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Abstract 

Human resource management is primarily concerned with ensuring that a  project has 

sufficient human resources, with the correct skill-sets and experience, for the project to be 

successfully completed. This study explored the human resource management practices and the 

challenges of such practices. It was a descriptive survey design. A purposive sampling technique 

was employed to 136 respondents, out of which 122(92.2%) responded to the questionnaire 

administered indicating a high return-rate. Plus to this, semi structured interview was used for 

triangulation purpose. Data were analyzed quantitatively using SPSS version 23 showing Means 

and Standard Deviations. Also Kendall ranking method was conducted to identify the major 

challenges of the human resource management practices. It was established that the selected 

construction projects in Jimma town have put in place diverse training and development 

programmes, appraisal practices, career planning and employee participation practices, rewards 

and compensation policies to enhance the performance of their staff. The study concluded that the 

key challenges of the human resource management practices were high labor turnover, lack of 

incentives and benefits, inadequate retirement benefit, skill gap, null occupational health and 

safety practices. The study, therefore, recommended that the construction projects need 

strengthening their policies on monitoring and supervision, reward system, performance 

appraisal practices in order to mitigate the impact of the challenges on the employees. Plus, 

construction projects need to provide workers with the necessary Personal Protective Equipment, 

which include safety belts, retaining belts, safety ropes, and safety harness and catch nets to 

prevent being hit by falling materials and falling from heights. Furthermore, workers need to be 

continuously trained on the importance of using PPE. 
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CHAPTER ONE:INTRODUCTION 

This chapter covers the following elements. To start with, it covers the background of the study 

which looks into the previous related works on human resource management practices and 

challenges from global as well as local perspectives. Besides, the chapter presents problem 

statement that talks about the rational/s behind the study under discussion. What is more, research 

questions, objectives, scope, significance and limitation of the study are part and parcel of the 

chapter. As a final point, chapter one presents the organization of the study. 

1.1 Background of the Study 

The construction industry has been described as an indicator by which the economic development 

of a nation is measured. This is because construction projects provide infrastructures required to 

drive socio-economic development and contributes to the Gross Domestic Products (GDP) as 

well as the living standard of its population. Construction process itself involves various activities 

with humans as a fundamental factor to the success of these activities (Ameh and Daniel, 2017). 

While it is true that machines have been developed to replace human in carrying out construction 

tasks (Rotman, 2013), it is also true that the machines cannot operate themselves. They have to be 

operated by human in order to achieve desired results. However, the low level of mechanization 

in the construction sector of developing countries leaves it with no option than to heavily rely on 

Human Resource (HR) for its operations. In the construction industry of developing countries, 

HR makes up significant part of the project cost. Cost of HR includes personnel administration, 

employee training, communication cost, welfare and compensation for health and safety. It, 

therefore, means that an effective human resources management (HRM) will result in highly 

motivated workforce leading to high productivity, quality improvement and minimize cost and 

time overruns. 

 

Furthermore, human resource management is a coherent approach to the management of an 

organization‟s most valued assets; these include the people that work collectively in the 

organization so as to contribute to the achievement of its objectives. HRM in essence deals with 

the process of attracting, developing and maintaining a talented and energetic workforce to 

support organizational objectives. The project oriented nature of construction activities, which is 

characterized by projects that are custom built to client satisfaction, nomadic nature of the labour 



 

force, uncertainties associated with the production process among others makes HR policies and 

practices uniquely different from those of manufacturing, health, and hospitality industries and 

thus a fundamentally different HRM models (Huemann and Keegan, 2007). 

 

As to Chan, Clarke and Dainty (2010), Erlick and Grabelsky, (2005) and McGrath et al (2011), 

employment in the construction project is characterized by relatively high rates of labour 

turnover, which manifests in periodic labour shortage. A further point is that, the growth of 

Small and Medium Enterprises (SMEs) within the construction sector and the use of labour only 

sub-contractors, according to Dainty, Ison and Root (2004), Shafeek (2016), have reduced 

commitment and investment in human resource training within the industry.  

 

Further, labor turnover within the industry is also attributed to migration of skilled intellectuals 

and technical personnel both from and within developing countries in search of better work 

condition. In this regard, Ameh and Daniel (2017) state that Nigeria, Kenya and Ethiopia are the 

most affected countries by emigration in Africa. Labour turnover in the industry under 

discussion is believed to be caused by ineffective human resource management, which is 

characterized by poor training or lack of opportunity for training, poor wages and compensation 

issues, irregularity of the workload, safety issues among others. 

 

What‟s more, in Nigeria, Oladipo and Abdulkadir (2011) examine the extent to which strategic 

human resource management is practiced in the manufacturing sector and the relationship 

between strategic human resource management and organizational performance. The results 

show that strategic human resource management was moderately practiced in the Nigerian 

manufacturing companies. Results also indicate that line management devolvement, innovative 

recruitment and development of personnel, equity based compensation system, performance 

appraisal system, effective career planning system and a vigorous employee participation in the 

organizations‟ decisions and actions are the key strategic human resource practices which 

influence organizational performance in the  sector. It, therefore, implies that companies 

operating in the manufacturing sector should pay more attention to these practices with a view to 

improving their implementation across the industry. 

 



 

Construction industry accounts for a significant portion of world economic activities, especially 

in emerging economies like Ethiopia where infrastructure developments are much needed. 

Moreover, the construction industry is typically characterized as a labor-intensive and low-tech 

sector. Meanwhile, it is also the sector consistently found the least productive. Commonly cited 

reasons for such poor performance in this sector are fragmentation, project-based culture, and 

temporary teams. These factors have something in common; they pointed to the difficulty in 

managing human resources. Therefore, one way to increase the performance of this sector is to 

leverage more on human capital through the use of human resource management (HRM). In this 

study, therefore, the researcher attempted to assess human resource management practices and 

challenges in some selected construction firms with reference to Jimma town, Oromia Regional 

State.  

1.2 Statement of the Problem 

Ethiopia is the second most populous country in Africa with an estimated population of 110 

million people (Worldometers, 2017). It is for this reason that the Ethiopia‟s population and 

human resource base make it one of the most attractive countries for foreign investment in Africa. 

As foreign and local firms increase their involvement in Ethiopia, they will need to build 

capabilities and utilize local competencies. The knowledge of human resource management 

(HRM) and more importantly perhaps, HRM practices and challenges in Ethiopia will become 

increasingly critical to do businesses in Ethiopia and ultimately their success. Hence, the way to 

get things done cannot be divorced from local values, customs, and the overall external cultural 

environment. 

 

As to Tsegaye (2014), the construction industry in Ethiopia is one of the most labour intensive 

industries; however, very little importance is given to the human resource management issues. 

The challenges faced by the human resource in this sector are quite different from other labor 

intensive industries (Getnet & Admit, 2005). The Human resource management function is 

perceived as centralized head office function though most of the problems arise at operational or 

project level. The industry‟s project based structure comprises of diverse range of people from a 

wide range of occupational cultures and backgrounds, including people in unskilled, craft, 

managerial, professional and administrative positions. Thus, the construction industry operates 



 

in a very dynamic environment where demands change from project to project, making the 

management of this diverse work force more difficult. The project based structure of this 

industry creates a problem in usage of central tenets of HRM strategies at operational level of 

projects. 

 

Apart from this, some local studies have been conducted in varies sectors. For instance, 

Wasbeek (2004) examines how human resources are managed at selected Ethiopian private 

companies, how Ethiopian human resource management practice is evolving, and how it can be 

improved. And the outcome of the study shows that an understanding of Ethiopian human 

resource management practice makes it possible to improve Ethiopian human resource 

management practice, and thus to increase employee productivity. As to Wasbeek (2004), 

Ethiopian human resource management practices differ from human resource management 

practices in the West due to differences in cultural factors, economic systems, political systems, 

and legal and industrial relations.  

 

More important, the researcher states that the importance of human resource management is not 

uniformly understood at all the case-study companies. Although the multinational companies 

based in Ethiopia see their human resources as the companies‟ most important asset, as human 

capital, the local companies generally do not. 

 

Other studies on human resource management in Ethiopia focus on other industries. For 

example, Shiferaw (2013) assesses HRM practice in Ethiopian Public Health Association 

(EPHA), and the finding shows that there are gaps in HRM practices regardless of HR 

manager‟s high level of education in their respective job fields. In another study, Hagere (2017) 

examines the effect of compensation practices (focusing on salary, benefit, career growth 

opportunity, supervisor support and non-financial recognition practice) on professional 

employees‟ turnover intention in an organization called GOAL Ethiopia. The result shows that 

salary is the main factor in influencing employees‟ turnover intention followed by supervisory 

support, career growth opportunity and non-financial recognition in a respective manner. 

 



 

Further, construction is a project based industry which involves all project participants such as 

clients, designers, contractors, constructors, and consultants. Most project participants have a 

short-term relationship of cooperation during the project period. Often they can be from 

different cultural backgrounds, and also possess different construction professional and skill 

levels. Due to the characteristics of construction projects and various project participants, an 

increasingly urgent need is to implement HRM and to manage relationships among project 

participants. Nevertheless, with reference to human resource management practices and 

challenges in the Ethiopian construction projects, previous studies could not show the extent to 

which the construction sectors practice the human resource management functions and what are 

the confronting  challenges while implementing these dimensions.  This study, therefore, 

focused on the assessment of HRM practices and challenges in some selected construction 

projects in Jimma town. 

1.3 Basic Research Questions 

This study focused on the following basic research questions. 

1. To what extent do construction projects under the study practice the human resource 

management?  

2. What are some of the challenges the construction projects under the study encounter while 

they practice HRM, if any? 

3. What challenges face construction projects to implement OHS policies and procedures? 

1.4 Objectives of the Study 

This study has both general and specific objectives. 

1.4.1 General Objective of the Study 

 

Ultimately, this study attempted to assess the human resource management practices and 

confronting challenges in the construction projects with reference to Jimma town. 

 

1.4.2 Specific Objectives of the Study 

 

In specific terms, this study tried to: 



 

 Assess the practices of human resource management in the selected construction projects; 

 

 Identify some of the challenges facing the selected construction projects in line with 

human resource management practices. 

 

 Explore the challenges and problems face construction projects to implement OHS 

policies and procedures? 

1.5 Significance of the Study 

From project human resource management perspective, this study will show HR professionals 

the practices and challenges construction firms encounter. This, in turn, will help to take the 

corrective actions. Again, for the project managers, it will orient to focus on the work force and 

plan to minimize the challenges that they face. Finally, it is the researchers‟ faith that this study 

will contribute its share as the starting point and reference for other studies to be conducted in 

the field.  

1.6 Scope of the Study 

Although the concept of human resource management function and practices are so broad, this 

study delimited itself only to certain functions: human resource planning, recruitment and 

selection, training and development, performance appraisal and reward management, 

motivation and labor relation, occupational health and safety (OHS). So, the study made 

an effort to assess the human resource management practices and challenges in some selected 

construction projects. Besides, methodologically the study was delimited to descriptive survey 

design with purposive sampling technique. Moreover, the study was confined geographically to 

Jimma town, and periodically, it was conducted from February to May 2019. 

1.7. Limitations of the Study 

To state some of the limitations of this study, the study‟s scope was the first limit; it took into 

account only some selected construction projects in Jimma town. In other words, other giant 

construction projects outside Jimma town were not included for the fact that some huge 

construction projects terminated their activities. For this reason, the outcome of this study will 



 

not be generalized to all mega construction projects in Jimma Zone and Oromia Regional State 

in particular and in Ethiopia in general. Since little research has been done in this area, it mainly 

based on primary data.  

 

1.8 Operational Definitions of Key Terms 

Human Resource: refers to the talents and energies of people who are available to an 

organization as potential contributors to the creation and realization of the organization's mission 

and vision. 

Challenges: For this study challenges are obstacles or impediments that hinder effectiveness of 

human resource development practices in the selected sector  

Human Resource Management: refers to the process of hiring and developing employees so that 

they become valuable to the organization 

Developing country: a country with a less developed industrial base  and a low Human 

Development Index relative to other countries 

1.9 Organization of the Study 

The study under discussion has been organized into five chapters as pointed out below. To 

commence with, chapter one entails the background, purpose statement, basic research questions, 

research objectives (general and specific) significance, scope, limitation of the study, and 

operational definition of key terms. In addition, in chapter two related literature review of the 

study has been presented. This chapter deals with the following key relevant literatures: it starts 

with the concept of human resource and human resource management, an overview of theories 

underlying HRM, empirical studies, HRM practices (recruitment and selection, training and 

development, reward and compensation, performance appraisal, occupational health and safety… 

etc). In addition, chapter two discusses the prominent challenges construction projects face while 

they practice the human resource management. Chapter three presents the research methodology 

and provided the research design, approach, participant of the study, sampling technique, sample 

size, data sources and types. Plus, the third chapter deals with data collection tools and 

procedures, methods of data analyses and ethical considerations.  
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In the fourth chapter, the analysis of the collected data and interpretation were presented. Based 

on the data, further discussions on the findings were also made.  Chapter five, the final chapter, 

presents the summary, conclusions and recommendations based on the findings of the study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

CHAPTER TWO: REVIEW  OF RELATED 

LITERATURE  
 

This chapter wraps up review of relevant literature which includes the concept of human resource 

and human resource management, theories underlying human resource management, human 

resource management practices, empirical review, conceptual framework of the study, 

2.1 The Concept of Human Resource and Human Resource Management 

Human Resource (HR) is the most important asset for any organization, and it is the 

sources of achieving competitive advantage. Furthermore, human resource is considered 

as the most important resource of the organizations, and it became vital for the success of 

any organization (Tayeb, 2005). 

 

On the other hand, human resource management(HRM) refers to the policies and practices 

including HRP, job analysis, recruitment selection, orientation, compensation, 

performance appraisal, training development, and labor relation (Dessler, 2007). This 

implies that HRM is all about the management of people in the organizations. It comprises the 

activities, policies, and practices involved in obtaining, developing, utilizing, evaluating, 

maintaining, and retaining the appropriate number and skill mix of employees to accomplish the 

organization‟s objectives.  

 

Above and beyond, HRM aims to ensure that the organization obtains and retains the skilled, 

committed and well-motivated workforce it needs (Abraham, Kusi
 
& Mensah, 2018). This means 

taking steps to assess and satisfy future people needs and to enhance and develop the inherent 

capacities of people; their contributions, potential and employability by providing learning and 

continuous development opportunities. In short, HRM is related to rigorous recruitment and 

selection procedures, performance-contingent incentive compensation systems, and management 

development and training activities linked to the needs of various organizations. 

 

HRM has several aims, including maximizing employees‟ contributions in order to achieve 

optimal productivity and effectiveness, while at the same time achieving the objectives of 



 

individual employees and those of the society; supporting the development of firm-specific 

knowledge and skills that are the result of organizational learning processes; and enhancing 

motivation, job engagement and commitment by introducing policies and processes that ensure 

that people are valued and rewarded for what they do and achieve and for the levels of skill and 

competence they reach (Kusi, 2017; Anbuoli, 2016). To Dessler (2008), HRM aims to develop 

and implement policies that balance and adapt to the needs of its stakeholders and provide for the 

management of a diverse workforce, taking into account individual and group differences in 

employment, personal needs, work style and aspirations and the provision of equal opportunities 

for all. 

2.2 Theories Underlying Human Resource Management 

Experts in the field of construction work have developed theories regarding how to successfully 

use HRM in specific conditions of construction. For example, Nesan and Holt (1999) described a 

new construction philosophy, which is largely concerned with the idea of increasing level of 

employee empowerment. Similarly, Olomolaiye et al. (1998) proposed the lean construction 

philosophy, which combines existing techniques and principles in a new dimension for 

productivity improvement and cost reduction by stimulating employees.  

 

On top of this, there are a number of theoretical arguments (e.g. expectancy theory, resource-

based theory, human capital theory) that underlie in human resource management. The following 

are some of the fundamental theories reviewed in conducting this study. 

2.2.1 Expectancy Theory 

 

According to MacDuffie (1995), as cited in Mussie (2006), expectancy theory assumes that if an 

employee is to be productive, three elements must be in place: competence, motivation and role 

clarity. Likewise, the expectancy theory proposes that HRM outcomes (employee competence, 

motivation and role clarity) mediate the relationship between HR practices and employee 

performance. Employee performance, in turn, positively affects performance at the organization 

level. To put in a very simple term, the expectancy theory says that an employee will be motivated to 

exert a high level of effort when he or she believes that: 

 Effort will lead to a good performance appraisal. 



 

 A good appraisal will lead to organizational rewards. 

 The organizational rewards will satisfy his or her personal goals. 

The key to the expectancy theory is an understanding of an individual's goals and the relationships 

between effort and performance, between performance and rewards, and finally, between the 

rewards and individual goal satisfaction. When an employee has a high level of expectancy and 

the reward is attractive, motivation is usually high. 

Therefore, to motivate workers, managers must strengthen workers' perceptions of their efforts as 

both possible and worthwhile, clarify expectations of performances, tie rewards to performances, 

and make sure that rewards are desirable. 

2.2.2 Resource-Based Theory 

 

Resource-based theory states that the possession of resources is valuable, difficult to imitate, 

rare, and cannot be substituted (Dunford, Snell & Wright, 2001). Furthermore, the resource-

based theory suggests that organizations should look inside the company to find the sources of 

competitive advantage through the use of their resources. A competitive advantage is an 

advantage that a firm has over its competitors that allow it to generate sales or margins and/or 

retains more customers than the competition. A firm's competitive advantage evolves from the 

resources that the organization has. To enable employees to become a source of a firm‟s 

competitive advantage, it is necessary to affirm several principles that underscore the link 

between a firm‟s human resources and its business strategy. 

 

According to Karami et al. (2004), there are four principles that link the two: 1. the firm must 

seek to ensure that it has capable and committed employees; 2. The firm must commit to the 

strategic importance of human resources to the success of the business; 3. Human resource 

activities must be managed by specialists; 4. Human resource management is integrated into 

business strategy. 

2.2.3Human Capital Theory 

 



 

The human capital theory fuels the idea that employees‟ knowledge and skills can be developed 

through investment in education or training that is, learning (Hatch and Dyer 2004). What‟s more, 

these scholars argue that, on the whole, investments in education and training will improve 

productivity; however, it is the type of training that determines who will pay for the training, that 

is, the employee or the firm.  

2.2.4 Reinforcement Theory 

Wei and Yazdanifard (2014) explain that the reinforcement theory, based on E. L. Thorndike's 

law of effect, simply looks at the relationship between behavior and its consequences. This theory 

focuses on modifying an employee's on‐the‐job behavior through the appropriate use of one of the 

following four techniques: 

Positive reinforcement rewards desirable behavior. Positive reinforcement, such as a pay raise or 

promotion, is provided as a reward for positive behavior with the intention of increasing the 

probability that the desired behavior will be repeated. 

Avoidance is an attempt to show an employee what the consequences of improper behavior will 

be. If an employee does not engage in improper behavior, he or she will not experience the 

consequence. 

Extinction is basically ignoring the behavior of a subordinate and not providing either positive or 

negative reinforcement. Classroom teachers often use this technique when they ignore students 

who are “acting out” to get attention. This technique should only be used when the supervisor 

perceives the behavior as temporary, not typical, and not serious. 

Punishment (threats, docking pay, and suspension) is an attempt to decrease the likelihood of a 

behavior recurring by applying negative consequences. 

The reinforcement theory has the following implications for management: 

 Learning what is acceptable to the organization influences motivated behavior. 

 Managers who are trying to motivate their employees should be sure to tell individuals 

what they are doing wrong and be careful not to reward all individuals at the same time. 



 

 Managers must tell individuals what they can do to receive positive reinforcement. 

 Managers must be sure to administer the reinforcement as closely as possible to the 

occurrence of the behavior. 

 Managers must recognize that failure to reward can also modify behavior. Employees who 

believe that they deserve a reward and do not receive it will often become disenchanted 

with both their manager and company. 

2.2.5.Goal-setting Theory 

The goal‐setting theory, introduced in the late 1960s by Edwin Locke, proposes that intentions to 

work toward a goal are a major source of work motivation. Goals, in essence, tell employees what 

needs to be done and how much effort should be expanded. In general, the more difficult the goal, 

the higher the level of performance expected (Shantz, & Latham, 2009). 

Managers can set the goals for their employees, or employees and managers can develop goals 

together. One advantage of employees participating in goal setting is that they may be more likely 

to work toward a goal they helped develop. 

No matter who sets the goal, however, employees do better when they get feedback on their 

progress. In addition to feedback, four other factors influence the goals‐performance relationship: 

 The employee must be committed to the goal. 

 The employee must believe that he is capable of performing the task. 

 Tasks involved in achieving the goal should be simple, familiar, and independent. 

 The goal‐setting theory is culture bound and is popular in North American cultures. 

If the goal‐setting theory is followed, managers need to work with their employees in determining 

goal objectives in order to provide targets for motivation. In addition, the goals that are 

established should be specific rather than general in nature, and managers must provide feedback 

on performance. 

 



 

2.3 Human Resource Management Practices in the Construction Industry 

HRM practices are the primary means by which firms can influence and shape the skills, 

attitudes, and behavior of individuals to do their work and thus achieve organizational 

goal (Senyucel, 2009). Likewise, HR practices are designed to improve the knowledge, 

skills and abilities of employees, boost their motivation, minimize or eliminate loitering 

on the job and enhance the retention of valuable employees. The following HRM 

practices, Human Resource Planning, recruitment and selection, training and 

development, performance appraisal, compensation and reward are examined in details. 

2.3.1 Human Resource Planning (HRP) in Construction Industry 

Planning of the human resource in organization is an important activity in which the 

employer should be able to define what the requirements are and how these can be 

satisfied. According to Reilly (2003), HRP is the process including forecasting, developing, 

and controlling by which a firm ensures that it has the right number of people and the 

right kind of people, at the right place, at the right time, doing work for which they are 

economically most useful.” Organization dependence on the availability of the right 

person, at the right time for fulfilling job requirements cannot be debated. All well 

thought out plans for replacement of staff, growth of business, or for attempts to diversify 

depend on the timely availability of qualified employees. 

The HRP is very important for the organization as the employees are constantly changing 

so management needs to respond to the changes and update the plans accordingly. Here, 

the aim is to explain what the HRP are and how the planning is executed in a challenging 

environment and changing of employees. 

A further point is that the HRP practice starts from making a plan which is an assessment 

of the future development and their possible impact on the employee issues (Armstrong 

2010). This plan is affected by the organizations strategy as well as with practices and 

methods. Then, there is need for workforce analysis internally and externally to define 

the present situation (Bratton and Gold, 2003). 



 

On the other hand, there is need for forecasting the future demand, supply and 

requirements of the current and potential employees. 

Finally, it is required to make an action plan according to the forecasts which can include 

training, promotions or external recruitments (Armstrong 2010). Furthermore, it is 

management‟s responsibility to forecast and plan the HR practices accordingly. The 

possible problems with HR planning can be avoided with planning techniques that are 

used to identify the problems with the man power. 

However, the main aim of the HRP is to reduce waste in employing people, reduce 

uncertainty about current manpower levels and future needs, and eliminate mistakes in 

staffing. Its purposes also include avoiding worker and skills shortages, stopping the profit 

eroding effects of being over or under staffed, preparing succession plans and shaping 

the optimum future workforce by hiring the right managers, technical specialists and 

skilled workers in appropriate numbers (Farnham, 2006). Therefore, the purpose of 

having a HRP either in the short run or in the long run, is to have an accurate estimate of 

the number of employees required with matching skill requirements to accomplish the 

organization‟s goals and objectives. 

2.3.2 Recruitment and Selection in Construction Sector 

Recruitment is defined as a process of bringing in the right people who have the potential of 

making a positive contribution to a particular organization regardless of whether it is for short 

term or long term (Bratton and Gold, 2003). As to Siew (2014), recruitment can be stimulated by 

the following reasons:  

 an employee decides to leave a company due to retirement or better job offer  

 organizational expansion which requires immediate work force  

 changes in global environment requiring different skilled employees 

 

Further, recruitment is a process of seeking and attracting a pool of people in order to 

select qualified candidates for vacant positions within the organization (Gusdorf, 2008). 

Besides, recruitment and selection is a process that consists of four different stages 

which are defining requirements, planning recruitment, attracting candidates and 



 

selecting candidates. This is part of the actionable HRP and all these steps should be 

taken according to the demands of the organization (Armstrong 2010). Armstrong 

suggests that the behavioral and technical competencies, qualifications and experiences 

are part of job roles. 

 

The defining of requirements starts from the organization strategy and the HRP which 

define the kinds of employees needed and what kind of activities they are to execute. 

This comes down to analysis and definitions of competencies and characters required 

for the specific job role (Bratton and Gold 2003, 2008).  

 

According to Compton, Morrissey, & Nankervis (2014), recruitment is a process of 

searching for prospective employees and stimulating them to apply for jobs.  

 

Recruitment can be internal or external. Internal recruitment is looking for candidates 

among employees already working in the organization. It involves techniques like job 

posting. In this method, notices about vacant positions are posted in central locations. 

Throughout the organization, and employees are given a time to apply these positions. 

Another method used in internal recruiting is to seek recommendations from present 

employees regarding friends who might fill vacancies. External recruiting, on the other 

hand, seeks for candidates from outside the organization. The methods of external 

recruiting can be listed as follows: referrals, media advertisements, campus recruitment, 

working with employment agencies using computer databases (Shiferaw, 2013). 

 

On the other hand, according to Mondy (2010), selection is the process of choosing 

from among the candidates from within the organization or from outside, the most 

suitable person for the current position or for the future position. 

 

Every organization has its own selection policy. Selection is the decision of making 

process. Selection is the process of choosing from a pool of applicants the individuals 

who best fit their selecting criteria for a position (Byars & Rue, 2006). 

Generally, the organization selection process begins with the completion of the 



 

application form be the applicants. 

 

The next step is preliminary screening interview in which minimum qualifications of 

applicants are screened and a brief personal interview is conducted to form general 

impression of the candidates and obtain key information about them. 

 

The other step is to make employment tests such as knowledge and skills tests, 

emotional intelligence tests, integrity tests, personality tests and other work related tests. 

The next step is employment interviews are conducted in which these interviews can be 

in different formats, structured, unstructured, or semi structured. 

 

In the structured interview, the interviewee received a set of questions that have been 

prepared in advance by the interviewer. However, in unstructured interviews, the 

candidate controls the flow of the conversation. The interviewers do not direct the 

interviewees; rather they repeat the questions or statement by the candidates to 

encourage further discussion. 

 

2.3.3 Performance Management in Construction Companies  

 

Performance management is about performance, and it is a necessary part of HRM. 

Armstrong and Baron (2010) define performance as a strategic and integrated approach 

to delivering sustained success to organizations by improving the performance of the 

people who work in them and by developing the capabilities of teams and individual 

contributors. It is concerned with performance improvement, employee development 

satisfying the needs and expectations of all the organization‟s owners, management, 

employees, customers and the community. 

 

Furthermore, performance management is the process by which executives, managers, 

and supervisors work to align performance with the firm‟s goals. It is the activity used 

to determine the extent to which an employee performs work effectively. 

In other terms, performance management includes performance appraisal, performance 

review, employee evaluation, employee appraisal and merit. It creates an environment 



 

in which a continuing discussion between managers and the members of their teams 

takes place to define expectations and share information on the organization‟s mission, 

values and objectives performance management includes setting goals, evaluating 

outcomes and giving feedback to improve the future performance of an employee, team 

or the organization in general. It is supposed to direct the behavior to desired direction 

and motivate people by having clear objectives and the opportunity to correct the 

behavior according to the feedback. 

 

The way of giving corrective feedback should be practiced, and the manager should 

always stay polite, calm and professional. It has been argued that the most powerful 

mean of performance management is goal setting. If the goals can be made and achieved 

in a certain period of time it would mean that a person has control over the environment 

as well as the time could be managed (Schneider and Barsoux, 2003). 

 

An effective performance appraisal system involves two way communications between 

the supervisor and the subordinate about performance. Evaluation should not be viewed 

simply as a once a year completion of rating forms, it should be a continuing process. 

For a formal performance appraisal to be effective, six steps must be taken according to 

Ivancevich (2004). 

 

1. Establish performance standards for each position. 

2. Establish performance evaluation policies on when and how often to evaluate, who 

should evaluate, the criteria for evaluation to be used. 

3. Have raters gather data on employees performance 

4. Evaluate employees‟ performance 

5. Discuss the evaluation with the employee 

6. Make decision and file the evaluation. 

Performance evaluation interviews that involve feedback evaluation information can be 

effective if the evaluation information is meaningful, clear, and helpful. On the other 

hand, feedback information can be quite stressful if the evaluation is considered unfair, 

inaccurate, and poorly designed. 



 

Selecting the best appraisal approach for the employees and managers to use is an 

important decision, properly performed performance evaluation contribute to 

organizational objectives and employees development and satisfaction. If objective done 

well, the appraisal can help identify a better worker from a poor one.  

 

An effective appraisal system is an asset to the organization. McMahon (2013) viewed the 

objective of performance appraisal as follows. Accordingly appraisal should serve the 

following objectives: 

 

1. Help the employee to overcome his weakness and improving his strength and this 

enable him to improve his performance 

2. Generate adequate feedback and guidance from the immediate supervisor to an 

employee working under him 

3. Help identify employees for the purpose of motivating, training and development 

them. 

4. Identify employees for salary increase, promotion and transfer 

5. Identify training needs. 

 

Therefore, a good performance plan can give a sense of direction and utilize human 

potential and enhance individual and organizational performance. Supervisors should 

work hard by helping employees to meet their expectations on the other hand, 

conducting periodic performance appraisal is very important by comparing the last period 

with the current period. 

 

In addition, supervisors should identify the employee‟s strength and weakness, and may 

plan ways of avoiding their weakness and develop their skills, knowledge and 

experiences to fully apply their strength toward improving the work performance 

effectively and efficiently. 

 

It was reported that PRP is the most popular evaluation technique in the construction sector. PRP 

focuses wholly on output and process criteria and employees are rewarded based on the 



 

achievement of goals (Loosemore et al., 2003). According to Druker and White (1996), one of the 

major challenges in the construction industry is the capacity to perform efficient PRP systems 

partly because of the somewhat „volatile‟ nature of the construction industry where employees are 

constantly rotated around different projects. To achieve this, a few methods such as competency-

based or skills-based systems have been developed. The distinctive feature among all of them is 

the nature in which assessment is carried out. Some adopt a qualitative approach through the 

description of an employee‟s performance while others adopt a more quantitative approach via an 

employee performance rating scale. Yet, to this end, there is hardly any proposal recommending 

sustainability competencies for employees within the construction industry. „You can‟t manage 

what you don‟t measure‟. Without sustainability competencies, there is simply no indication as to 

how employees are contributing or working towards the attainment of sustainability goals. The 

following section in this paper fills this gap accordingly. 

2.3.4 Training and Development in Construction Firms 

 

Training and development constitute an ongoing process in any organization and it is one 

of the HRM practices of construction sectors. In addition, training and development 

encompasses three main activities: training, education and development. Firms that offer 

training and employee development are making a visible investment in employees. 

Among its positive outcomes, this investment increases employability for the individual 

employee (Cheng and Ho, 2001). 

 

The human resource training and development system of an organization if key 

mechanisms in ensuring the knowledge, skills, and attitudes that are necessary to achieve 

organizational goals and create competitive advantage(Quartey,2012). Besides, training is 

planned effort that facilitates the acquisition of job related knowledge, updating of skills 

sets, and impacts the behavior of an employee. 

“Training is the formal and systematic modification of 

behavior through learning which occurs as a result of 

education, development and planned experience (Armstrong, 

2001:543).” 



 

In contrast, staff development refers to the development of supporting technical and 

professional staff in organizations. Its aims are to enable such employees to perform their 

current and future role effectively (Shiferaw, 2013). 

In the environment of today‟s business an employee is needed to cope with various 

pressures and are required to keep their skills and knowledge current to stay and remain 

competitive. Thus, demand for a well-qualified workforce becomes a strategic objective. 

In the implementation of HRM tools training is an important factor responsible for 

productivity. Higher productivity observed in organizations is a direct outcome of training 

programs. Untrained workers tend to change job more often. 

Bradley, Petrescu and Simmons (2004), explain that an increasing in high performance 

work practices converts decreasing in turnover Training programs are particularly helpful 

when an employer is experiencing a high degree of employee turnover more so during the 

times of economic uncertainty. Even during the times when the business is flourishing an 

organization should proactively earmarked their investment for on the job training and 

other training programs balancing the cost of training with the perceived benefits of 

productivity. 

On the other hand, a trained worker has got the required skills and knowledge and can be 

candidate for job turnover because, after having training, employee may decide to leave 

the organization to find a better job in another organization. 

Therefore, job satisfaction is crucial factor to retain the employee from shifting his or her 

jobs. It can be expected that firm‟s investments in training will have a positive impact on 

the extent to which the firm actually succeeds in developing the skill and knowledge of its 

employees. 

Organizations with superior training programs may experience lower staff turnover than 

organizations that neglect staff development. 

In the field of HRM, training and development is the field concerned with organizational 

activity aimed at improving the performance of individuals and groups in organizational 

settings. HRM practices influence employee skills through the acquisition and 



 

development of firm‟s human capital (Afshan, 2012). Organizations can adopt various 

HRM practices to enhance employee skills (Claudia, & Katja, 2011). First, such practices 

can be used for improving the quality of the individuals hired by raising the skills and 

abilities of current employees. Second, organizations can improve the quality of current 

employees by providing comprehensive training and development activities after selection 

of workers. 

Therefore, firms with superior training programs are likely to experience lower staff 

turnover than companies that neglect staff development (Muhammad & Shamaila, 2013). 

Also more investment in training and employee development is positively related to 

organizational effectiveness, increased productivity and reduces employee‟s intent to 

leave the organization (Green, Felstead, & Mayhew, 2000).The investment in employee 

learning, training and development is a way of creating a primary internal market, and 

policies aimed at upgrading skill reduce an organization‟s dependency on external source 

of skill (Bratton and Gold, 2007). 

A good system of training and development starts with the identification of training need 

assessment. An organization needs to assess its people‟s skills training needs by variety of 

methods and then structure the way that the training and development is to be delivered 

and the top level management being with HRM should give due attention on training and 

development programs and help their employees in training so that they can be competent 

and effective in their work performance to achieve the organization‟s objectives are met. 

2.3.5 Compensation (Reward) Management in Construction Firms 

Compensation is one of the human resource management functions that deals with every 

type of reward individuals receive in exchange for performing organizational tasks, such as 

wages, salaries and bonuses. 

The objective of the compensation function is to create a system of rewards that is 

equitable to the employer and employees. Green, Felstead, & Mayhew (2000) assert that the 

compensation system is recognized as employee merit and it is widely linked with firm 

outcomes. Compensation by its definition means all monetary payments and all 

commodities used instead of financial to recompense employees. The reward system was 



 

organized to attract and motivate so as to keep employees. 

According to Bratton and Gold (2007), reward refers to all the financial, non financial and 

psychological payments that an organization gives for the employees in exchange for the 

work they perform. Regardless of any other rewards, it gives to its employees, an 

organization must make three main decisions about monetary reward how much to pay, 

for whom to pay, and how much to pay. Emphasis should be placed on monetary reward 

as part of the total employment relationship. 

Mulolli, Islami & Skenderi (2015) suggest that compensation and reward can be powerful 

tools for getting efforts from the employees to fulfill the organizations goals. 

Reward management is closely related to the performance management as usually the 

rewards follow after successful performance. Rewards can be divided into financial and 

non financial rewards and different strategies can be adopted for the allocation of rewards 

(Armstrong 2010). 

In practice, the rewarding should be based on the type of job the individual is doing and 

how one performs the job, although the demand and supply of the labor force are 

increasingly affecting the rewarding. The reward is seen as a tool of managing which 

supports the success of organization and motivates the workforce to act according to the 

values and objectives of the organization. 

The rewarding has many different systems to follow. The financial rewards can be base 

pay, and performance related pay. Base pay is determined with internal and external rates 

that are the form of job evaluation and market rates and it is expressed with relation to a 

certain time period i.e. year, month, and week. The levels of pay are agreed with 

individual agreements or with collective agreements/with labor unions (Armstrong 2010). 

To complement financial rewards, there are different tools of non financial rewards. 

Those focus on the needs that people have for recognition, achievement, responsibility, 

influence and personal growth. Money alone cannot be relied on motivating employees to 

work, so it should be reinforced with these non financial rewards. If the motivation is 

achieved in such means, it can have longer lasting and powerful effect on people 



 

(Armstrong 2010). 

However, choosing an appropriate compensation mechanism is probably the core problem 

of HRM and represents the heart of personnel economics (Ayalew, 2018). Further, he 

states that compensation packages must be consistent with profit maximization on the part 

of the firms, but they should also provide workers with the incentives to do as well as 

possible. In addition, incentive compensation has a positive impact upon organizational 

performance, lower employee turnover and increases sales growth (Muhammad & 

Shamaila, 2013). Particularly, salary growth effects on turnover are greatest for high 

performer that is high salary growth performing employees in the organization.  

To summarize, employees need to be paid so that they are able to live. Pay needs to be 

adequate and equitable. Money is not the only reward and compensation and may not 

motivate employees to be more productive, other benefits are also need to be looked at. 

2.3.6 Motivation and Labor Relation Practices in Construction Firms 

Motivation starts with good employee morale, the mental attitude of employees toward their 

employer and jobs. High morale implies sign of a well-managed organization; however, poor 

morale shows up in many ways, including absenteeism, employee turnover, strikes, falling 

productivity, and rising employee grievances (Ameh, & Daniel, 2017). 

 

Further, Akpala (1982) as cited in Blessing, et al (2017), states that labor relations or labor–

management relations connote a relationship between worker, not as individuals but in their 

collective identity, and the employer. The concept, labor relations is narrower in scope than 

industrial relations, because, it concerns the internal arrangement between employers and the 

unions in a bi-partite relationship. Their activities would seem to exclude the possible intervention 

of the government as umpire in the employment relations regulations. When such intervention by 

the government as a third party occurs, the relationship becomes more involved and is known as 

industrial relations.  

 

Industrial relations are regarded to be wider than labor relations. Koçer and Hayter (2011) posit 

that labor relations, as distinct from industrial relations, can be defined as the day to day 



 

relationship between union members and manager in the workplace, with particular emphasis on 

the implementation and enforcement of the collective agreement. 

2.3.7 Health and Safety in Construction Projects  

 

Given the nature of the industry in developing countries, and the lack of technical knowledge and 

capabilities in identifying existing and potential hazards in the workplace, construction is far more 

hazardous. Regarding this, Lucy, Quezon and Macarubbo (2016) explain that the construction 

sector has been seen as one of the hazardous industries. This is because the industry has a poor 

health and safety performance record compared to other industries all over the world.  

 

According to Dukpa and Dendup (2017) pertinent issues existing in the construction sector in 

developing countries included: no proper safety net or system to protect workers, use of poor 

quality hand tools (which increases the risk of injury), failure to include safety mechanisms at the 

time of design and planning, unclear or undefined roles and responsibilities of all the parties 

involved, and the lack of participation of workers in the health and safety issues. 

Similarly, lack of safety awareness, insufficient safety regulations, poor technical knowledge and 

capability, ineffective implementation or enforcement of safety standards, and poor attitudes 

towards safety and health are also common in developing countries (Zeng et al, 2008).  

 

Bhutto, Griffith and Stephenson (2004) argue that in the modern business environment, 

occupational health and safety (OHS) is a very sensitive management responsibility that 

influences the very survival of organizations in some extreme cases. The same is true that 

construction projects do not operate independently of the society in which they are located. Thus, 

the emergence of new regulations, laws, standards and codes has also made many construction 

organizations to improve their safety performance.  

 

Agwu (2012) insists that construction industry must not approach construction safety as just 

another step in avoiding unwanted accidents/costs but as a strategic tool for maximizing 

competitiveness and profitability. In this regard, total safety management has to be proposed as a 

performance- oriented approach to construction safety that gives an organization a sustainable 



 

competitive advantage in the global marketplace by establishing a safe work environment. That is 

consistent with peak performance and continuous improvement through the integration of all 

aspects of construction safety (intention, behavior, culture and process).  

 

In Ethiopia, however, the perspectives of most industries and organizations show that the stage of 

occupational health and safety is still at infancy in the country due to employer/employee 

attitudinal behaviour, lack of safety culture and non-implementation of OHS policies. In addition, 

only big multinationals recognise occupational health and safety and run the policies as 

constituted in their parent countries of origin (Fasil, 2017). 

 

Meanwhile a typically effective safety management system should encapsulate the actions 

managers at all levels take in order to create an organizational setting in which workers will be 

trained and motivated to perform safe and productive construction jobs. Furthermore, Dawit 

(2006) states that effective safety management is both functional (involving management control, 

monitoring, executive and communication subsystems) and human (involving leadership political 

and safety culture sub-systems paramount to safety culture). In Libya Al-Kilani (2011), for 

example, suggests that safety management must be thorough, and it must be applicable to all 

aspects of the job, from the estimating phase of the project until the last worker has left the 

premise at the completion of the project. 

2.4 Empirical Review  

Practically, the human resource management practices and challenges vary from most developed to 

least developing countries at global level. The following section over views these variables (human 

resource management practices and challenges). 

2.4.1 Human Resource Management Practices in the Construction Projects 

Zhai, Liu and Fellow (2014) investigate the role of HR practices in enhancing organizational 

learning in Chinese construction organization using questionnaire survey and structural equation 

modeling. The study found that HR practices in Chinese construction organizations involve 

multidimensional practice of job description, participation, training, staffing, and rewards. Besides, 

HR practice is found to have a significant positive effect on organizational performance. 



 

Moreover, in the United States construction industry, HRM theory that is currently widely 

accepted as having profound influence on organizational performance is employee motivation 

through: worker participation, recognition, team belonging, management and commitment and 

effective training (Yankov and Kleiner, 2001). 

Further, Huemann, Keegan and Turner (2007) develop a simple model of HRM process in project 

oriented company (inclusive of construction) which is different from mainstream HRM literature. 

The authors argue that due to specific characteristics of the project-oriented company, particularly 

the temporary nature of the work processes and dynamic nature of the work environment, there 

exist specific challenges for both organizations and employees for HRM in project-oriented 

companies, and that these have been neither widely acknowledged nor adequately conceptualized 

in the extant mainstream HRM or project management literatures.  

Unlike many other industries whose performances are enhanced by new emerging technologies, 

construction industry is still a labor-intensive and low-tech sector; as a result, human capital is the 

most important and very often the most expensive resource deployed within it (Loosemore, Dainty, 

and Lingard, 2003).  

 

In Nigeria, for example, Ameh and Daniel (2017) state that due steps were followed in the 

recruitment process but the selections of desired candidates were often hampered by interferences 

and competitive work conditions. Furthermore, training and development practices were 

superficial, involving orienting newly recruited employee on facilities for optimum performance 

rather than developing employee job related competences. Provision of appropriate/modern 

working tools and equipment and provision of incentives and benefits to staff were the prevailing 

motivation and labor union practices.  

 

In Eritrea Mussie and Joseph (2006) examine how, when and to what extent HR practices affect 

performance at the employee level. They state that the Eritrean economic and political 

environment within which HR practices operate has not been conducive in maximizing the impact 

of HR practices on performance. These findings highlight the situation of most developing 

countries. 

 



 

The activities of the construction industry have raised serious health and safety concerns amongst 

governments, health and safety stakeholders, health and safety professionals and re-searchers over 

the past few decades (Enshassi and Mayer 2002, Othman  & Napiah, 2012), International La-

borer Organization (ILO) 2005, Kaplinski 2002, Rowlinson 2004) . In response, health and safety 

legislation has been developed to ensure management of construction businesses, and recently 

many other participants in a project, assume responsibility for managing the risks associated with 

construction projects. Health and safety management in the construction industry has evolved 

from measures adopted in accident prevention to more systematic and proactive approaches to 

minimizing the risk of hazards in the industry.  

2.4. 2 Challenges of HRM in Construction Organizations 

 

The problems facing the construction industry in developing countries are significantly more 

fundamental, more serious and more complex. In developing countries, these difficulties and 

challenges sit alongside the general situation of socio-economic stress, chronic resource shortages 

a general inability to deal with the major success factors (Ofori 2000). 

 

Chan (2005) as cited in Orga & Ogbo (2012) explains that integrating the views and interests of 

organization workplace diversity dimensions such as age, ethnicity, ancestry, gender, physical 

ability/qualities, race, sexual orientation, educational background, geographic location, income, 

marital status, religious beliefs among others is a challenge in HRM.  

 

In Iran, Tabassi and Abu Bakar (2009) explore HRM practices and challenges in construction 

projects. They found that training and motivation of employees are major obstacles to effective 

use of HRM in Iran. To improve the performance of construction companies, they suggested 

employing both short-term and long-term training of construction workers at fixed location such 

as Technical Vocation Training Organization (TVTO), as well as construction sites and other On 

the Job Training (OJT) facilities. In addition, they proposed that government should provide 

incentives or policies that will encourage self-learning through certification of fitness for 

occupation in the project. 

 



 

In Africa, for instance, Gabriel (2016) conducts a case study in Nigeria construction firms and 

identified challenges facing human resource management practice which include high labour 

turnover, interference at the selection stage, competitive wages and compensation issues among 

others. In addition, the socio-cultural diversity of Nigeria has influenced the HRM practices. 

 

Furthermore, Chukwuemeka (2006) asserts that employing a female worker imposes the burden 

of nursing mothers and its obvious consequences to productivity, including: loss of man hours, 

absenteeism and outright increase in labour turnover and layoffs. Government policies and 

legislation is another challenge on HRM. There are legislations on minimum wages, recruitment 

and selection, training and development, compensation, integration and separation of employees 

from the organizations.  

 

Further, Yaro (2014) lists the challenges of recruitment in the public service in consideration in 

the recruitment process, federal character principle which prescribed ethnic balancing and equal 

opportunity to applicants from all geopolitical zones and recruitment on the basis of skills and 

technical abilities alone at the expense of positive attitude and character. These challenges are not 

limited to public service alone but Nigeria to include: interference by political office holders 

using sentiments and other primordial also construction organizations in Nigeria.  

 

Oginni and Afolabi (2012) reveal that HRM practices such as wages and salary, training and 

development, recruitment and placement as well as employee relations, performance appraisal, 

career development and lay off procedures were found in the boom and recession economic 

periods. The focus of the practices was on satisfaction of employees in order to prevent high 

labour turn over in the boom period while the focus of the practices in the recession period was 

mainly on organizational survival by way of cutting cost most especially in the area of human 

resource.  

 

Tadesse, Zakaria and Zoubeir (2016) assessed the performance of Ethiopian construction industry 

with respect to construction project management practices and its challenges in order to identify 

the major issues for intervention. The results revealed that the level of construction project 

management practice in terms of adapting general project management procedures, project 



 

management functions, tools & techniques to be unsatisfactory. Particularly, the level of practice 

in terms of safety, risk and time management was found to be very low. However, none of the 

previous works dealt with the human resource management and its challenges in the construction 

sector. Therefore, this upcoming study will try to assess the human resource practices and 

challenges it confronts the construction firms in some selected ones. 

 

In developing countries, the construction industry is a key barometer of economic performance. It 

contributes a significant percentage of the gross domestic product (GDP) of the countries and 

provides employment opportunities to a substantial proportion of the working population (Ameh 

& Daniel, 2017). Besides, the construction industries in all countries face many difficulties and 

challenges (Ofori 2000).There also exists a gap of practicing the principles of human resource 

management in this sector. In addition to this, the problems facing the construction industry in 

developing countries are significantly more fundamental, more serious and more complex. In 

developing countries, these difficulties and challenges sit alongside the general situation of socio-

economic stress, chronic resource shortages a general inability to deal with the major success 

factors (Ofori 2000). 

 

To sum up, there is a gap that needs assessment as far as human resource management practices is 

concerned in the construction industry than in other sectors that is, assessing the practices and at 

the same time identifying the challenges the construction firms face while practicing HRM, if 

any. 

 

 

 

 

 

 

 



 

2.5 Conceptual Framework of the Study 

The following is a conceptual framework employed to undertake the study. 

 

 

 

 

 

 

 

 

Fig 1: A Conceptual Framework of the Study 
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CHAPTER THREE: RESEARCH DESIGN AND 

METHODOLOGY 

The primary focus of this chapter is to provide an overview of the research design and 

methodology used to investigate the research problem. It covers study area and period, the 

research design, research approach, source of data, sampling method, data collection procedure 

and methods of data analysis in relation to the practices of human resource management and the 

challenges confronting  in selected construction projects with reference to Jimma town, Oromia 

Regional State. 

3.1 Study Area and Period 

Jimma town, the capital of Jimma Zone, is located in southwest Ethiopia 350 km away from the 

capital, Addis Ababa. The town is located at an average altitude of 1700 meter above sea level. Its 

astronomical location is 7º 4‟ North Latitude and 36º 5‟ East Longitude. The town has a total area 

of 46.23 km2 (4623 hectares) with an average temperature ranges between 7.3 oc to 31 oc 

(Fesseha Mulu, Ermiyas Admasu & Kaso Teha, 2017). It was founded in 1837 by Abba Jifar, and 

has a city administration, municipality and 17 kebeles (N.B. Kebelle is the smallest administrative 

unit in Ethiopia). 

 

This study assessed the human resource management practices and challenges in the construction 

projects with reference to Jimma town. And the study period was from February to May 2019.  

3.2 Research Design 

The study employed a descriptive survey research design to examine the various human resource 

management practices and challenges in the construction projects. As to Best and Kahn (2006), a 

descriptive survey involves collection of information from a sample that has to be drawn from a 

predetermined population and that the information is collected at a given point in time. This is in 

consonance with this study since all relevant data were collected within specified period. 

Furthermore, the research design which concerns itself with the present phenomena in terms of 



 

conditions, practices, beliefs, processes, relationships or trends invariably is termed as descriptive 

survey study (Aggarwal, 2008). 

3.3 Research Approach 

This study has used both qualitative and quantitative research approaches (mixed method). The 

reason for utilizing this approach was that it gives a chance for the researcher to gather data with 

better depth and breadth and come up with more reliable findings. This idea is further supported 

by the principle of mixed research; the researcher can collect multiple data using different 

strategies, approaches and methods (Creswell, 2009). This helps that one can compensate the 

weakness of the other. 

 

3.4. Source of Data 

This study employed both primary and secondary data sources in order to have more reliable 

findings. Both were employed for the reason that they give the findings broader base and depth. 

 

3.4.1. Primary Data 

 

The primary data for this study were collected using semi-structured interview questions and 

carefully designed closed ended questionnaire. 

 

3.4.2. Secondary Data 

Secondary data were collected from relevant books, internet sources, unpublished materials, 

journals and articles. These data sets were on varies themes of the research. 

3.5 Population of the Study 

The Ethiopian construction industry is characterized by a large number of micro-entrepreneurs, 

the majority of whom operate in the country‟s informal economy. As to Veitch (2018), 

Ethiopia‟s formal construction sector comprises indigenous and indigenized firms, as well as 

numerous major foreign civil engineering and construction companies. For this study, however, 

the subjects of the study were HR managers, construction managers, project managers, client 

organizations, contractors, executive director and other construction professionals in Jimma 

town.  



 

3.6. Sampling Technique and Sample Size  

The study assessed the human resource management practices in some selected construction 

projects and the challenges confronting it. Purposive sampling technique, which is a non-

probability sampling technique, was adopted for data collection. This technique is preferred for 

the fact that the available population in the construction projects, as to Jimma Town Office for 

Housing and Urban Development, is very small. So, 38 micro-enterprises (contractors), who are 

registered and licensed to undertake constructions in Jimma town, were selected purposively. In 

addition to this, construction firms which undertake buildings in Jimma town were chosen for 

questionnaire. These include 92 construction professionals. Plus to this, six professionals from 

each were interviewed. Therefore, the total sample size of the study was 136.  

3.7 Data Collection Instruments 

To collect the data for the study, two instruments were used: questionnaire and interview. 

3.7.1 Questionnaire 

In order to undertake the study, data were gathered from 38 contractors (micro-enterprises), and 

from other construction sectors, which are undertaking constructions in Jimma town and whose 

number is 92 staff members  working in the selected construction projects using closed ended 

questions which show Likert scale: strongly agree(5), agree(4), uncertain(3), disagree(2) and 

strongly disagree(1). Besides, the questionnaire comprised three parts. Part one was about 

demographic profile of the respondents. Part two consisted of HRM practices frequently used in 

construction projects.  

 

Again, the respondents were required to show the frequency of use of listed HRM practices on a 

five point Likert scale (i.e. 5=Strongly Agree, 4=Agree, 3=Uncertain, 2=Disagree, and 

1=Strongly Disagree). Finally, part three asked respondents to rate the challenges of HRM 

practice in the selected construction projects on a five-point Likert scale. 

 

Generally, 130 questionnaires were distributed to the participants; eight (6.2%) were missing 

(incomplete). For this reason, they were discarded. So, the remaining 122(93.8%) questionnaires 

were considered for the analysis of the variables in the study. 



 

3.7.2 Interview 

According to Yin (2003), in order to overcome the potential weaknesses inherent in collecting 

data from a single source or using a single method, triangulating of data will help a lot. For this 

reason, semi structured interview, which lets the interviewer to ask for further elaboration of the 

responses, was made with available (six respondents) HR and construction professionals from the 

selected construction projects under investigation. The participants were selected through 

judgmental method because of their closeness to execute the issues. In addition, the interview was 

used in order to solicit employees‟ own opinion on certain HRM activities, and how they are 

practiced and challenges encountered in the selected construction projects. 

3.8 Method of Data Analysis 

The data obtained through questionnaire were tabulated, explained and interpreted quantitatively 

in line with literature review. In other words, the collected data from questionnaire were sorted 

out and presented in table which shows mean, standard deviation, average mean and rank. To 

verify the facts associated with human resource practices and challenges in the selected 

construction projects, the necessary analytical devise, such as frequency and percentage were 

employed and analyzed using SPSS version 23. Again, the data collected through interview were 

discussed in words in line with related literature. That is, qualitative method was employed to the 

interview part. 

 

3.9 Ethical Considerations 

The researcher has considered implementing different ethical standards which are not only 

important but also mandatory. Thus, the researcher tried his best from requesting the consent of 

the organization, the respondents, keeping the confidentiality of the gathered information and the 

employees‟ anonymity up to informing well to concerned person for what purpose the study was 

intended for. 

 

In view of this, first to conduct this research paper on the sector, permission was requested and 

approval was gained. Second, participants were well assured that the responses they give were 

kept confidential, which was also stated on the questionnaire, and the message was forwarded in 



 

every communication. Third, the purpose of the study was stated in the questionnaire well to 

make participants respond with their own consent.  

3.10 Reliability and Validity of the Study 

In order to set up the reliability, the questionnaire was pre-tested with 15 available construction 

professionals selected from Afro Tsion Construction Company in Jimma town as the respondents 

had similar characteristics as those in the main study. Of course, these respondents were excluded 

from the main study too. Plus, the data were analyzed with the help of Statistical Package for 

Social Sciences (SPSS) version 23, so the pilot study showed that the reliability is 0.78, which is 

acceptable. 

 

On top of this, principal advisor, Mr. Emnet Negash, an assistance professor of management, and 

who is an expert in the field of HRM, commented to cancel and rewrite some of the items for the 

validity of the instrument. And comments on the instrument were considered in finalizing the 

instrument. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

CHAPTER FOUR:RESULTS AND DISCUSSION 
 

This chapter presents the data gathered for the study entitled „Assessment of Human Resource 

Management Practices and Challenges in Selected Construction Projects as well as the 

confronting challenges‟. Mainly the chapter discusses about the following issues: respondents‟ 

demographic profile, human resource management practices in the construction projects, and 

challenges confronting the selected construction projects while they practice human resource 

management functions.  

4.1 Results from Respondents’ Questionnaire 

Under this section, respondents‟ demographic profile has been presented. In addition to this, 

human resource practices and challenges were also presented. 

4.1.1 Respondents’ Demographic Profile 

 

The respondents‟ demographic profile includes age, gender, marital status, educational level, 

service year (experience) and service unit (department). To make manageable, the three elements, 

age, gender and marital status, were presented in Table 1, and the remaining, educational level, 

service year (experience) and service unit (department), were presented in Table 2. 

 

The following table presents respondents‟ age, gender and marital status. The age of the 

respondents ranges from a minimum of 20 to a maximum of 60 years old. Though the number of 

male participants exceeds the female subjects, the construction projects under the study recruited 

and selected both male and female workers. Regarding the marital status, the construction firms 

selected for the study included various statuses: married, single and others (divorced, widowed). 

 

 

 

 

 

 

 

 

 



 

Table 1: Respondents’ Age, Gender and Marital Status 

Age Category Frequency Percent (%) 

20-30 57 46.7 

31-40 51 41.8 

41-50 13 10.7 

51-60 1 .8 

> 60 0 0 

Total 122 100 

Gender   

Male 83 68 

Female 39 32 

Total 122 100 

Marital status   

Married 47 38.6 

Unmarried 73 59.8 

Others 2 1.6 

Total 122 100 

Source: Field Data, 2019 

 

According to Table 1, many of the respondents were in young age category (20-30), and it 

accounted 46.7%. Likewise, 41.8% of the construction projects respondents were adult enough. 

The implication is that as the construction is one of the most labor-intensive industries, the 

projects under the study gave adequate attention to the physical fitness of the human resource 

(employees). In addition to this, the above table demonstrates that 68% of the subjects were male. 

The preference for male applicant indicates that construction is a male dominated sector and 

vulnerable to masculine stereotypes. The challenges women face in attempting to penetrate 

successfully and persist in historically male-dominated work environments emanate from 

traditional gender hierarchies and norms that prevail in the family and society. Despite gender 

equality and empowerment, the household unit has a traditional structure, and still has, that makes 

males the dominant gender (Hartmann, 2010). 

 

Furthermore, Table 1 portrays that 59.8% of the recruited employees were unmarried. This may, 

as to the researcher‟s perception, emanate from the fact that the majority of the human resources 

in the construction projects under the investigation were young (20-30) and adult enough (31-40). 

 



 

Table 2: Respondents’ Education, Experience and Department (Job Unit) 

 

               Education Frequency Percent (%) 

Certificate 1 .8 

Diploma/TVET 20 16.4 

Bachelor (BSC) 75 62 

MA/MBA/MSC 19 15.6 

Others  7 5.7 

Total 122 100 

Experience in years   

Less than a year 2 1.6 

1-2 30 24.6 

3-5 59 48.4 

6-10 31 25.4 

>10 0 0 

Total 122 100 

Department(Job Unit)   

HR management 2 1.6 

Construction Manager 11 9.0 

Project Management 55 45.1 

Executive Director 4 3.3 

Client organization 16 13.1 

Contractor 14 11.5 

Others 20 16.4 

Total 122 100 

Source: Field Data, 2019 

 

In terms of academic qualification, as one infers from Table 2, 61.5% of the sampled employees 

have first degree in civil and other engineering fields. Besides, the above table shows that 48% of 

the respondents, which is the maximum figure, were less-experienced respondents. 25.4% had 

more than five years of working experience in the construction industry. This suggests that the 

construction organizations sampled have diverse years of construction experience involving HRM 

practices. A further point is that the construction projects run team-based activities with 

diversified departments(job units).These respondents comprise HR managers for client 

organizations involved in housing development and construction professionals (1.6%), 



 

construction managers (9%) in contracting organizations. Plus, 45 percent were in project 

management position.  

4.1.2 Human Resource Management Practices in the Selected Construction 

Projects 

 

This section examined the respondents‟ opinion on the various human resource management 

practices in the selected construction projects located in Jimma town. The major HRM practices 

examined include human resource planning, recruitment and selection, training and development, 

motivation and labor relation, performance appraisal, compensation and reward, occupational 

health and safety.  

 

The results of this section have been presented descriptively using the Likert scale: strongly agree 

(5), agree (4), uncertain (3), disagree (2) and strongly disagree (1) in a tabular manner with mean 

and standard deviation. However for comprehensive understanding, mean, standard deviation and 

over all mean have been employed as indicated in the table below  

 

Table 3: Human Resource Planning 

No HRM practices Mean St. Devi 

1. The firm has the right persons at the right time at the right place at the 

right job 

4.35 .667 

2. A successful HRP technique is found in the company 3.97 .727 

3. The company operated a quarterly human resource planning schedule. 3.67 .870 

4. There is long term planning for human resource need of the firm 3.77 .860 

 Overall Average 3.94  

Source: Field Data, 2019 

 

From Table 3, respondents‟ responses range from agree (3.67) to strongly agree (4.35). As 

shown in the table provided, the selected construction projects practiced the human resource 

planning to high degree (average mean=3.94). This indicates that the construction companies 

have the right persons at the right time at the right place at the right job, a successful human 

resource planning technique. It is noted that human resource planning is an important 



 

activity that can be planned by assessing the present and future developments and their 

possible impacts on the employee issues (Armstrong, 2010). In addition, Loosemore et 

al., (2003) indicate that human resource planning (HRP) is important during workforce 

supply to help organizations appoint the right people in the right job.  

 

In general, human resource planning is unquestionable for any organization to implement.  

 

Table 4: Recruitment and Selection 

No HRM Practices Mean St. Devi 

1. Job advertisement is used by the enterprise to recruit 

employees  

4.47 .763 

2. The recruitment and selection process is fair and transparent. 4.16 .853 

3. External recruitment is better than internal recruitment 3.90 .847 

4. Screening of candidate for vacant positions is common 4.39 .734 

5. Selection of staff is based on quality and skill rather than academic 

qualification 

3.80 .968 

6. The firm conducts job analyses (determining the nature of each 

employee‟s job) before assigning them 

4.29 .838 

7. University graduates are given preference over TVET graduates 3.84 1.008 

8. Young applicants below 30 years are given preference over older 

applicants 

3.70 1.026 

 Overall Average 4.07  

Source: Field Data, 2019 

 

The overall average (4.07) in the table suggests that the respondents agreed with whether the 

construction projects under the investigation run both recruitment and selection of the employees. 

The figure implies that there exists practice of recruitment and selection of employees in the 

sampled construction projects. In the construction sector, according to Fajana et al. (2011), skills 

and competencies are rated far higher than the normative paper qualification commonly used for 

employee selection in most other sector of the economy. The implication of the given figure is 

that recruitment is used to attract sufficient job candidates who have the necessary potentials, 



 

competencies and traits to fill job needs. Similarly, selection involves choosing the candidate(s) 

that succeed in meeting the recruitment criteria. 

Table 5: Training and Development Practices 

No HRM Practices Mean St. Dev 

1 There is department assigned to follow up training and development 

program in firm/enterprise. 

3.59 .888 

2 Top management give due attention for training and development programs 

for employees in firm/enterprise 

3.45 1.01 

3 New staffs are taken through company induction & training orientation and 

training of newly recruited employees 

3.53 1.17 

4 Staffs are assigned on project based on skill and expertise 4.00 1.12 

5 Selection for training is based on a proper need assessment 4.21 .729 

6 The firm allows staffs to  move to another project at completion of a project 4.00 1.04 

7 There is training and skill development for managers (leadership training) 3.68 1.04 

8 The firm provides staff with opportunities for career development 3.49 1.03 

9 The firm organizes workshops, seminars and trainings to enhance 

employees‟ skills 

3.48 1.30 

 Overall Average 3.71  

Source: Field Data, 2019 

 

The average mean (3.71) in Table 5 reveals that employees‟ training and development practices 

were used in the construction firms. Based on this finding, it is, therefore, imperative that 

employers were provided an opportunity for their workforce to learn from other companies as 

proactive development schemes. This, as to Kyndt, et al (2009), will not only improve the 

capabilities of their team but also motivate staff and subsequently produce a more loyal employee 

set. In addition, these scholars explain that training and development practices are actually 

perceived to make employees feel recognized for their strengths, and it creates possibilities to 

develop their qualities. The implication is that an increase in high-performance work practices, 

which emanates from training, will result in decrease of employee turnover in organization. 

 

 



 

What‟s more, Samuel & Chipunza (2009) state that employees consider training, education and 

development as crucial to their overall career growth and goal attainment and will be motivated to 

remain and build a career path in an organization that offers them such opportunities. According 

to Steel, Griffeth, and Hom (2002), lack of training and promotional opportunities were the most 

frequently cited reasons for high performers to leave the various organizations. 

  

Table 6: Performance Appraisal Practices 

No HRM practices Mean St. Dev 

1 Employees are aware of the implementation of the actual performance 

appraisal 

3.71 1.032 

2 There is a well-designed performance appraisal system in firm 3.48 1.193 

3 Immediate supervisors evaluate employees‟ performance in firm 3.65 1.120 

4 Performance appraisal takes place regularly 2.98 1.381 

 Overall Average 3.46  

Source: Field Data, 2019 

 

The data in Table 6 indicate performance appraisal practices were common in the construction 

projects sampled for the study. The respondents agreed with this, and it is indicated by average 

mean of 3.46. This implies that performance appraisal is commonly practiced in the construction 

projects as the average mean ranges above uncertain (3) in the Likert scale. 

 

Table 7: Motivation and Labor Relation Practices  

No HRM Practices Mean St. Dev 

1 There is provision of appropriate working tools and equipment 3.84 .88 

2 The firm/enterprise provides incentives and benefits to staff 3.41 1.03 

3 There is team spirit within the construction projects 4.11 .97 

 Overall Average 3.79  

Source: Field Data, 2019 

In Table 7 the participants of the study agreed that the construction projects selected for this study 

performed motivation and labor relation practices (average mean value=3.79). In short, the 

finding implies that motivation and employee relations, as human resource management practices, 

were practiced to high degree. This is in harmony with non-financial motivational factors reported 



 

in Ameh and Shokumbi (2013) as most effective for enhancing output of skilled and semi-skilled 

construction workers.  

 

Table 8: Compensation and Rewards Practices 

No HRM Practices Mean St.Dev 

1 Project managers make compensation decisions. 3.55 .95 

2 The focus of compensation and reward is to attract, and retain employees 

in organizations 

3.44 1.0 

3 The reward and compensation schemes provided by firm are sufficient 3.14 1.0 

 Overall Average 3.38  

Source: Field Data, 2019 

The average mean (3.38) presented in Table 8 shows that the respondents fairly agreed with if 

the selected construction projects practiced compensation and reward as human resource 

management function. The implication is that the sampled construction projects in Jimma town 

have had compensation and reward practices to the moderate level. 

 

Table 9: Occupational Health and Safety Practices 

No OHS Practices Mean St.Dev 

1 I am aware of Occupational Health and Safety (OHP) policy and safety 

rules of the project I am working for. 

1.60 .76 

2 I am aware of the accident reporting system and my duty with regards to 

health and safety in my workplace. 

1.62 .73 

3 I am aware of the prevention of hazards. 1.60 .79 

4 I am aware of safety representatives at my workplace 1.55 .60 

5 I have attended an orientation program and training on safety 1.51 .66 

6 My company provides Personal protective equipment at work place. 1.61 .75 

 Overall Average 1.58  

Source: Field Data, 2019 

In Table 9 the subjects of the study revealed their disagreement with whether the sampled 

construction projects practice occupational health and safety practices. Further, the average mean 

(1.58) depicted in Table 9 indicates that the workers strongly disagree with the absence of 

occupational health and safety practices. This is in consonance with Sebsibe and Dagnachew 



 

(2016) finding which states that most construction site workers in developing countries like 

Ethiopia do not follow the health and safety measures on sites. The implication is that absence of 

occupational health and safety practices in Ethiopia construction projects is one of the challenges 

currently facing the sector in human resource management. 

 

Unlike many countries, in Ethiopia there is one comprehensive labor law (Ethiopia, Labor 

Proclamation 377/2003, 2003) that is operating in order to address all aspects of ensuring labor 

relation to be governed with basic fundamental rights and obligation focusing on industrial peace 

in all work places. The law is also formulated in order to guarantee and maintain all fundamentals 

rights at work and to define the powers and duties of the organ charged with enforcing of the 

implementation of the ideals of the law which is tantamount to the labor inspectorates. 

4.1.3 Challenges Confronting HRM Practices in the Selected Construction Projects 

In this part of the study, the data on the challenges of the HRM practices of the construction 

projects have been presented. The respondents were presented with a list of 14 challenges 

reported in literature as hindering the effective practices of HRM. The task of each respondent 

was to indicate their level of agreement with listed factors as challenges to the HRM practices of 

the construction projects. For this reason, Table 10 presents the mean ranks and by extension, the 

ranks of the challenges as pronounced by the 122 respondents. 

 

Table 10: Challenges Confronting HRM Practice in the Selected Construction Projects 

No Challenges  in HRM Practices Mean  SD Rank  

1 Lack of incentives diminishes organizational commitment 4.34 .79 2 

2 The firm doesn‟t attract staff with high reputation from other 

companies/firms 

3.48 1.1 9 

3 There is high experienced labor turnover 4.46 .67 1 

4 The firm doesn‟t represent the interests of employees within the 

framework of its primary obligation to senior management 

3.46 1.2 11 

5 There is lack of collecting the right information about jobs to prepare 

job descriptions 

4.34 .71 2 

6 There is recruitment of staff for specific project only (i.e. on short- 4.07 .89 7 



 

term bases) 

7 The firm doesn‟t make  sure that employees have the mechanisms 

required to challenge unfair practices 

3.15 1.6 13 

8 The firm is incapable of identifying staff skill gap 4.19 .93 6 

9 The firm ensures adequate training isn‟t to undermine department‟s 

effectiveness 

3.45 1.4 12 

10 The project doesn‟t ensure employees are doing their best during 

time of turbulence 

3.08 1.6 14 

11 The firm is incompetent of preparing appropriate and well detail job 

description 

4.25 .83 4 

12 Maintaining project employee salary structure in a competitive labor 

market is tough 

4.25 .84 4 

13 The firm  couldn‟t provide adequate retirement benefit 3.65 .85 8 

14 The firm couldn‟t define how management should  treat employees 3.48 1.2 9 

Source: Field Data, 2019 

 

The data in Table 10 demonstrate that the highest ranked challenges of the construction projects 

in the practice of HRM include the following. To begin with, recruitment and selection practice 

encountered the following challenges. One, high experienced labor turnover with mean value 

response of 4.46; diminishing organizational commitment because of a lack of incentives, and 

lack of collecting the right information about jobs to prepare job descriptions both represented by 

the mean value response of 4.34). The other challenges of recruitment and selection is that the 

firm is incompetent of preparing appropriate and well detail job description (mean rank = 4.25); 

there is recruitment of staff for specific project only (i.e. on short- term bases). This is 

demonstrated with mean value response of 4.07. 

 

However, the least ranked three challenges of the construction projects in the practice of HRM 

were the following. In addition, the table shows that the firm couldn‟t attract staff with high 

reputation from other companies/firms which is represented with mean value response of 3.48. 

Besides, the firm represents the interests of employees within the framework of its primary 

obligation to senior management. This challenge is verified with mean value response of 3.46. 



 

Finally, the firm makes sure that employees have the mechanisms required to challenge unfair 

practices (mean value =3.15). Further, the data in Table 10 describe challenges confronting 

training and development practices include: identifying staff skill gap (mean value=4.19), 

ensuring adequate training so as not to undermine department effectiveness (mean value=3.45), 

and ensuring employees are at their best in times of turbulence among others (mean value=3.08). 

Most training takes place on the job site and are done in order not to undermine productivity and 

profitability. This accounts for training inadequacy and contrary to Tabassi and Abu Barkar 

(2009) suggestion of conducting both short and long term training for employee in location 

outside the work environment.  

 

On top of this, the study provides that maintaining project employee salary structure in a 

competitive labor market is tough to motivate employees in the construction projects under 

investigation. This is illustrated with the mean value response of 4.25. Another challenge that 

confronts the practice of motivation and labor relation in the construction projects is that the firm 

couldn‟t provide adequate retirement benefits to the employees (mean value=3.65). Finally, the 

construction projects clearly couldn‟t define how management should treat employees in order to 

motivate and have good relation with the workers. 

Table 11: Challenges Confronting OHS Practices in the Selected Construction Projects 

No Challenges  in OHS Practices Mean  SD Rank  

1 There is non-compliance in using Personal protective equipment (PPE) 

among the workers. 

1.68 .80 1 

2 Personal Protective Equipment (PPE) is uncomfortable and hindered 

my work performance 

1.67 .78 2 

3 Constraints such as lack of human resources and shortage of funds are 

the leading agents on health and safety. 

1.63 .75 3 

4 The company couldn‟t plan to outsource OHS training and 

management. 

1.58 .64 5 

5 There exists resistance from employers and employees to adopting 

safety standards at workplace 

1.59 .61 4 

6 There is limited capacity of employers and managers to implement the 

OHS legislation 

1.57 .68 6 



 

Source: Field Data, 2019 

In addition to the challenges to HRM practices, the study distributed a questionnaire regarding 

challenges confronting OHS practices in the construction projects. As a result, the study found 

that workers‟ non-compliance in using PPE (mean=1.68) is a major challenge. The implication is 

that the construction projects under the study do not provide PPE and the workers do not 

understand. Plus, inadequate education and awareness of health and safety were the main factors 

contributing to the poor safety culture, mostly in the local private construction sectors. Moreover, 

constraints such as lack of human resources and shortage of funds are the leading agents on health 

and safety (mean value=1.63) in the construction projects selected for this study. Besides, there 

exists resistance from employers and employees to adopting safety standards at workplace (mean 

value response is 1.59). 

4.2 Discussions of Interview Results 

The post questionnaire interview result was undergone with six participants (HR, construction and 

project managers, executive director, client organization and contractor). While the interviewees 

were interviewed, note was taken individually, and the outcomes are discussed in this section 

for exploratory purposes. 

  

 Who prepares human resource planning in your company? 

 

The above question was directed to the employees whether they can indicate who 

prepares the human resource planning for the organization. The responses of the 

respondents were presented in a summarized manner as indicated beneath.  

 

The interviewee employees identified that project management department is the 

responsible section to prepare the human resource planning for the organization, and 

other employees said that all department separately prepare the plan for the organization, 

while interviewee from human resource management unit replied that it is the 

responsibility of the human resource unit to prepare the human resource plan for 

construction projects. 

 



 

On the other hand, other employees responded that management committee is the 

responsible unit to prepare the human response plans for the construction projects. In 

addition, another participant said that all departments separately prepare the 

organization's human resource planning. Again, interviewee participants responded that 

management committee prepares the human resource plan for the selected construction 

projects. 

 

In a nutshell, the interviewer found that all departments separately prepare and bring 

human resource plan to the project management and finance section to formalize for the 

sake of getting budget from the client organizations. However, as to Armstrong (2010), 

there should be planning and monitoring unit which coordinates the departments to 

undertake the overall planning in the organization. It should be noted that human 

resource planning is an important activity that can plan by assessing the present and 

future developments and their possible impacts on the employee issues. Plus, human 

resource planning (HRP) ensures the organization has the right persons at the right time at the 

right place at the right job. 

 

 How often do you evaluate the effectiveness of HR plan in the construction project? 

 

In line with the first interview question, the interviewer also asked the above question and 

obtained the following responses. According to the respondents‟ belief, it was evaluated 

twice a year. Next, the respondents responded that it is evaluated annually and one 

interviewee said monthly. One of the activities of human resource is to plan or forecasting 

the future for short period and long period. Therefore, the purpose of having a human 

resource planning, either in the short run or in the long period, is to have an accurate 

estimate of the number of employees required with matching skill requirements to 

accomplish the organizations‟ goals and objectives (Bratton & Gold, 2003). 

 

 What could be done to improve the human resources management practices in the 

construction project? 

 



 

A further point that the interviewer raised for the interviewees was about things to be done in 

order to improve the human resources management practices in the construction project. To 

this end, most of the respondents agreed that project managers should play their role in 

implementing HRM to their subordinates.  

 

 What are the key human resource management challenges currently facing the 

construction companies? 

Regarding the confronting challenges the construction projects are facing currently, the 

participants listed down the following. To start with, the interviewees believe that people related 

problems become a second priority to time, cost and quality targets. Another challenge is 

competing organizational and individual employee expectations, priorities and needs. In addition, 

the respondents stated that the construction projects are incompetent to balance project and 

organizational requirements with human needs. What is more, the interviewees replied that 

construction projects couldn‟t, avoid employees‟ dissatisfaction, reduced commitment, industrial 

conflict, turnover, accidents, and recruitment problems. 

 

 What are the challenges and problems faced your construction project to implement OHS 

policies and procedures? 

 

From the participants‟ responses, the following challenges and problems that faced the selected 

construction project to implement OHS policies and procedures were drawn. To start with, 

availability of unskilled manpower in the construction sector leads the problem. The other 

challenge is that the internal infrastructural capacity is weak and cannot help to identify and 

assess hazards in the workplace. Again, monitoring system is limited despite the presence of 

favorable policy and regulatory frameworks. For this reason, addressing these gaps is of 

immediate concern. 

 

Apart from this, construction workers were exposed to different health and safety hazards, and 

these are attributed to non-compliance with guidelines on sites, ignorance and non-training of 

workers on health and safety including non-integration of improved methods of health and safety 

on construction sites. The interviewees also discussed the following challenges and problems the 



 

construction projects encountered while implementing occupational health and safety policies and 

procedures. Some of these challenges are the presence of high proportion of small firms and the 

high number of self-employed workers; the variety and comparatively short life of construction 

sites, and the high turnover of workers. This is consistent with Kawuwa, et al., (2018) that in most 

developing countries, for instance, Nigeria, there are no training programs for staff and workers; 

therefore, no orientation for new staff or workers is conducted; hazards are not pointed out; and 

no safety meetings are held. Employees are expected to learn from their own mistakes and 

experience. 

 

Further, a study conducted by Lucy. Quezon and Macarubbo (2016) on health and safety practice 

in building construction identified the following. The first is non-availability of a clear company 

health and safety policy; the other is inadequate enforcement of the existing building rules and 

regulations, and finally safety awareness of the company's top management. The study concluded 

that there is need to review health and safety practices, legislation, integration and application; 

and finally the need to make a financial allowance for all residual risk items. 

 

 

 

 

 

 

 

 

 

 

 



 

CHAPTER FIVE:SUMMARY, CONCLUSIONS 

AND RECOMMENDATIONS 
 

This chapter covers these points: summary, conclusions and recommendations. So the next sub-

sections deal with these terms respectively. 

5.1 Summary  

The aim of the study was to assess the extent to which the selected construction projects in Jimma 

town use the various HRM practices and the challenges they encounter. The study found that 

human resource planning has been practiced in the construction projects. However, construction 

projects did not operate a quarterly human resource planning schedule rather a long term planning 

for human resource need of the firm. Similarly, recruitment and selection practices in the selected 

construction projects are distinctly different from other sectors and center on selection of 

academically qualified than skilled and technically competent personnel.  

 

The study also revealed that training and development practices in the construction projects 

sampled are superficial and rarely practiced, aimed at orienting the new employee to the projects 

and the facilities for optimum performance rather than employee skill development. Furthermore, 

performance appraisal system is clearly defined to employees and there is immediate supervision 

which evaluates employees‟ performance. On the other hand, there is a well-designed 

performance appraisal system in the selected construction projects rarely. And performance 

appraisal did not take place regularly in the construction projects.  

 

Regarding motivation and labor relation, even though there is team spirit within the construction 

projects, provision of appropriate working tools, equipment, incentives and benefits to staff was 

insufficient. Moreover, the study revealed that project managers make compensation decisions to 

attract, and retain employees in organizations, yet the reward and compensation schemes 

provided by the projects are inadequate.  

What‟s more, the implementation of occupational health and safety practices was found to be null 

except in Varleno construction project (foreign company). In this regard, construction employees 

of the projects under the study lack awareness of occupational health and safety (OHP) policy and 



 

safety rules of the project, accident reporting system and duty with regards to health and safety in 

the workplace. Plus, there was no any orientation program and training on safety and prevention 

of hazards. To end, the construction projects did not provide personal protective equipment (PPE) 

at work place. 

 

Regardless of the some HRM practices found in the selected construction projects, numerous 

challenges were also experienced in the firms. These include high experienced labor turnover, 

diminishing organizational commitment because of lack of incentives, inadequate strategic 

human resource planning, and lack of collecting the right information about jobs to prepare job 

descriptions The other challenges of recruitment and selection is that the firm is incompetent of 

preparing appropriate and well detail job description; recruitment of staff for specific project only 

(i.e. on short- term bases).  

 

The other challenges of the construction projects in the practice of HRM were the following. The 

firms attract staff with high reputation from other companies; the firms didn‟t represent the 

interests of employees within the framework of its primary obligation to senior management. 

Again, the firm couldn‟t verify that employees have the mechanisms required to challenge unfair 

practices. 

 

With regard to training and development practice challenges, the construction projects under 

investigation faced the following challenges. These include: incapable to identify staff skill gap 

unable to ensure adequate training so as not to undermine department effectiveness and 

incompetent to make sure that employees are at their best in times of turbulence among others . 

 

On top of this, the study indicated that maintaining project employee salary structure in a 

competitive labor market is tough to motivate them in the construction projects under 

investigation. Another challenge that confronts the practice of motivation and labor relation in the 

construction projects is that the firm couldn‟t provide adequate retirement benefits to the 

employees. Finally, the construction projects clearly couldn‟t define how management should 

treat employees in order to motivate and have good relation with the workers. 

 



 

In conclusion, non-availability of a clear company health and safety policy, inadequate 

enforcement of the existing building rules and regulations, and safety awareness of the company's 

top management were the main challenges. Apart from this, the study found that workers‟ non-

compliance in using PPE is a major challenge.  

5.2 Conclusions 

The aim of this study was to assess the extent to which selected construction projects in Jimma 

town use the various HRM practices and the challenges confronting the sector. The study found 

that recruitment and selection practices in the construction projects are distinctly different from 

those of the manufacturing and banking industry and centers on selection of skilled and 

technically competent personnel. The study also revealed that training practices in the 

construction projects sampled was superficial, aimed at orienting the new employee to the 

organization and the facilities for optimum performance rather than employee skill development. 

Furthermore, challenges of HRM practices identified in the study were related to recruitment and 

selection, for example, employee turnover in search of better condition of service, lack of 

incentives and benefits, and occupational health and safety were the major challenges confronting 

construction projects under the study while they try to practice human resource management 

functions. 

5.3 Recommendations 

In view of the research findings as well as one of the purposes of this work, the researcher made 

the following recommendations on the ways to improve the practices of human resource 

management in the construction projects. 

 

The challenges identified above could influence the performance of the employees of the selected 

construction projects negatively. That is, the performance of the employees in terms of retention, 

effectiveness, efficiency and productivity are hampered through the mentioned HRM challenges. 

It is, therefore, recommended that the selected construction projects need strengthen their policies 

on monitoring and supervision, reward system, performance appraisal practices in order to 

mitigate the impact of the challenges on the employees. 

 



 

For a diminishing organizational commitment on the part of the staff and attributed the situation 

to inadequate incentives, it is, therefore, recommended that the construction firms under the 

investigation should provide proper, better and effective reward, incentive and compensational 

programmes for employees. In a relative term, competitive compensation facilities should be 

provided for employees, and higher employee performance should be linked with higher salary 

and compensational facilities. This system of incentive could enhance the commitment level of 

the employees of the construction projects. 

 

It emerged from the study that there is a superficial training and development practices in the 

construction projects. Therefore, the firms should allocate enough budgets for training and 

development programmes to well-equip employees for better performance. After employee 

performance appraisal, performing employees should be encouraged and special development and 

training programmes should be provided for poor performers. Adequate provision of training and 

development programmes for employees would enhance employee performance and hence 

organizational performance. 

 

The other key challenge of the HRM practices of the construction projects was related to 

ineffective supervision. For that reason, the firms should put the necessary measures in place for 

effective monitoring and supervision of its staff.  

 

Further, employee turnover was also challenging the selected construction projects. Thus, 

the firms need to take into consideration the job satisfaction and apply appropriate HRM 

practices in the workplace to minimize turnover and achieve organizational goal 

efficiently and effectively. In line with this, superior training programs are likely to 

experience lower staff turnover than those that neglect staff development  

 

Finally, regarding occupational health and safety practices in the construction projects, the study 

revealed the following major challenges. Low priority was given to safety; poor attitude of 

construction professionals towards OHS; lack of competent party to enforce policies, procedures 

and regulations, and poor health and safety management systems. To overcome or minimize such 

challenges, therefore, each construction projects should have its own safety and health policy; 



 

include safety as a pay item in contract document; and allocate budget and time frames for health 

and safety in the contract document. Above all, orientation and training should be provided to the 

employees and concerned parties to overcome the limited knowledge regarding health and safety, 

creating awareness is also vital to reduce resistance by employer and employees, and empowering 

the limited capacity of those attempting to implement OHS - both within the construction sector 

and concerning government authorities.  

 

5.4 Suggestions for Future Research  

In summary, the findings of this study have exposed the practice of the human resource 

management and confronting challenges in selected construction projects with reference to Jimma 

town, Oromia Regional State. However, the sampling technique adopted, that is, purposive 

sampling, is the major limitation of this study, and it limits study‟s generalization. Future research 

should build on this by using simple random sampling technique. In addition, it will be interesting 

to investigate the impact of the identified HRM practices on productivity, cost effectiveness and 

other related issues of construction projects at large. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



 

REFERENCES 
 

Afshan, S. (2012). Impact of Training on Employee Performance: A Study of Telecommunication  

Sector in Pakistan. Journal of Archives, 249(6), pp.646-655. 

 

Aggarwal, Y.P. (2008). Statistics of Education (2
nd

  Ed). Delhi: Sterling Publishers Pvt. Limited.  

 

Agwu M. O. (2012). Total Safety Management: A Strategy for Improving Organizational  

Performance in Selected Construction Companies in Nigeria. Department of Business 

Administration Niger Delta University, Wilberforce Island, Bayelsa State 

 

Al-Kilani, F.M. (2011). Improving Safety Performance in Construction Projects in Libya (Case  

Study in Tripoli City). Master Degree in Civil Engineering Thesis, Diponegoro 

University. 

 

Ameh, O. J. & Daniel, E. I. (2017). Human Resource Management in the Nigerian Construction  

Firms: Practices and Challenges. Journal of Construction Business and Management. 2(1). 

47-54 

 

Armstrong, M. (2006). A Handbook of Human Resource Management Practice. (10
th
 Ed.), Kogan  

 Page Publishing, London. 

 

____________ (2010). Armstrong's Essential Human Resource Management Practice: A Guide to  

 People Management Kogan Page Publishing, London. 

 

Ayalew Ayza (2018). The Effect of Compensation Practices on Employees‟ Job Satisfaction: A  

Case Study of MOHA Soft Drinks S.C. Hawassa Millennium Pepsi Cola Plant. MA 

Thesis, Addis Ababa University. Addis Ababa, Ethiopia. 

 

Best, W. J. & Kahn, J.V. (2007). Research in Education (10
th
 Ed). Pearson Education Inc. New  

York. 



 

Biniam Kassa (2016). The Impact of Human Resource Management Practice on Organizational  

Performance: A Study on Debre Brehan University. International Journal of Recent 

Advances in Organizational Behavior and Decision Sciences. 1(1). 643-662. 

 

Blessing, et al., (2017). Impact of Motivation on Productivity of Nigerian Workers. 11. 05-16.  

 

Byars L & Rue, W. (2006). Human Resource Management (8
th

 Ed). McGraw-Hill/Irwin 

 

Bradley, S., Petrescu, A., & Simmons, R. (2004). The Impacts of Human Resource Management  

Practices and Pay Inequality on Workers‟ Job Satisfaction. Lancaster University 

Management School Working Paper.  

 

Cary L. Cooper, Yipeng Liu & Shlomo Y. Tarba (2014) Resilience, HRM Practices and Impact  

on Organizational Performance and Employee Well-Being. The International Journal of 

Human Resource Management, 25:17, 2466-2471 

 

Chan, A. (2005). The Challenges-of Human Resources Management. Retrieved March, 2019  

from http/ezinearticles.com/  

 

Chan, P., Clarke, L. and Dainty, A. (2010). The Dynamics of Migrant Employment in  

Construction: Can Supply of Skilled Labour Ever Match Demand? In Ruhs and Anderson, 

B. (Eds). Who Needs Migrant Workers? Labour Shortages, Immigration and Public 

Policy, Oxford, Oxford University Press, pp. 225-255 

 

Cheng, E. W. L., & Ho, D. C. K. (2001). The Influence of Job and Career Attitudes on Learning  

Motivation and Transfer. Career Development International, 6, 20-27.  

 

Chowdhury Abdullah Al Mamun and Md. Nazmul Hasan (2017). Factors Affecting Employee  

Turnover and Sound Retention Strategies in Business Organization: A Conceptual View. 

Problems and Perspectives in Management, 15(1), 63-71. 



 

 

Chukwuemeka, E. O. (2006). Public Administration, Elyn: HRV Pub. 

 

Claudia, B., & Katja, K. (2011). Continuous Training, Job Satisfaction and Gender: An Empirical  

Analysis Using German Panel Data. RUB Journal, 265. 

 

Cohen, L., Manion, L. and Morrison, K. (2007).  Research Methods in Education. (6th  Ed).  

Routledge. New York. 

 

Compton, R. L & Morrissey, W.J (2014). Effective Recruitment and Selection Practices (6
th
 Ed).  

North Ryde, N.S.W.Sydney CCH Australia. 

 

Dainty, A.R.J., Ison, S. G and Root, D. S. (2004). Bridging the Skill Gap: A Regionally Driven  

Strategy for Resolving the Construction Labour Market Crisis. Engineering, Construction 

and Architectural Management, 11(4), 275-283 

 

Dawit Seblework. (2006). Occupational Safety and Health Profile for Ethiopia. Ministry of Labor  

and Social Affairs. 

 

Delaney, T.J. and Huselid, M.A. (1996). The Impact of Human Resource Practices on  

Perceptions Organizational Performance 

Dessler, G. (2007). Human Resource Management. (11
th
  Ed.), Prentice-Hall, Englewood Cliffs,  

NJ. 

 

Dukpa, D., and Dendup P. (2017). Occupational Health and Safety Practices and Challenges in  

the Construction Industry of Bhutan: A Situation Analysis. International Journal of 

Scientific and Research Publications, Volume 7, Issue 10. 154-162. 

Dunford, B. Wright, M. & Scott A. (2001). Human Resources and the Resource Based View of  

the Firm. Journal of Management 27. 701–721. 

 



 

Erlick, M. and Grabelsky, J. (2005). Standing at the Crossroads: The Building Trade in the  

 Twenty-First Century. Labour History 46(4), 421-445 

Farnham, D. (2006). Examiner‟s Report (May), CIPD.co.uk 

 

Fasil Argaw (2017). Assessment of Construction Safety and Health Management in High Rise  

Building in Addis Ababa: MA Thesis in Project Management AAU. 

Fesseha Mulu, Ermiyas Admasu & Kaso Teha (2017.) The Performance of Condominium  

Housing Program in Jimma Town, Ethiopia: A Case Study. Annals of the University of 

Craiova for Journalism, Communication and Management, Volume 3, 5-31. 

Fraenkel, J. R., and Wallen, N. E. (2003). How to Design and Evaluate Research in Education  

 (5th ed.). MacGraw-Hill. New York. 

 

Gabriel, B., P. (2016). Unexpected Events in Nigerian Construction Projects: A Case of Four  

Construction Companies. Walden Dissertations and Doctoral Studies Collection at Scholar 

Works. 

 

Genet Alemu and Admit Zerihun. (2005).The Ethiopian Manufacturing Sector: Competitiveness  

 and the Way Ahead. 

 

Getachew  Eshetu (2016). Practices and Challenges of Human Resource Management in Major  

 General Mulugeta Buli Technical College. MA Thesis, Addis Ababa University. 

 

Green, F., Felstead, A, & Mayhew K., (2000).The Impact of Training on Labor Mobility:  

Individual and Firm-level Evidence from Britain‟, Br. J. Ind. Relate. 38:261-275. 

 

Griffeth, R.W., & Hom, P.W. 2002). The employee turnover process. Research in Personnel and  

Human Resources Management, 13, 245-293. 

 

Gusdorf, L. (2008). HR Challenges: Recruitment and Selection: Hiring the Right Person SHRM  

India. 



 

Hagere, Tsegaye. (2017). The Effect of Compensation Practices on Professional Employees‟  

Turnover Intention: The Case of Goal Ethiopia, an International Non-governmental 

Organization. MA Thesis Submitted to Addis Ababa University. Addis Ababa, Ethiopia. 

 

Hartmann, H. (2010). Capitalism, Patriarchy and Job Segregation by Sex. In J. Goodman  

(Ed.), Global Perspectives on Gender and Work: Readings And Interpretations, Plymouth: 

Rowman & Littlefield Publishers Inc. 

 

Hatch, N., W., & Dyer, J. H., (2004). Human Capital and Learning as a Source of Sustainable  

Competitive Advantage. Strategic Management Journal 25(12), 1155–1178 

 

Huemann, M., Keegan, A. and Turner, T. R. (2007). Human Resource Management in the  

Project-oriented Company: A Review. International Journal of Project Management, 25, 

315-325 

Investigation. International Journal of Business and Management, 6(9): 46-56. 

 

International Labor Organization (ILO) (2005). A Global Alliance against Forced Labor - Global  

 Report on Forced Labor. 

 

Ivancevich, John, M. (2004). Human Resource Management. (9
th
 Ed.).Tata McGraw-Hill  

Publishing Company Limited, New Delhi 

 

Karami, A., Analoui, F. and Cusworth, J. (2004). Strategic Human Resource Management  

and Resource‐Based Approach: The Evidence from the British Manufacturing 

Industry. Management Research, Vol. 27 No. 6, pp. 50‐69. 

 

Kawuwa, et al., (2018). Health and Safety Challenges on Construction Sites of Bauchi  

Metropolis. International Journal of Scientific and Research Publications, Volume 8, Issue 

1, 367-377. 

 

 



 

Koçer, R.G. and Hayter, S. (2011). Comparative Study of Labor Relations in African Countries. 

University of Amsterdam, AIAS Working Paper 116. 

 

Kusi, H. (2017). Leading and Managing People in Education, WGCBC Publications, Winneba. 

 

Kyndt et al. (2009). Employee Retention: Organizational and Personal Perspectives. Vocations  

and Learning, 2(3), 195-215 

 

Loosemore, M., et al. (2003). Risk Management in Projects, Spon Press, London. 

 

Loosemore, M. Dainty, A., & Helen. L. (2003). Human Resource Management in Construction  

Projects: Strategic and Operational Approaches. 1-344.  

 

Lucy Fekele, Quezon, E.T. & Macarubbo Y. C. (201.6). Evaluation of Health and Safety Practice  

in Building Construction: A Case Study in Addis Ababa. International Journal of 

Scientific & Engineering Research, Volume 7, Issue 10. 

 

McGrath-Champ, S., Rosewarne, S. and Rittau, Y. (2011). From One Skill Shortage to the Next:  

The Australian Construction Industry and Geographies of Global Labour Market. Journal 

of Industrial Relation 53(4):467-485 

 

McMahon, G. (2013). Performance Management in Human Resource Management (Carbery, R.,  

 Cross, C. eds). Palgrave Macmillan. 

 

Mondy, R. Wayne (2010).  Human Resource Management (12
th
  Ed.) Prentice Hall Publisher.  

 United States. 

 

Muhammad, M.S., & Shamaila S., (2013).The Impact of Training and Development on  

Employees‟ Skills Enhancement and Their Subsequent Intention to Quit: The Moderating 

Role of Perceived Alternative Job Opportunities, Vol. 7(13), pp. 1030-1034. 



 

Mulolli, E, Islami, X., & Skenderi, N., (2015). Human Resource Management Practices and  

SMEs Performance: Study Based in Kosovo, (vol.4). International Review of 

Management and Business Research. 

 

Mussie  Techlmichael and Joseph, S. (2006). Challenges and Prospects of HRM in Developing  

Countries: Testing the HRM-Performance Link in the Eritrean Civil Service. The 

International Journal of Human Resource Management 17(1) 

Nesan, L. J. and Holt, G. D. (1999). Empowerment in Construction: The Way Forward for  

Performance Improvement. Hertfordshire, England: Research Studies Ltd. 

 

Oginni, B. O. & Afolabi, G. V. (2012). A Study of Human Resource Management Practices and  

Labour Turnover in the Manufacturing Organizations in Lagos, Nigeria. IOSR Journal of 

Business and Management, 5(4):13-19 

 

Oladipo, J. A., & Abdulkadir, D. S. (2011). Strategic Human Resource Management and  

Organizational Performance in the Nigeria Manufacturing Sector: An Empirical 

Investigation. International Journal of Business and Management, 6(9), 46-56. 

 

Olomolaiye, P., Jayawardene, A. & Harris, F. (1998). Construction Productivity Management.  

Chartered Institute of Building, Essex, England: Addison Wesley Longman 

 

Othman, A. & Napiah. M. (2012). Human Resource Management in the Construction of A  

Sustainable Development Project: Towards Successful Completion. WIT Transactions on 

Ecology and the Environment, Vol 162, WIT Press 

 

Quartey, S. H. (2012). Effect of Employee Training on the Perceived Organizational  

Performance: A Case Study of the Print�Media Industry in Ghana. European Journal of 

Business and Management. Vol 4, No.15 

 

Reilly, P., (2003). Guide to Workforce Planning in Local Authorities, Employers Organization for  

Local Government, London 

https://www.researchgate.net/journal/0958-5192_The_International_Journal_of_Human_Resource_Management
https://www.researchgate.net/journal/0958-5192_The_International_Journal_of_Human_Resource_Management


 

 

Rotman, R. (2013). How Technology Is Destroying Jobs. MIT Technology Review.  

 www.technologyreview.com 

 

Rowlinson, S. (2004). "Procurement". Murray, M and Langford, D. Architect's Handbook of  

 Construction Project Management. London: RIBA Enterprises Ltd. 

 

Samuel, M.O. and Chipunza, C. (2009). Employee Retention and Turnover: Using Motivational  

 Variables as a Panacea. African Journal of Business Management, 3, 410-415. 

 

Schneider, S., & Barsoux J. (2003). Managing Across Cultures. (2
nd

 Ed.) Prentice Hall. 

 

Sebsibe Tadesse & Dagnachew Israel (2016). Occupational Injuries among Building Construction 

Workers in Addis Ababa, Ethiopia. Journal of Occupational Medicine and Toxicology. 11:16 

 

Senyucel, Z. (2009). Managing Human Resource on 21
st
 Century. London Ventus Publishing  

APS 

 

Shafeek, H. (2016). The Impact of Human Resource Management Practices in SMEs. Annals of  

Faculty of Engineering, Hunedoara-International Journal of Engineering, Tome XIV 

(Fascicule 4), 91-102 

 

Shantz, A., & Latham, G. (2011). The Effect of Primed Goals on Employee Performance:  

Implications for Human Resource Management. Human Resource Management. (50). 2. 

 

Shiferaw Dibaba. (2013). Assessment of the Human Resource Management Practices in Ethiopian  

 Public Health Association. MBA Thesis. Indira Gandhi National Open University. India. 

 

Siew, R. Y. J. (2014). Human Resource Management in the Construction Industry: Sustainability  

Competencies, Australasian Journal of Construction Economics and Building, 14 (2) 87-

103. 

http://www.technologyreview.com/


 

 

Tabassi, A. A. and Abu Bakar, A. H. (2009). Training, Motivation, and Performance: The Case of  

Human Resource Management in Construction Projects in Mashhad, Iran. International 

Journal of Project Management, (27), 471- 480 

 

Tadesse Ayalew, Zakaria Dakhli, & Zoubeir Lafhaj. (2016). Assessment on Performance and  

Challenges of Ethiopian Construction Industry. Journal of Architecture and Civil 

Engineering Volume 2, Issue 11, pp: 01-11. 

 

Tayeb, M. (2005). International Human Resource Management: A Multinational Company  

Perspective. Oxford University Press. 

 

Tegene Abebe. (2008). The Human Resource Management Function in Ethiopia: Focus on Civil  

Service in Southern Regional Government (SNNPRG). MA Thesis in Human Resources 

and Employment. The Hague, The Netherlands. 

 

Tsegaye Tegenu (2014). Is Ethiopia Missing the Opportunity of Labor-intensive Industrialization?  

Paper submitted to the Expert Group Meeting on Age Structural Transition and 

Development Policy and Planning. Vienna. 

 

Veitch, C. (2018). The Construction Industry in Ethiopia. African Business Information (Online).  

 

Wasbeek, D. J. Van. (2004). Human Resource Management Practices in Selected Ethiopian  

Private Companies: A Study to Increase Employee Productivity in Ethiopia. PhD 

Dissertation Boca Raton, Florida.USA. 

 

Wei, L. and Yazdanifard, R. (2014). The Impact of Positive Reinforcement on Employees‟  

Performance in Organizations. American Journal of Industrial and Business Management, 

Vol. 4 No. 1, pp. 9-12.  

 

Worldometers, (2017). World Population. http://www.worldometers.info/world-population 



 

Yankov, L. and Kleiner, B.H. (2001). Human Resources Issues in the Construction Industry.  

Management Research News, Vol. 24, pp.101-105. 

 

Yaro, I. (2014). Recruitment and Selection in the Nigerian Public Service: Nature, Challenges and  

Way Forward. British Journal of Economics, Management and Trade, 4(7):1005-1017. 

 

Yin, R.K. (2003). Case Study Research: Design and Methods. (3rd Ed). Sage, Thousand Oaks. 

 

Zeng et al, (2008). The Role of Human Resource-Related Quality Management Practices in New  

Product Development: A Dynamic Capability Perspective. International Journal of 

Operations & Production Management. 

 

Zhai, X., Liu, A. M. M. and Fellows, R. (2014). Role of Human Resource Practices in Enhancing  

Organizational Learning in Chinese Construction Organization. Journal of Management in 

Engineering, 30(2). 

Zhang, Ying Ying. (2012).The Impact of Performance Management System on Employee  

Performance: Analysis with WERS 2004. Available online.  



 

Appendix A 
A Questionnaire to Be Filled By HR Managers, Construction Professionals  

Dear respondents, 

The main purpose of this questionnaire is to collect data for the study on the assessment of human 

resource management practices and challenges in construction firms. It will be used to prepare a 

thesis as a partial fulfillment of MA degree in Project Management and Finance. You 

(respondent) are kindly requested to read the questions thoroughly and respond accordingly. The 

result of this assessment will be treated with utmost confidential and will be strictly used for 

academic purpose only. 

Thank you in advance for your cooperation! 

Part I: Respondents’ Background Information 

Directions: Please put (X) mark in the appropriate box. 

1. Your Age 20 - 30    31 - 40         41 -50          51 - 60         > 61 

2. What is your gender? Male     Female 

3. What is your marital status?    Married   Unmarried        Others 

4. Educational Level Achieved? Certificate Diploma/TVET Bachelor (BSC) in 

____________________________Engineering 

MA/MBA/MSC           Others____________________________________ 

5. How long have you worked in the construction project?  

Less than 1 year   1 – 2 years       3 – 5 years        6 – 10 years    >10 

6. Under which department are you working? 

HR management           Construction manager            Project Management         

Executive Director        Client organization                  Contractor                 Others 

 

Part II: Human Resource Management Practices 

Directions: Read the following statements and express your degree of agreement/ disagreement 

with human resource management practices by ticking (√) the appropriate column. 

Note that Strongly Agree (5), Agree (4), Uncertain (3), Disagree (2), Strongly Disagree (1). 

NO Human Resource Planning Practices 

5
 

4
 

3
 

 2
 

1
 

1 The firm has the right persons at the right time at the right place at the right job.      



 

2 A successful HRP technique is found in the company       

3 The company operated a quarterly human resource planning schedule.      
4 There is long term planning for human resource need of the firm/enterprise      
 Recruitment and Selection Practices      
5 Job advertisement is used by the enterprise to recruit employees       

6 The recruitment and selection process is fair and transparent.      
7 External recruitment is better than internal recruitment      
8 Screening of candidate for vacant positions is common      
9 Selection of staff is based on quality and skill rather than academic qualification      

10 The firm conducts job analyses (determining the nature of each employee‟s job) 

before assigning them 

     

11 University graduates are given preference over TVET graduates      
12 Young applicants below 25 years are given preference over older applicants      
 Training and Development Practices      
13 There is department assigned to follow up training and development program in firm      
14 The top management give due attention for training and development programs for 

employees in firm 

     

15 New staffs are taking through company induction & training Orientation and training 
of newly recruited employees 

     

16 Staffs are assigned on project based on their skills and expertise      
17 Selection for training is based on a proper need assessment      
18 The firm/enterprise allows staffs to  move to another project at completion of a 

project 

     

19 There is training and skill development for managers (leadership training)      
20 The firm provides staff with opportunities for career development      
21 Firm organizes workshops, seminars and trainings to enhance employees‟ skills      
22 There is department assigned to follow up training and development program in 

firm/enterprise. 
     

23 The top management gives due attention for training and development programs for 

employees in firm 

     

 Performance Appraisal      
24 Employees are aware of the implementation of the actual performance appraisal      

25 There is a well-designed performance appraisal system in firm      

26 Immediate supervisors evaluate employees‟ performance in firm      

27 Performance appraisal takes place regularly      

 Motivation and Labor Relation Practices      
28 There is provision of appropriate / modern working tools and equipment      
29 The firm/enterprise provides incentives and benefits to staff      
30 There is team spirit within the firm      
 Compensation and Rewards      
31 Project managers make compensation decisions.      
32 The focus of compensation and reward is to attract, and retain employees in 

organizations 

     



 

33 The reward and compensation schemes provided by firm are sufficient      
 Health and Safety Practices      
34 I am aware of Occupational Health and Safety (OHP) policy and safety rules of the 

project I am working in. 

     

35 I am aware of the accident reporting system and my duty with regards to health and 
safety in my workplace. 

     

36 I am aware of the prevention of hazards.      
37 I am aware of safety representatives at my workplace      
38 I have attended an orientation program and training on health and safety      
39 My company provides Personal protective equipment (PPE) at work place.      

 

Part III: Challenges Construction Firms Encounter in HRM Practices 

Directions: Read the following statements and express your degree of agreement/ disagreement 

with human resource management practices challenges by ticking (√) the appropriate column. 

Note that SA=Strongly Agree (5), A=Agree (4), U=Uncertain (3), D=Disagree (2), SD=Strongly 

Disagree. 

 Challenges Construction Firms Encounter in HRM Practices 

5
 

4
 

3
 

 2
 

1
 

40 Lack of incentives diminishes organizational commitment      

41 The firm attracts staff with high reputation from other companies/firms      

42 There is high experienced labor turnover      

43 The firm represents the interests of employees within the framework of its 

primary obligation to senior management 

     

44 There is lack of collecting the right information about jobs to prepare job 

descriptions 

     

45 There is recruitment of staff for specific project only (i.e. on short- term bases)      

46 The firm makes  sure that employees have the mechanisms required to 

challenge unfair practices 

     

47 The firm is incapable of identifying staff skill gap      

48 The firm ensures adequate training isn‟t to undermine department‟s 

effectiveness 

     

49 The project ensures employees are doing their best during time of turbulence      

50 The firm is incompetent of preparing appropriate and well detail job 

description 

     

51 Maintaining project employee salary structure in a competitive labor market is 

tough 

     

52 The firm  couldn‟t provide adequate retirement benefit      

53 The firm clearly defines how management should  treat employees      

54 There is non-compliance in using Personal protective equipment (PPE) among 

the workers. 

     

55 Personal Protective Equipment (PPE) is uncomfortable and hindered my work 

performance. 

     



 

56 Constraints such as lack of human resources and shortage of funds are the 

leading agents on health and safety.  

     

57 The company plans to outsource OHS training and management.      

58 There exists resistance from employers and employees to adopting safety 

standards at workplace 

     

59 There is limited capacity of employers and managers to implement the OHS 

legislation 

     

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

Appendix B 

Interview Questions for Construction Professionals and Administrative Staffs 

1. Who prepares human resources plan and evaluation status in the construction project? 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

2. How often do you evaluate the effectiveness of HR plan in the construction project? 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

3. What could be done to improve the human resources management practices in the 

construction project? 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

4. What are the key HRM challenges currently facing the construction companies? 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

5. To what extent does your construction project implement OHS policies and procedures? 

______________________________________________________________________________

______________________________________________________________________________

____________________________________________________________________________ 



 

6. What are the challenges and problems faced by your construction project to implement OHS 

policies and procedures? 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

 

 


