	BPTIP
	36
	20

	DMGTLCS
	14
	7.8

	HEAAOO
	37
	20.6

	PWCSO
	19
	10.6

	Total
	180
	100


Source: Field Survey, (2023)
4.3.6 The Training Test and Effectiveness Monitor for the Construction Project
The management of the construction company and their clients must be able determine of a right working through training test and effectiveness monitor with high dedication and loyalty to their work that facilitated for providing guidance, proper working coordination and direction that can be accommodated well and accepted by all employees which increased the contribution of the organizational performance in project (Putra et al, 2020).The table 4.10 showed that 118 of the respondents (65.6 percent) said that there were training test and effectiveness monitor for the construction project. while, 62 of the respondents (34.4 percent) said there was not training test and effectiveness monitor for the construction project.
Table 4.10: The training test and effectiveness monitor
	 Description
	Frequency
	Percent

	Yes
	118
	65.6

	No
	62
	34.4

	Total
	180
	100


Source: Field Survey, (2023)
4.3.7 The Staff attend Various Trainings for Support Construction Project
The most construction project required to meet the clientsatisfactions and their desires, so that staffs used the level the level of competence and professionalism in the working areas that got through the attendings various trainings that support construction project and continuous activities to influence followers to achieve the project goals for improving the projects competitiveness at achievement in a high level of performance (Thanh et al, 2020).

The respondents differed on attending the various trainings that support construction project. The table 4.2.7.11 below showed that 126 of the respondents (70 percent) said that staffs attended various trainings that support construction projectthat fasten to complete construction project timely. While, 54 of the respondents (30 percent) said there were few or minority of the staffs attend various trainings that support construction project.

Beside of that, Abdulkadir, A (2020) reported that to meet project target the training program should be considered on the organization’s needs and identified for project development. So, the training based on the project requirements were better than the one based staff needs to be well performance in the organization

Table 4.11: Attend trainings that support project
	Description
	Frequency
	Percent

	Yes
	126
	70

	No
	54
	30

	Total
	180
	100


Source: Field Survey, (2023)
4.3.8 The Enough Budget for HR Training in Construction Programs
The major barriers to the project are related the change by construction stakeholders, inadequate organizational support, and lack of construction standards. Meanwhile, the presences of the better cost estimation and control (budget for HR training), efficient construction planning and management, and improvement in design and project quality(Chan et al, 2019). Meanwhile, Abdulkadir, A (2020) mentioned that the insufficient budget is evident as a challenge that obstacles the training program implementation.

The table 4.12 showed that 111 of the respondents (61.7 percent) said that there was enough budget for HR training in construction programs. While, 69 of the respondents (38.3 percent) said that there was not enough budget for HR training in construction programs.

Table 4.12: The budget for HR training
	Description
	Frequency
	Percent

	Yes
	111
	61.7

	No
	69
	38.3

	Total
	180
	100


Source: Field Survey, (2023)
4.3.9 The Effect on the HR Training in Construction ProjectsCompletion 
There various changes and competition in any projects like construction activities so that staff (HR) required more training and development as an important activity that contributes to an organization’s overall effectiveness to build and sustain the organization’s competitive advantages through skills and knowledge enhancement (Abdulkadir, A 2020).
The table 4.13 showed that 46 of the respondents (25.6 percent) mentioned that the effect on the HR training in construction projects enhanced the productivity and efficiency of work (EPEW). Kodama et al, (2020) reported that the increasing worker productivity in the workplace and maintaining productivity growth through the improvement in work skills, such as workers’ technical abilities and equipment proficiency.
Also, the table 4.13 showed that 31 of the respondents (17.2 percent) mentioned that the building capacity that foster competent staff retained (BCFC). In addition, Kodama et al, (2020) found that the most construction institutions had the challenges of workloads that can not afford to meet the project target. Thus, the building capacity change the awareness of proactive work behavior and team performance to the staff.

Moreover, this table showed that 27 of the respondents (15 percent) mentioned that one among the effect on the HR training in the construction project was enable HR staff to supervise well resources of the organization (HRSS). According to Albert et al (2021) said that there should measures taken to review and supervise on the project risk involvement on those resources included the formation of a task force teamto combat delays of the projects.

In the Table 4.13 showed that 25 of the respondents (13.9 percent) mentioned that the effect on the HR training in the construction project can create training policies and procedure, planning and conducting work place safety training (CTPP). 22 of the respondents (12.2 percent) said that the effect on the HR training in the construction project prioritized the project goals of the organization (PPGO). 

Other respondents said that the effect on the HR training in the construction project helped monitoring and evaluation to the project(HPME) from 16 of the respondents (8.9 percent). Finally, 13 of the respondents (7.2 percent) mentioned that it identified the areas of improvement (IAI).

Table 4.13: The HR training in construction projects
	Description
	Frequency
	Percent

	BCFC
	31
	17.2

	CTPP
	25
	13.9

	HRSS
	27
	15

	EPEW
	46
	25.6

	HPME
	16
	8.9

	IAI
	13
	7.2

	PPGO
	22
	12.2

	Total
	180
	100


Source: Field Survey, (2023)
4.3.10 The Employee Engagement to Fulfill the Project’s Mission and Goals
Most of the company uses different approaches for fulfilling of the productivity target in setting the project’s mission and goals. So, main approaches utilized to plan and control their projects to achieve high productivity and handle downtime and variety processes which meet their specific characteristics and needs (Dmitry et al, 2020).
The table 4.14 showed that 120 of the respondents (66.7 percent) said that the employee engagement was defining well to fulfill the project’s mission and goals. While, 69 of the respondents (33.3 percent) said that there was not the employee engagement defining well to fulfill the project’s mission and goals.

Table 4.14: The fulfillment the project’s mission and goals
	Description 
	Frequency
	Percent

	Yes
	120
	66.7

	No
	60
	33.3

	Total
	180
	100


Source: Field Survey, (2023)
4.3.11 The Engagement Impact For the Project Completion
According Kaur (2020) reported the employee engagement affects construction performance, care about their organization and work to contribute towards its success. It is crucial for HR professionals to engage and retain talented workforce.

The table 4.15 showed that 124 of the respondents (68.9 percent) said that the employee engagement had the direct impact for the project completion. While, 56 of the respondents (31.1 percent) said that the employee engagement did not have the direct impact for the project completion.

Table 4.15: The impact for the project completion engagement
	 Description 
	Frequency
	Percent

	Yes
	124
	68. 9

	No
	56
	31. 1

	Total
	180
	100


Source: Field Survey, (2023)
4.3.12 The Impact of the Employee Engagement and Retention on the Projects

The table 4.16 showed that 38 of the respondents (21.1 percent) said that the impact of the employee engagement and retention on the construction projects created good working relation at the best project results (GWRP). 34 of the respondents (18.9 percent) said that the impact of the employee engagement and retention on the construction projects increased the awareness to employee relating to understand the project goals and strategies (AERU). 

Dmitry et al, (2020) reported that the flexibility of the company improves a firm’s ability to meet the targets in timely manner and to increase better performance results system of productivity without incurring excessive costs and expending an excessive amount of resources that fostered distribution of the services according to capacity. In addition, 32 of the respondents (17.8 percent) mentioned that the impact of the employee engagement and retention on the construction projects fostered employee commitment with timely delivery of the project (FECT).

Apart from that, 27 of the respondents (15 percent) said that the impact of the employee engagement and retention on the construction projects minimized the overflow of the staff and overspending of the budget cost (MOSB). Others, participants said that the impact of the employee engagement and retention on the construction projects can improved customer satisfaction and greater profitability as well (ICSP) from 22 of the respondents (12.2 percent).

From table 4.16 showed that 15 of the respondents (8.3 percent) said the impact of the employee engagement and retention on the construction projects assured the maximum supervision that improve project innovation, efficiency and productivity (EMSP). While, 12 of the respondents (6.7 percent) said that the impact of the employee engagement and retention on the construction projects cooperated between employee and management for constructing strong teamwork (CEMGT).

Table 4.16: The employee engagement and retention

	Description 
	Frequency
	Percent

	FECT
	32
	17.8

	GWRP
	38
	21.1

	MOSB
	27
	15

	AERU
	34
	18.9

	ICSP
	22
	12.2

	CEMGT
	12
	6.7

	EMSP
	15
	8.3

	Total
	180
	100


Source: Field Survey, (2023)
4.4 DescriptiveStatistics for Statements of the Questionnaire

The descriptive statistics results obtained from respondents (N) that included mean and standard deviation (Std, Deviation) to describe the status of the respondents on agreement or disagreement statements from questionnaires.

4.4.1 Performance Management

From the table 4.17 showed that performance management had means 1.36 and its standard deviation had 0.48 according to 180 of the respondents. The results also showed that performance evaluation had means 1.38 and its standard deviation had 0.48 according to 180 of the respondents. The awareness of the area of improvement got the means 1.31 and its standard deviation had 0.46 according to 180 of the respondents. Lastly, the table 4.17 showed the results of performance management function had means 3.22 and its standard deviation had 1.66 according to 180 of the respondents. Thus, the performance management, the performance evaluations, theawareness of the area of improvement and the performance management functionindiocated that, there were strong agreeded on the performance management.
Table 4.17: Performance management
	Description
	N
	Mean
	Std. Deviation

	Performance Management 
	180
	1.36
	0.95

	Performance Evaluations 
	180
	1.38
	0.98

	Awareness of the Area of Improvement 
	180
	1.31
	0.92

	Performance Management Function 
	180
	3.22
	2.66


Source: Field Survey, (2023)
4.4.2 The Effect of HR Training Programs

From theTable 4.18 showed that training test and effectiveness monitor had means 1.34 and its standard deviation had 0.92 according to 180 of the respondents. The result andicated that the participants were strong agreed on thetraining test and effectiveness monitor on the performance in the construction projects.The results also showed that staffs attend various trainings had means 1.30 and its standard deviation had 0.86 that it was nearly to meansaccording to 180 of the respondents. This was indicated that the participants were strong agreed on the staffs attend various trainings in the construction performance.In addition, the budget for HR traininghad the means 1.38 and its standard deviation had 0.99 it indicated that respondents were strong agreed according to 180 of the respondents. 
Lastly, the table 4.18 showed the results of the effect on the HR traininghad means 3.66 and its standard deviation had 2.91 according to 180 of the respondents that indicated that the respondents were strong agreed on the effect on the HR trainng on the construction performance.
Table 4.18: The effect of HR training rograms
	Description
	N
	Mean
	Std. Deviation

	Training Test and Effectiveness Monitor 
	180
	1.34
	0.92

	Staffs Attend Various Trainings 
	180
	1.30
	0.86

	Budget for HR Training 
	180
	1.38
	0.99

	The Effect on the HR Training 
	180
	3.66
	2.91


Source: Field Survey, (2023)
4.4.3 Employee Retention and Engagement on the Construction Projects

From the table 4.19 showed that the employee engagementhad means 1.33 and its standard deviation had 0.47 according to 180 of the respondents. The results also showed that the direct engagement impact for the projecthad means 1.31 and its standard deviation had 0.46 according to 180 of the respondents. In addition, the employee engagement and retentionhad the means 1.31 and its standard deviation had 0.46 according to 180 of the respondents. Lastly, the table 4.19 showed the results of the employee engagement and retention impacthad means 3.40 and its standard deviation had 1.84 according to 180 of the respondents. The results showed that the employee engagement, the direct engagement impact for the project, the the employee engagement and retention and the employee engagement and retention impact were strong agreeded on the employee retention and engagement on the construction projects.
Table 4.19: Employee retention and engagement on the construction projects
	Description
	N
	Mean
	Std. Deviation

	Employee Engagement 
	180
	1.33
	0.92

	Direct Engagement Impact for the Project 
	180
	1.31
	0.86

	The Employee Engagement and Retention
	180
	1.31
	0.86

	The Employee Engagement and Retention Impact
	180
	3.40
	2.84


Source: Field Survey, (2023)
4.5 Inferential Analysis

This study also tested and investigated the correlation between variables, tests the possibility of multicollinearity, presents the model summary, analysis of variance and the coefficients of the independent variables.

4.5.1 CorrelationAnalysis Results of Dependent and Independent Variables

The results of the table 4.4.20 revealed that there is significant positive relationship between the construction project completion (CPC) and the employee retention and engagement(ERE) since the Pearson correlation coefficient and p value are (r = 0.05 and p value< 0.01). this indicated that the employee retention and engagement had direct effect on the construction project completion timely. 
As for the HR training (HRT) to employee retention and engagement (ERE), the study also found there is positive significant relationship between the variables. The HR training (HRT)were also one of the factors that led to overrun of the employee retention and engagement to the construction project completion timely since Pearson correlation coefficient and p value are (r = 0.02** and p < 0.01).

Furthermore, As far as the performance management (PMGT)is concerned, the study found there is no significant relationship between the performance management (PMGT) and the employee retention and engagement, thus there is no strong evidence that there existed problems in the performance management (PMGT)which effected the employee retention and engagement since the Pearson correlation coefficient and p value are (r = -0.14 and p value >0.01) respectively.
Table 4.20: Correlation Analysis Results

	 Variables
	 
	CPC
	PMGT
	HRT
	ERE

	CPC
	Pearson Correlation
	1
	.151*
	0.11
	0.05

	 
	Sig. (2-tailed)
	 
	0.04
	0.13
	0.50

	 
	N
	180
	180
	180
	180

	PMGT
	Pearson Correlation
	.151*
	1
	.235**
	-0.14

	 
	Sig. (2-tailed)
	0.04
	 
	0.00
	0.07

	 
	N
	180
	180
	180
	180

	HRT
	Pearson Correlation
	0.11
	.235**
	1
	0.02

	 
	Sig. (2-tailed)
	0.13
	0.00
	 
	0.80

	 
	N
	180
	180
	180
	180

	ERE
	Pearson Correlation
	0.05
	-0.14
	0.02
	1

	 
	Sig. (2-tailed)
	0.50
	0.07
	0.80
	 

	 
	N
	180
	180
	180
	180

	**. Correlation is significant at the 0.01 level (2-tailed)


Source: Field Survey, (2023)
4.5.2 Testing Multicollinearity

This study used the multiple regression models to predict the value of a specified dependent variable based on the values of two or more independent variableswhether exist or have a high correlation with each other.It can also happen if an independent variable is computed from other variables in the data set or if two independent variables provide similar and repetitive results.The results of the findings were presented in the table 4.21.
Table 4.21: Multicollinearity coefficientsa
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	The performance management
	0.93
	1.08

	HRTraining
	0.94
	1.06

	The employee retention and engagement
	0.98
	1.02

	a. Dependent Variable: the construction project completion


Source: Field Survey, (2023)
The Variance Inflation Factor (VIF) value of 4 or more and a tolerance value of less than 0.2 presents a possibility of multicollinearity. The findings in table 4.21 indicate that the tolerance values were above 0.2 and that the VIF values were below 4 indicating that there was no possibility of multicollinearity between variables. Thus, the regression analysis used to show the relationships between the dependent and independent variables.

4.5.3 Regression Analysis

Regression analysis is also used to understand which among the independent variables are related to the dependent variable and to explore the forms of these relationships. Also, it was used to examine the relationship between the dependent variable (effective and efficiency).

4.5.3.1 Model Summary

The coefficient of determination presented that mentioned the degree to which variations in the dependent variable can be portrayed by changes in the independent variables. A percentage of variation in the dependent variable that is described by all the independent variablesalso be explained as. The results were presented in Table 4.22.

Table 4.22: Model summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.830a
	.634
	.517
	.47753

	a. Predictors: (Constant), ERE, HRT, PMGT


Source: Survey Data, (2023)
The independent variables contributed to 51.7% on dependent variables as represented by the adjusted R2. Consequently, the other factors not considered in this research contribute to 48.3% on construction projects. The coefficient of correlation value of 0.83 indicates that there was a positive and strongcorrelation between independent and dependent variables.

4.5.3.2 Analysis of Variance

The study required to establish the overall significance. The results were presented in the table 4.23.

Table 4.23: Analysis of variance

	 Indicators
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	137.393
	3
	3.464
	2.037
	.011

	Residual
	40.135
	176
	0.228
	
	

	Total
	141.528
	179
	
	
	


Source: Survey Data, (2023)

The findings in the table 4.23 aboveshowed that the overall model was significant. The overall model was significant as shown by a calculated F statistic of 2.037 (p value 0.011). The calculated F statistics was large than the critical F statistic. The findings indicated that the independent variables are good predictors of dependent variables.

4.5.3.3 The Regression Coefficients

The regression coefficients of independent variables in this study was presented in table 4.24 below. The coefficients mentioned the direction and change of dependent variable because of change in the independent variables.
Table 4.24: Regression coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	1.096
	.120
	 
	9.146
	.000

	PMGT
	.041
	.022
	.142
	1.845
	.047

	HRT
	.019
	.019
	.077
	1.011
	.031

	ERE
	.018
	.020
	.068
	.914
	.036


Source: Survey Data, (2023)

As per the SPSS generated table 4.4.3.3.24 above, the equation 

Y = β0 + β1 PMGT1 + β2 HRT2 + β3 ERE3 + ε becomes:

Y = 1.096 + 0.041PMGT1 + 0..019HRT2 + 0.018ERE3

Using the regression equation above, the dependent variable of the construction project completion (CPC) was 1.096 when all independent variables, such as performance management (PMGT), HR training (HRT), and employee retention (ERE) were involved.

The results in Table 4..24 above indicated the result was significant and PMGT showed  positive significant effect on construction project completion since  P value was ≤ 0.05. This implies that  an increase in the performance management (PMGT) lead to   construction project completion (CPC).Bitamba (2020) reported that the performance of the construction project depended on the availability the construction resources during the project implementation. Also, author mentioned that the project management team performance on the day-to-day decisions at the site was found to be the most important item affecting the factors related to project management. Furthermore, the performance management showed positive in setting the long-term strategies on the construction project completion to maximize the opportunities and alleviate risks (Ahmed, 2018). Contrary the project performance management and project success which had low coefficient with the validation of only the positive influence on project completion successifully. That was to say, it required to the clients and construction company to keep more consideration on the risk management practices in the project implementation.

Apart from that, the HR training (HRT) also had positive and significantly since the  P value was ≤ 0.05 .  The results indicate that presence of the quality trained staff, leadership management, and previous experience in the construction project yield the highest level of productivity and improved an understanding of the lead time required(Bitamba, 2020). In addition, the HR training helped to focus on creating a competent, experienced and professional workforce based on skills, upgrading and knowledge as well as on the enhancement of their skills and abilities that is the most important for the construction projects. Moreover, it also helps to participate energetically in the measurement process and activities which dramatically enhance their construction performance (Ahmed, 2018).The present of the strong human capital and trained base to enable them in stimulating innovation for a systematic and long-term strategy to fulfill construction objectives effectively (Jayabalan et al., 2020).  Lasisi et al. (2020) highlighted the role of training and development in the organization that enhances the level of construction innovation development thereby contributing and enhancing employee proactivity.

In summing up, the employee retention and engagement (ERE) had positive and significantly effect on construction project completion  with a  P value  ≤ 0.05. Ganesh (2023) reported that the employee retention and engagement are the key determinant of long-term and powerful secret success in construction projects for having the valuable talent. Also, the author mentioned that they were crucial for the productivity, continuity, and the development of a positive work environment in construction activities by fostering job satisfaction, loyalty, commitment, and a supportive work environment.

Further, employee retention and engagement had a significant and a positive effect in construction project performance. This result indicates that where highly employee retention and engagement was utilized, the effect of competency manpower in the construction industry was great and very visible in it ends products. Due to involve directly in realization of projects completion for handling  the technical phase of such contract early that helped to raise efficiency, decrease of accidents, less management, increased organization stability that quality and availability of skilled project team is considered a vital factor in the effectiveness of the project performance (Paul and Kanu, 2018).
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Overview
This chapter commence with the summary of the study and conclusions based on itsstudy specific objectives. The chapter also provides recommendations for further researches.The study aims at suggesting possible remedial measures to rectify the problems of the Human Resource Planning on construction project completion in Zanzibarand suggest area for further studies.

5.2 Summary of the Study

The study evaluated the influence of HRP on construction project completion in Zanzibarwith specific objectives were examined the effect of the performance management influenced on construction project completion, examined the effect HR training programs on construction project completion and examined the effect of the employee engagement and retention on construction project completion.

The summary of the findings was presented based on the study objectives where the researcher used questionnaire as data collection tools, results found based to the respondents of its questionnaire and coded and entered for analysis using Statistical Package for the Social Sciences (SPSS).

The whole pictures of the respondents in gender, age, academic qualification, working status and experience that mentioned the demography of this study. The report showed that 59.4 percent of the respondents were male genderswhile 40.6 percent of the respondents were female genders. Apart from that 70 percent of the respondents in this studywere in the age group of 21-40 yearthat were youths, physicallyfit andcapableto dischargetheirduties. Most of the respondents had diploma and degree qualification that means many of respondents had knowledge to the study objectives. Also, 68.3 percent of the respondents had experiences of this study.

5.2.1 The Effect of the Performance Management Influenced on Construction

The results of the effect of the performancemanagement influenced function on the construction project completion found that there was increased effectiveness and accountability in the project management, helped employee to align their achievements with organization objectives, boosted productivity through improve performance, developed reward mechanism that improve accomplishment the construction project tasks, caused to have proper working condition in the stability of the organization and lastly leaded to develop managerial leadership and coaching skills in construction project implementation.

The results found thatthe performance management influenced function on the construction project completion will significantly increase in the construction project completion and had positive relation to the construction project completion.

5.2.2 The Effect on the HR Training in Construction Projects

The respondents mentioned that the effect on the HR training in construction projects enhanced the productivity and efficiency of work, mentioned that the building capacity that foster competent staff retained, enable HR staff to supervise well resources of the organization, can create training policies and procedure, planning and conducting work place safety training, prioritized the project goals of the organization, helped monitoring and evaluation to the projectand  mentioned that it identified the areas of improvement.The results revealed that the HR training also had positive and significantly increase in the construction project completion.

5.2.3 The Impact of the Employee Engagement and Retention on the Projects

The study showed that the impact of the employee engagement and retention on the construction projects created good working relation at the best project results, increased the awareness to employee relating to understand the project goals and strategies, fostered employees commitment with timely delivery of the project, minimized the overflow of the staff and overspending of the budget cost, can improved customer satisfaction and greater profitability, assured the maximum supervision that improve project innovation, efficiency and productivity and cooperated between employee and management for constructing strong teamwork.

The results of this study revealed that there is significant positive relationship between the construction project completion and the employee retention and engagementsince the Pearson correlation coefficient and p value are (r = 0.05 and p value< 0.01). This indicated that the employee retention and engagement had direct effect on the construction project completion timely. The study showed that employee retention and engagement (ERE) had positive and significantly increase in the construction project completion.

5.3 Conclusion

The study aimed at finding out the evaluation of the influence of Human Resource Planning on construction project completion in Zanzibar. Based on the results of this study found the following conclusion.

The study concluded that the effect of the performance management influenced function increase effectiveness and accountability in the project management so that help employeesto aligntheir achievements with organization objectiveson the construction project completion. Additionally, the study concludes thatthe performance management influenced to develop managerial leadership and coaching skills in construction project implementation.
This study concluded that the effect on the HR training in construction projects enhanced the productivity and efficiency of work, the building capacity that foster competent staff retained. Moreover, the creation of the various training policies and procedure, planning and conducting work place safety training, prioritized the project goals of the organization are the conclusion on the effect on the HR training in construction projects. Also, the study concluded the effect on the HR training in construction projects that enable HR staff to supervise well resources of the organizationon the construction projects.

The studyconcluded that the impact of the employee engagement and retention can created good working relation at the best construction project results and implementation with appropriate clients satisfaction. Also, this studyconcluded that the impact of the employee engagement and retention cause to minimize the overflow of the staff and overspending of the budget cost that improve project innovation, efficiency and productivity with strong teamwork due to the presence of the staffs that hold well experience, skills and competences to the construction project implementation.

5.4 Recommendations

This study aimed to evaluate the influence of Human Resource Planning on construction project completion in Zanzibar, the following recommendations were made.

The performancemanagement influenced function effect on the construction project completion concluded that it increases effectiveness and accountability, helped employee to align their achievements with organization objectives. The study recommends that there is need the construction organization to keep more effort on the construction implementation with the project performance management for boosted productivity and the stability of the construction organization sustainability. Additionally,the performance management function recommends that it improves performance on the construction project completion by setting individual and team goals which are aligned with the project and setting goals, monitor progress, and offer feedback.

The effect on the HR training concluded that it enhanced the productivity and efficiency of work to foster competent staff retained as well as supervising well resources of the organizationin the construction project completion. The study recommended that the HR training to be well by having procedure, policies and planning that foster conducivethe working environment for creating competent staff with having knowledgeable and provide various staffs to attend in training courses.

The impact of the employee engagement and retention on the construction projects, the study recommended that the construction institutions should be the most consider because it minimized the overflow of the staff, effective implementation of the construction project and overspending of the budget cost due to the competence, knowledge and experience have in the construction operation. To assure the maximum supervision that improve project innovation because of the employee engagement and retention, this study recommended that the construction organization and its clients required to understand the awareness and flexibility of employees dynamically due to preference can change rapidly and to apply new and competent retention strategies all the time so that knowledge is being transferred must assess the need of employees.

5.5 Suggestions for Further Research

In conducting this study, it mentioned the different aspect on the project performance management, the effect of HR training and the employee engagement and retention impact in Zanzibar construction project. So, the study suggests that further research to be conduct the same study for different countries to reflect the real situation across the country.

In addition, other researches may consider the potential advantages of statistical techniques and can be carried out taking into considerations which allows the inclusion of interrelated dependence relationships.
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APPENDICES
Appendix I:  Questionnaires

ASSESSING THE IMPACT OF HUMAN RESOURCE PLANNING ON CONSTRUCTION PROJECT COMPLETION IN ZANZIBAR

The purpose of this questionnaire is to solicit your views regarding the Assessing the Impact of Human Resource Planning on Construction Project Completion in Zanzibar. It measures the effects ofHRP, the contribution of HR training programsand suggest suitable HRP to improve the construction project completion in Zanzibar. Information obtained shall be used for academic purposes only. We kindly request you to fill in or give your response as accurately as possible.

Instructions: 
i) Please write the number in the appropriate box for the answer considered logical.

ii) When requested to comment or explain, please do so in the space provided.

PART ONE: BACKGROUND INFORMATION (CLASSIFICATION DATA) 

1. Gender:
Male ….……………. 1
Female ……………… 2

2. Age: 

3. Highest academic qualification: 

Certificate ………………….
1
Diploma……………………
…….
2 

Bachelor’s Degree …………
3
Master’s Degree ………………….
4

Doctorate Degree ………….
5

Other specify_______________
6
4. What is position held in your office? _____________________________________

5. Years’ of experience in project construction

PART TWO: SPECIFIC INFORMATION

A: Performance Management

6. Do you understand performance management with its implementation?
Yes 





No





7. Are there regular conducting performance evaluations on the construction project?

Yes 





No





8. Are there increasing the awareness of the area of improvement in construction project?

Yes 





No





9. What is the effect of the performancemanagement function do you know?

i) ____________________________________________________________

ii) ____________________________________________________________

iii) ____________________________________________________________

B: The Effect of HR Training Programs

10. Is there training test and effectiveness monitor for the construction project”

Yes 





No





11. Do the staffs attend various trainings that support construction project? 

Yes 





No


12. Is there enough budget for HR training in construction programs?

Yes 





No





13. Please, could you mention the effect on the HR training in construction projects?

i) _____________________________________________________________

ii) _____________________________________________________________

iii) _____________________________________________________________

C: Impact on Employee Retention and Engagement on the Construction Projects

14. Is the employee engagement defining well to fulfill the project’s mission and goals?

Yes 





No





15. Does the engagement have direct impact for the project completion?

Yes 





No





16. Does the employee engagement and retention provide the conducive working environment?

Yes 





No





17. What is impact of the employee engagement and retention on the construction projects?

i) ______________________________________________________________

ii) ______________________________________________________________

iii) ______________________________________________________________

Thanks you for participation

Appendix II:  Research Clearance Letter
[image: image5.emf]


 



THE UNITED REPUBLIC OF TANZANIA 
 



MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY 
 



THE OPEN UNIVERSITY OF TANZANIA 
 



 
 



Ref. No OUT/PG202087153                                                                    1st December, 2023                                                   



Permanent Secretary, 



Ministry of Education and Vocational Training, 



P.O Box 146, 



SOUTH UNGUJA. 



                                                                                                                         
Dear Permanent Secretary, 



 



RE: RESEARCH CLEARANCE FOR MR. BAKAR M. BAKAR, REG NO: PG202087153 
 
2.  The Open University of Tanzania was established by an Act of Parliament No. 17 



of 1992, which became operational on the 1stMarch 1993 by public notice No.55  in  the 



official  Gazette.  The  Act  was  however  replaced  by  the  Open  University  of  Tanzania 



Charter of 2005, which became operational on 1stJanuary 2007.In line with the Charter, 



the Open University  of  Tanzania mission  is  to  generate  and  apply  knowledge  through 



research. 



 



3.        To facilitate and to simplify research process therefore, the act empowers the Vice 



Chancellor of the Open University of Tanzania to issue research clearance, on behalf of 



the Government of Tanzania and Tanzania Commission for Science and Technology, to 



both  its  staff  and  students  who  are  doing  research  in  Tanzania.  With  this  brief 



background,  the purpose of  this  letter  is  to  introduce  to you Mr. Bakar M. Bakar Reg. 
No: PG202087153), pursuing Master of Project Management (MPM). We here by grant 
this clearance to conduct a research titled “Assessing the Impact of Human Resource 










  THE UNITED REPUBLIC OF TANZANIA

 

 

MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY 

 

THE OPEN UNIVERSITY OF TANZANIA 

 

 

 

Ref. No OUT

/PG202087153                                                                    

1

st

 December, 2023                                                                                                  

Permanent Secretary,

 

Ministry of Education and Vocational Training, 

P.O Box 146,

 

SOUTH UNGUJA. 

                                                                      

                                                                                                 

Dear Permanent Secretary, 

 

RE: RESEARCH CLEARANCE FOR MR. BAKAR M. BAKAR, REG NO: PG202087153 

 

2.  The Open University of Tanzania was established by an Act of Parliament No. 17 

of 1992, which became operational on the 1

st

March 1993 by public notice No.55 in the 

official Gazette. The Act was however replaced by the Open University of Tanzania 

Charter of 2005, which became operational on 1

st

January 2007.In line with the Charter, 

the Open University of Tanzania mission is to generate and apply knowledge through 

research. 

 

3

.        To facilitate and to simplify research process therefore, the act empowers the Vice 

Chancellor of the Open University of Tanzania to issue research clearance, on behalf of 

the Government of Tanzania and Tanzania Commission for Science and Technology, to 

both its staff and students who are doing research in Tanzania. With this brief 

background, the purpose of this letter is to introduce to you Mr. Bakar M. Bakar Reg. 

No: PG202087153), pursuing Master of Project Management (MPM). We here by grant 

this clearance to conduct a research titled “Assessing the Impact of Human Resource 


[image: image6.emf]


Planning on Construction Project Completion in Zanzibar”. He will collect his data at 
your Ministry from 4th December 2023 to 31st January 2024.  



 



4.  In  case  you  need  any  further  information,  kindly  do  not  hesitate  to  contact  the 



Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O.Box 23409, 



Dar es Salaam. Tel: 022­2­2668820.We  lastly  thank you  in advance  for your assumed 



cooperation and facilitation of this research academic activity. 



 



 



 



 



 



Yours sincerely, 



THE OPEN UNIVERSITY OF TANZANIA 



 
Prof. Magreth S.Bushesha 



      For: VICE CHANCELLOR 
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