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Abstract
Human resource is considered the most important asset in construction industry, it has
the highest influence to achieve quality. Therefore, contracting companies must keep
and develop their employees. Human resource development gives the company a
competitive edge. Any company, which ignores their human resource development
harm their future reputation. Quality in turn is a function of knowledge and experience
background, training programs and the overall health of the employees.
This study aimed to investigate the role of human resource development in achieving
quality in contracting companies in the Gaza Strip and to provide mechanisms and
guidelines for contractors to develop human resources in their companies. It also
enhance work quality through comprehensive developing a policy framework.
Qualitative and quantitative methods used to achieve the research objectives. A
Structured interview used to assess the current situation of human resource
development in contracting companies in the Gaza strip. A questionnaire method used
to investigate the factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip, and to investigate the barriers factors to
implement the human resource development in contracting companies in Gaza Strip.
This study indicated that most important three factors that affecting and leading to
development of human resource that achieving quality in contracting companies in
Gaza Strip are implement efficiency criteria for employee selection to work with
company, trainers efficiency and criteria's for selection training team and hold training
courses to develop knowledge and theoretical capabilities of employees. Also the study
indicated that most important three factors that barring implementation of human
resource development programs in contracting companies in Gaza Strip are
discontinuous of companies work, human resource development programs cost and
lack of job security of employees because of temporary contract.
This study recommended that contracting companies must take high attention for
human resource management main practices and establishing comprehensive training
programs for all employees in company based on internal and external changes
influencing at human resource performance.
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يهخص انبحذ
ٚؼخبش انؼُصش انبشش٘ يٍ أْى انًٕاسد انًٕصٕدة فٙ

لطاع صُاػت اإلَشاءاث ٔاألكزش

حأرٛشا ف ٙححمٛك انضٕدة  ،نزا ٚخٕصب ػهٗ ششكاث انًمأالث انحفاظ ٔانؼًم ػهٗ حًُٛت
انؼايه ٍٛنذٓٚا كًا أٌ حًُٛت انًٕاسد انبششٚت حؼط ٙانششكت يٛزة حُافسٛت ٔأٖ ششكت حًٓم
حًُٛت يٕاسدْا انبششٚت حضش بسًؼت انششكت انًسخمبهٛت ٔانضٕدة َْ ٙخاس انخهفٛت انُظشٚت
ٔانصحت انؼايت نهؼايه.ٍٛ

ٔانؼًهٛت نذٖ انؼايهٔٔ ٍٛصٕد بشايش حذسٚبٛت

حٓذف ْزِ انذساست إنٗ انخحمك يٍ دٔس حًُٛت انًٕاسد انبششٚت ف ٙححمٛك انضٕدة فٙ
ششكاث انًمأالث ف ٙلطاع غزة ٔ نخزٔٚذ انًمأن ٍٛباٜنٛاث ٔانًبادئ انخٕصٛٓٛت نخًُٛت
يٕاسدْى انبششٚت يٍ خالل يشاصؼت شايهت نهذساساث انسابمت ٔالخشاط

إطاس نخًُٛت انًٕاسد

انبششٚت.
حى اسخؼًال انطشٚمت انكٛفٛت ٔانكًٛت نخحمٛك أْذاف انذساست  ،حٛج حى اسخخذاو انًمابهت
نخمٛٛى ٔالغ حًُٛت انًٕاسد انبششٚت ف ٙششكاث انًمأالث ف ٙلطاع غزة ٔلذ حى اسخخذاو
االسخبٛاٌ نهخحمك يٍ انؼٕايم انخ ٙحؤد٘ نخًُٛت انًٕاسد انبششٚت نخحمٛك انضٕدة ف ٙششكاث
انًمأالث ف ٙلطاع غزة ٔأٚضا انخحمك يٍ يؼٕلاث حطبٛك حًُٛت انًٕاسد انبششٚت فٙ
ششكاث انًمأالث ف ٙلطاع غزة.
ْزِ انذساست أشاسث إنٗ أٌ أْى رالد ػٕايم حؤرش ٔحؤد٘ نخًُٛت انًٕاسد انبششٚت فٙ
ششكاث انًمأالث ف ٙلطاع غزة ْ ٙحطبٛك يؼٛاس انكفاءة الخخٛاس انًٕظف ٍٛنهؼًم بانششكت
ٔكفاءة انًذسبٔ ٍٛيؼاٛٚش اخخٛاس فشٚك انخذسٚب ٔػمذ دٔساث حذسٚبٛت نخًُٛت انمذساث انُظشٚت
ٔانؼًهٛت نهؼايهٔ ٍٛأٚضا انذساست أشاسث إنٗ أْى رالد ػٕايم حؼٛك حطبٛك بشايش حًُٛت
انًٕاسد انبششٚت ف ٙلطاع غزة ْ ٙػذو حٕاصم ػًم انششكاث ٔحكهفت بشايش حًُٛت انًٕاسد
انبششٚت ٔػذو ٔصٕد آياٌ ٔظٛف ٙنذٖ انؼايه ٍٛبسبب انخؼالذ انًؤلج يغ انششكت.
ْزِ انذساست أٔصج بأَّ ٚضب ػهٗ ششكاث انًمأالث أٌ حٕن ٙاْخًاو شذٚذ نهًًاسساث
انشئٛسٛت إلداسة انًٕاسد انبششٚت ٔإَشاء بشايش حذسٚبٛت شايهت نضًٛغ انؼايه ٍٛف ٙانششكت
بُاء ػهٗ انخغٛشاث انذاخهٛت ٔانخاسصٛت انخ ٙحؤرش ػهٗ أداء انًٕاسد انبششٚت.
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Chapter 1
Introduction
1.1 Research rationale
The complexity of today's project environments has created an even greater need to
ensure that construction organizations have effective career development programs to
fill project management roles with the „right‟ people for successful delivery. To meet
this need, organizations have looked to supplement established programs with
impartial methods to profiling employee characteristics (Madter et al., 2011).
Human resource development, as an academic discipline, is now defined the
development of learning including knowledge and expertise and the improvement of
performance. It considers a multi-level concept in that it focuses on individual, group,
and organization issues. As a discipline, it relies on theories that describe the process
of training and theories of organizational learning and changes. However, human
resource development is still considered with formless and penetrable boundaries
(Tabassi et al., 2011).
The concept of human resource development has emerged as strategy to enhance the
capacity of available employees in organizations for performance. Studies have shown
that the success of an organization is highly dependent on the skills, knowledge and
experience of its employees, which is a direct product of adequate human resource
development capability of that particular organization. The success and progress of an
organization depend on its ability to maximally explore the talent and potentials of its
workforce. This is more likely to be achieved through the purposeful human resource
development capability of an organization (Gberevbie, 2012).
On the other side, the researchers emphasized performance outcomes paradigms which
concentrated on developing employees to enhance and improve organizational
performance outcomes (Tabassi et al., 2011).
To achieve world class quality, it is imperative that a company empowers its workers.
Companies must develop and realize the full potential of their workforce and maintain
an environment conducive to full participation, personal and organizational growth.
This can be achieved through creating the appropriate human resource development
through training, employee participation and involvement, building quality awareness
among employees, and motivating employees (Shahraki et al., 2011).
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The manpower in the construction industry in Gaza strip is not given attention neither
from the construction companies nor from the concerned governmental authorities.
Studying the availability of skilled workers, training, quality, mode of payment and
future strategies to develop the construction workforce is essential and justified for
success of the projects. The number of workers taking career in the construction
industry is on the rise and this industry involves around 16 % of total work force in
different Palestinian industrial sectors (PCBS, 2004).

1.2 The nature of the construction industry
Nowadays construction industry suffers from competitiveness. Sustainable competitive
advantage is built by firms only through efficiency and effectiveness. Efficient
companies mean success to all construction players. So, firms having sufficient power
with qualified and superior resources are able to perform more efficiently. Main parties
of construction industry; client, designer, and contractor may pay no attention to
efficiency which affect all parties. So, companies are under stress to find ways to
improve their performance to survive and sustain their competitive position in the local
construction market (Al-Shammari, 1999).
Also construction industry is fragmented and loosely structured system. The skills,
loyalty and orientation of professionals and practitioners in the industry have
developed in an environment of specialization, differing traditions and often opposing
interests. Attempts at integration, if any, are presently weak. In addition, the short-term
nature of construction projects does not help to development (Pheng and Ke-Wei,
1996).
The dynamic nature of the labor market, including high labor mobility between
companies , wide range of remuneration levels, and issues of seasonality further
complicate the matter leading to planning difficulties (Liu and Wall, 2005).
Contracting companies are facing increased competition due to globalization, changes
in technology, political and economic environments and therefore prompting these
organizations to develop their employees as one of the ways to prepare them to the
increases above and thus enhance their performance (Nassazi, 2013).
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1.3 The importance of construction industry
Construction industry sector always considered as one of the most important sectors in
the economies of all countries for its broad and intense linkages with other sectors
which stimulate economic development in the country as a whole is a major generator
of jobs and constitutes an important component of gross domestic product (GDP).
However, added-value. The industry becoming increasingly more complex partly
because the complexity of the construction process itself, and the large number of
parties involved including clients, users, designers, regulators, contractors, suppliers
and others. The industry's fortunes tend to fluctuate with the general economy, and it
has a cyclical nature and quick response to the changes in the economy (Elnamrouty,
2012).
Construction sector plays a major role in the economic development of any nation
compared with other sectors (Ikediashi et al., 2012).

1.4 Construction industry in Gaza Strip
The Gaza Strip is one of the most densely populated places on earth, with a total area
of 365 km2 and a population of approximately 1.8 million (UNDP, 2014). Since, the
emersion of the Palestinian National Authority in 1994, the construction sector has
witnessed remarkable activities, which resulted in revival of construction sector,
support industries and emigrant capital investments. Construction industry is one of the
most vibrant industries in Gaza Strip. It includes general contractors, builders,
subcontractors, specialty trades and suppliers. Construction works include activities
related to construct of residential building, schools, offices, roads, bridges, pipelines,
airports, harbors, drainage, power plants, water supply, railways, irrigation projects,
maintenance and repair works (UNDP, 2014).
Construction sector has played a crucial role in extending job opportunities for
Palestinian labor force. Expansion of the construction activity in the West Bank and
Gaza Strip (WBGS) has generated a lot of jobs for skilled, semiskilled and unskilled
construction workers (PECDAR, 2015).
The construction sector was the biggest industry sector of Gaza, with 100,000 people
either directly or indirectly employed in the sector before the blockade. (Oxfam, 2010).
The construction sector was damaged in 2007 due to the prevent needed construction
materials enter including cement, steel, and aggregates. By the end of November 2007,
3

all remaining stock of construction material in the Gaza Strip had been consumed. All
construction factories had shut down, causing the loss of 3,500 job (Pal-Think, 2012).
Consequently, many infrastructure projects, including roads and sewage systems, have
been suspended (PCHR, 2007).

1.5 Construction industry effect on economy in Palestine
The construction industry is a powerful engine to the Palestine economy in general and
especially in Gaza Strip (PCU, 2014).
The 1993 Oslo Accords practically preserved Israeli occupation domination over the
West Bank and Gaza Strip. and that it would only serve a purely functionalconsumerist purpose without having the fundamentals for standing on its own feet,
being lacking in sovereignty. This protocol did not transfer economic decision- making
to the Palestinian side, and did not even make the latter a partner in decision-making
related to the Palestinian economy (AL-Zaytouna, 2013).
Palestine is almost totally dependent on the economy of Israeli occupation. Palestine
experiences a trade deficit with Israel because, after years of neglect, it lacks a broad,
competitive industrial and agricultural base. This situation is further compounded by
Israeli restrictions on the volume, destination and sources of Palestinian trade
(PECDAR, 2007).
The economic situation in the Gaza Strip has severely deteriorated since the closure
imposed on it after mid-June 2007, which has almost completely restricted commercial
movement at Gaza‟s crossing points. The closure resulted in a massively negative
impact on the local private sector in Gaza Strip, The long duration of the closure has
introduced a need to identify opportunities for the private sector in the Gaza Strip to
cope with the current complicated business environment through identifying business
alternatives. This is especially true as the political conflict and imposed closures have
had a damaging impact on the private sector (NDEP, 2009).
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1.6 Importance of human resource in construction industry
Human resources are considered the most important asset of an organization, but very
few companies are able to fully utilization its potential (Ahmad and Schroeder, 2002).
Many factors contribute to the success of any organization, these include capital,
equipment, and workforce etc. The most significant of these is the human factor, since
it is the people that will put the other resources to good and effective use. The human
factor remains the most sensitive and volatile of all factors in production (Uzondu,
2013).
Companies should also attain their competitive advantage through effective and
efficient use of these resources. Effective implementation of human resource practices
(HRPs) is seen to be crucial for an organization to achieve its goals and objectives
(Ahmed and Akhtar, 2012).

1.7 Research problem
The discontinuous work in construction industry and stoppage of work in the
construction sector in Gaza strip, mainly for the years 2007 – 2010, has caused
construction workers either to remain unemployed or to seek employment in other
sectors outside of their work and hence not utilizing their skills. As a result, they have
been forced to perform unskilled jobs leading to loss of skills. In addition, no new
workers have been trained to acquire new skills. With the relative ease of restriction on
imports through the Gaza crossing with occupation, the construction sector was forced
to work with available workface given their skill level and is finding it more difficult to
hire needed skilled workers. There is expectation for increasing demand on skilled
work to meet the employment needs for the reconstruction and development of Gaza (
CPR/SEM , 2013).
This research is an attempt to study the current situation of human resource
development in construction industry in Gaza Strip. An attempt is carried out to put
guidelines for the development of the human resources in construction contracting
companies to achieve required quality.
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1.8 Research aim and objectives
Aim
To provide guidelines to develop human resource that enhance quality of work in
construction companies in Gaza Strip.

Objectives
1. To assess the current situation of human resource development in contracting
companies in the Gaza Strip.
2. Identify the factors of development of human resources in contracting companies
that leads to improve quality.
3. Identify the barriers to implement the human resource development in contracting
companies in the Gaza Strip.
4. To establish proposed policy / framework for human resource development in
contracting companies in the Gaza Strip.

Hypothesis
-

There is a relation between quality and the development of employees skills in

construction industry.
-

There are many barriers to implement human resource development

in

contracting companies in Gaza Strip.
- It's no statistical

significance difference between respondents based on Job

description, Experience years, Executed projects annually ($) and Total number of
employees.

1.9 Methodology outline
In thesis research the following methodology will be used in order to a achieve
research objectives.

Stage 1: Literature research
A comprehensive review of the relevant literature will be undertaken in order to
develop an

understanding of previous work in the field of human resource

development.

Stage 2: Pilot study
Data collection will take the form of a structured interview and questionnaire.
However, an initial pilot study will be conducted to test the validity of the
questionnaire.
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Stage 3: Main survey questionnaire
The feedback from the pilot study should assist in finalizing the questionnaire and
prepare the ground for the main survey. The questions will meet the areas
mentioned in the objectives.

Stage 4: Writing up
This stage involves writing up the content of the dissertation and should cover the
chapters proposed in the following section.

1.10 Thesis contents
Chapter 1 :-Introduction
This chapter will give an introduction about the research, it will include:
introduction about the topic, problem statement, research hypothesis, aim and
objectives, limitation, methodology and thesis content.

Chapter 2 :-Literature review
This chapter includes literature review about human resource development,
applying quality in contracting companies, mechanism of human resource needs
assessment related development and methods and tools lead to human resource
development to apply quality.

Chapter 3 :-Methodology
This chapter will show the research design, research period and location,
population, sample size, data collection, questionnaire design, pilot study, case
study selection, interviews questions design and data measurement and analysis,
testing of validity and reliability.

Chapter 4 :- Result and discussion
This chapter will present the statistical questionnaire analysis and results,
interviews results, discussion and interpretation of the results.

Chapter 5 :- Development of Framework
This chapter will present a framework for effective implementation of human
resource development to achieving quality in contracting companies in Gaza Strip
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based on findings draw up from the literature review, current situation, interview
and questionnaire survey.

Chapter 6 :-Conclusion and recommendations
This chapter will summarize the research results and conclusion, also it will give
some recommendations.

1.11 Research limitation
The study is limited to Gaza strip contracting companies. The research
investigate the role of human resource development in achieving quality in
contracting companies in the Gaza Strip, were a lot of contracting companies
stopped at work or work weakly in the previous ten years specially in period
2007-2010.

8

Chapter 2
Literature Review
2.1 Human resources definition
Human resources of an organization consists of the people who work there and on
whom the success of the business depends. Human resources has been defined by
Bontis et al (1999) as follows: „Human resources represents the human factor in the
organization; the combined intelligence, skills and expertise that gives the organization
its distinctive character. The human elements of the organization are those that are
capable of learning, changing, innovating and providing the creative thrust which if
properly motivated can ensure the long-term survival of the organization (Armstrong,
2006).
Based on human resource-based view, in order for a resource to qualify as a source of
a sustained competitive advantages, the resource must add value to the firm, it must be
rare, it must be inimitable, and there must be no adequate substitute for the resource
(Wright et al., 1993).

2.2 Human resource management
human resources management (HRM) is best understood as the “process of managing
human talents to achieve organization‟s objective”. The process of managing human
talents is said to include the process of recruitment and selection, compensation and
benefits, labor and industrial relations and also the management of employees‟ safety
and health in organizations (Haslinda, 2009). Edwin Flippo defines human resource
management as “planning, organizing, directing, controlling of procurement,
development, compensation, integration, maintenance and separation of human
resources to the end that individual, organizational and social objectives are achieved
(Islam, 2012).
HRM also defined as the practices and policies required to carry out the “people” or
human resource aspect of a management position, including career planning,
compensation, performance appraisal, training, job definition, selection, and
encouraging employee participation in decision making (Arumugam et al., 2011).
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From another side, human resource management is identified as a process for the
attitude of the individuals and the development of abilities, leading to personal growth
and self actualization which enables the individual to contribute towards organizational
objectives (Arumugam et al., 2011). The HRM is represented by the seven factors
including employee participation, training, job description, career planning system,
compensation system, selection system, and performance appraisal system. These
factors influence at job satisfaction and performance (Selvam, 2013).
HRM is connected with all the managerial functions engaged in planning for
rewarding, utilizing, developing, selecting, recruiting, and maximizing the potential of
the human resources in an organization (Arumugam et al., 2011).
The HR practices of recruitment, selection, training, performance, performance
appraisal, compensation and reward system are affected by the economic conditions,
environmental uncertainty and political instability (Bibi et al, 2012).
Human Resource Management therefore involves the acquisition of employee of the
right caliber, improving of employees skill, guiding them to maximize their
performance and ensuring employees commitment keep continue for the organization
(Islam, 2012).
(Harel., 1996) argued that HRM practices improve employees knowledge, skills and
abilities (selection and training), through enhanced motivation (compensation and
reward). Studies established that HRM practices aimed at acquisition and development
of employees is essential investments that develop valuable and rare human assets.
Human Resource Management involves the management of the human resources
needed by an organization and also being certain that human resource is acquired and
maintained for purposes of promoting the organization‟s vision, strategy and
objectives. In other words, HRM focuses on securing, maintaining, and utilizing an
effective work force, which organizations require for both their short and long term
survival in the market (Nassazi, 2013).
(Purcell at al., 2003; Lepak et al., 2006) suggests that according to the AMO
perspective the HRM system of employees‟ “ability to perform” (e.g., selection,
training, performance appraisal) influences their “skills” (competence, including
cooperation), the HRM system of employees‟ “motivation to perform” (e.g.,
compensation, promotion, incentives) influences their “attitudes” (motivation,
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commitment, satisfaction), and the HRM system of employees‟ “opportunity to
perform” (work design, participation, involvement, communication) influences their
“behavior” (retention, presence).

2.3 Construction personnel
The technical personnel comprises foremen of different trade sections, specialist and
general foremen, structural engineers, electrical engineers, laboratory technicians
construction engineers and plant and equipment superintendents. Others are cost
accountants, estimators or quantity surveyors and land surveyors (Ikediashi, 2012).
They are therefore expected to be properly trained on the use of management
techniques to effectively and efficiently manage resources to deliver optimum
performance. They often go by the job titles; programs manager, constructor,
construction manager, project engineer, project manager, construction supervisor, or
similar designations (World Bank, 2006).
Two types of labor are used by construction companies : power work remains (of the
company) as the core labor and employment outsource (outside the company) as an
additional power (complement). While Outsource workforce is based on a specific
time employment agreement, the workers who work on the company to do certain
work for a wage, which is based on the employment agreement for a specified time and
or completion of a specific job (Irawan and Halim, 2013).
The strategy is an effective pattern of outsourcing and in accordance with the
characteristics of the contractor concerned. From the research it can be concluded that
the trend of outsourcing to contractors pattern based more on quantity rather than
quality factor, and the main obstacle to the contractor because of difficulty in terms of
the provision of the amount of resources and qualified workforce gaps remain (Irawan
and Halim, 2013).

2.4 Human resource management practices
Briscoe‟s (1995) core HRM functions namely staffing, training and development,
performance appraisal, compensation and benefits, and finally union and employee
relations and health and safety.
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2.4.1 Staffing
Staffing involves identifying the nature of the job and implementing a recruitment
and selection process to ensure a correct match within the organization. This ensures
that the right people are available at the right time in the right place. . In other words,
the function of staffing involves hiring the required people, selection amongst the
available pool the persons most suitable for the job in question, and sometimes
retrenching or firing (Nassazi, 2013).
For any company it must plan for human resources in any future period, to achieve
the aim of good performance and productivity and to sustain its goals and objectives.
the manager must know the type and volume of business for the period. From this
point of view, one can determine the required number of employees at any point in
time (Uzondu, 2013).

2.4.2 Training and development
In any company employee is a blood stream. The accomplishment or disaster of the
firm depends on its employee performance. Hence, top management realized the
importance of investing in training and development for the sake of improving
employee performance (Elnaga and Imran, 2013).
Training is generally described as being a systematic and planned effort to develop
knowledge, attitudes, abilities and skills through learning-experiences, to attain
effective performance in an activity or a range of activities. Many definitions and
interpretations of training and development can be found within the HRD literature.
For instance, defined training and development as identifying, assuring and helping
to develop key competencies that enable individuals to perform current or future jobs
(Tabassi, 2011).
Proper human resource planning, training and development needs to be considered at
a strategic level in the business, but also and perhaps more challenging, that
employees need to change their business strategies to focus on quality rather than
cost (Uzondu, 2013).
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2.4.3 Performance appraisal
Performance appraisal is a process that is carried out to enable both the individual
and the organization to analyze, examine and evaluate the performance of specified
objectives over a period of time. This process can take up formal and informal forms.
The purposes of performance appraisal have been classified into two groups that is
the developmental and administrative purposes (Nassazi, 2013).
On the other hand, administrative under the developmental purposes are purposes of
performance appraisal include but are not limited to documenting personal decisions,
determining promotion candidates, determining transfers and assignments,
identifying poor performance, deciding layoffs, validating selection criteria, meeting
legal requirements to mention a few (Nassazi, 2013).
There are a number of alternative sources of appraisal and these include (Nassazi,
2013).
1. Manager and/or supervisor;
2. Self-appraisal performance;
3. Subordinate appraisal;
4. Peer appraisal;
5. Team appraisal;
6. Customer appraisal.
The above practices aims to evaluating the current and the past performance of the
employees based on the performance standards with the view „to improve
performance. It ensures that the employees „stay focused on effective performance‟
and may be used to reward the individuals whose performance is better than others.
Thus, it evaluates the work of the employees as well as motivates them to improve
their future performance. This provides an opportunity to the employees to identify
the skills that they need to acquire in order to progress within the organization
(Ahmed and Akhtar, 2012).
Performance appraisal is important as it is an integral part of an organization‟s
performance management process. In order to manage this process well, it is
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important to conduct performance appraisal every six to twelve months (Ahmed and
Akhtar, 2012).

2.4.4 Compensation and benefits systems
Pay or rewards in all forms that companies give to employees in exchange of their
services and works are referred to as compensation and benefits. Compensation is the
activity of HRM function through which employees get every type of reward in
return of performing the tasks assigned by the administration. There is precedence of
various employees being paid variably for the same job. This variance appears
judicious in terms of individual differences in experience, skills, and performance as
well as expectations that seniority, higher performance, or both deserve higher pay
(Ahmed, 2012).
Because of the traditional values of a high level of collectivism, together with the
need to maintain harmonious relations within the organization, compensation tends
to be egalitarian. However, facing competitive pressures from the market,
organizations have adopted various policies, including merit pay, or pay for
performance (Chow, 2004).
They continue by explaining that this is so in such a way that while employees
typically depend on wages, salaries, and so forth to provide a large share of their
income and on benefits to provide income and health security. For employers,
compensation decisions influence their cost of doing business and thus, their ability
to sell at a competitive price in the product market (Nassazi, 2013).
The most basic elements are compensation and benefits that affect at employee
performance as well as overall organization performance. It is a reward or an
incentives of pay that can stimulate individuals to join, retain and perform well in the
long run (Nadarajah et al., 2012).
Leaders and managers are advised to use a system that identifies and rewards
workers who do a good job. To encourage worker participation, For example,
construction workers can receive a financial bonus for attending to the training
programs, developing the company‟s performances and identifying ways to improve
the quality of their company‟s operations (Tabassi et al., 2011).
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2.4.5 Employee health
Health is one of the important and integral parts of human development in any
country (Bibi et al., 2012).
Health and safety is important since the well-being of employees is important.
Depending on the country‟s labor policy, there may be some rules set with regards to
safety and health of employees (Nassazi, 2013).
All those working on site must also be trained in health and safety, with special
attention paid to training of workers‟ health and safety representatives (Ikediashi et
al., 2012).
In creating a healthy work climate, both management and workers unions should
have a united hand and in the well-being of the organizational employees.
Unionizations improve the industrial relations in instances where the management
allows free participation of employees in trade unions. Management and trade unions
will negotiate through collective bargaining processes the conditions of workers
employment (Nassazi, 2013).

2.5 Human resource management and organization performance
Performance management is considered to be an important step towards developing
human resources and improving its performance. A performance evaluation system,
well established, works to support human resource activities to maximize
competitiveness (Izverciana et al., 2014).
The impact of HRM practices on organizational performance is very important in the
fields of HRM, industrial relations and industrial and organizational psychology
.Recruiting procedures that provide a large pool of qualified applicants, with reliable
and valid selection methods will have a substantial influence over the quality and type
of skills new employees possess (Uzondu, 2013).
The success of any organization mainly depends on its employees performance. The
firms, whose employees are performing in its full efficiency level, are working as
comparative advantages. Employees of an organization play the key role for
performing better and better. Actually employees are responsible for organizational
performance (Islam, 2012).
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There are many factors, employee performance, compensation practices, performance
evaluation, promotion practices, tenure which have a great impact on the performance
of organization but the contribution of human resource is the most important . Hence,
in the present competitive world, organizations are giving more emphasize on the
improvement of employee performance (Islam, 2012).
Kokkaew and Koompai (2012) concluded six independent factors from their study
relating to HRM activities influencing the performance of the companies are (1) human
resource management

strategy, (2) leadership,

(3) team

management,

(4)

communication, (5) motivation, and (6) ethical treatment of workers.
Influence of human resource management practices on organizational performance has
been a significant area of research in past 25 years indicating positive relationship
between human resource management practices and organizational performance
(Selvam, 2013; Kanter, 1982; Pavett and Lau, 1983).
The impact of HR practices on organizational performance were resulted in their study
where HR practices were linked to information technology, employees‟ training, and
incentives and improved on the work skills and behaviors of the workers (Mohamad et
al., 2009).
Mudor and Tooksoon (2011) conducted study clearly explains three variables of HRM
practices namely supervision, job training and pay practices are positively associated
with job satisfaction and performance, it obviously shows that job satisfaction is
negatively associated with turnover.
HR planning is the process of ensuring that the HR requirements of an organization are
identified and plans are made for satisfying those requirements, it includes creating an
employer brand, retention strategy, absence management strategy ,flexibility stategy,
recruitment and selection strategy. The purpose of HR planning is to ensure the best fit
between employees and jobs while avoiding manpower shortages or surpluses
(Uzondu, 2013).
According to Gaurav Akrani (2011) steps in the HR planning process
1. Review of organization‟s objectives: The human resource manager first studies the
organization. Then he prepares a list of all the activities (jobs) that are required to
achieve the objectives. He also does job analysis.
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2. Estimation of manpower resources: The HR manager then estimates the manpower
requirement of the organization. That is, he finds out how many people (manager and
employers) will be required to do all the jobs in the organization. Estimation of
manpower requirements must be made in terms of quality and quantity.
3. Estimation of manpower supply: The HR manager then estimates the manpower
supply. That is, he finds out how many managers and employers are available in the
organization.
4. Comparison of manpower: The HR manager then compares the manpower
requirements and manpower supply.
5. In case of no difference: If there is no difference between the manpower
requirements and the manpower supply, then the HR manger does not take any action.
This is because manpower requirements are equal to the manpower supply.
6. In case of difference: If there is a difference between the manpower requirements
and the manpower supply, the HR manager takes the following actions
a. Manpower surplus: If the manpower requirements are less than the manpower
supply then there is a surplus. During manpower surplus, the HR manager make
termination i.e. removal of staff, layoff and voluntary retirement.
b. Manpower shortage: If the manpower requirements are greater than the manpower
supply then there is manpower shortage. During manpower shortage, the HR manager
takes the following actions: promotions, overtime, training to improve quality, hire
staff from outside etc.
7. Motivation of manpower: HRP also motivates the employers and managers by
providing financial and non financial incentives.
8. Monitoring manpower requirements: The HR manager must continuously monitor
the manpower requirements. This is because many employees and managers leave the
organization by resignation; retirement etc. and new work force must take their place
and fill the manpower gap. This helps in uninterruptible functioning of the
organization.
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High involvement HRM practices have positive relationship with corporate
performance, productivity, work attachment, and financial performance. Also
confirmed that selective staffing; compensation and incentive, and training had positive
influence on performance of organization (Nadarajah, 2012).
The contributions in the theories of Herzberg‟s and Maslow hierarchy of needs are
employee security is given importance and gives employee the motivation and
incentive to stay in an organization. Employees feel satisfied and comfortable when the
employer can provide a safe and happy workplace.
Besides, it also helps in building trust between them and their employer which more
likely can lead to more cooperation and encourages people to look at a long term
perspective on the organization performance and their jobs.
According to Maslow‟s theory, human needs fall from the category of basics
physiological needs to the needs for self-actualization. The satisfaction of higher needs
increase as the basic needs are met. Therefore, compensation, training and
development and selective hiring are one of the components of needs (Nadarajah et al.,
2012).
Employee performance is higher in happy and satisfied workers and the management
find it easy to motivate high performers to attain firm targets (Elnaga and Imran,
2013).
A term typical to the human resource field, employee performance is everything about
the performance of employees in a firm or a company or an organization. It involves
all aspects which directly or indirectly affect and relate to the work of the employees” employee performance, website (Elnaga and Imra, 2013) .
Employee's performance important for the company to make every effort to help low
performers. Performance is classified into five elements : Planning, monitoring,
developing, rating and rewarding (Elnaga and Imra, 2013).
Employee performance is also effected by some environmental factors such as
corporate culture, organizational structure, job design, performance appraisal systems,
power and politics prevailing in the firm and the group dynamics. If the above
mentioned problems exist in the firm, employee performance decreases not due to lack
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of relevant knowledge, skills and attitude, but because of above mentioned hurdles
(Elnaga and Imra, 2013).
Organizational performance may be defined as the comparison of the value produced
by a company with the value owners expected to receive from the company.
Performance can also be defined in terms of HR-related outcomes, such as turnover,
absenteeism, job satisfaction, commitment, and others, or even organizational
outcomes, including productivity, quality, service, efficiencies, customer satisfaction,
and others (Darwish and Singh, 2013).

2.6 Job satisfaction and performance
Job satisfaction defined as “pleasurable or positive emotional state resulting from an
appraisal of one‟s job or job experiences”( Sahinidis and Bouris, 2008). Job
satisfaction and performance are basically related by which job satisfaction has directly
effect on the performance (Selvam, 2013).
There are plentiful of job satisfaction research that often in two different types of
variable which effect on job satisfaction. First, individual characteristics define as race,
gender, educational level and age. On the other hand, in the second place in most
studies are work environment (Mudor and Tooksoon, 2011).
Understanding how each element is related to employee's effective commitment to the
organization and their job satisfaction may help fostering employee motivation and
improve the effeteness of human resource practices (Alnıaçık et al., 2012).
Training offered to employees, may help them reduce their anxiety or frustration,
brought on by work demands, that they are not familiar with, and they are lacking the
skills to handle effectively. Although there has been no direct link in the literature
between training and job satisfaction, propose that training may be used as a tool to
increase job satisfaction (Sahinidis and Bouris, 2008).

2.7 Customer satisfaction
Skill shortages make it difficult for contractors to deliver the quality of products that
more discerning customers require. This is an obvious problem in many developed
countries and a growing problem in developing countries, particularly those with a
significant group of middle- and upper-class clients (Geneva, 2001).
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The ability of top management to establish a practice, and lead a long-term vision for
the firm, driven by changing customer requirements. the roles of top management
identified as: Establish quality policies, establish and deploy quality goals, provide
resources, provide problem-oriented training, and improvement (Jaafreh and Alabedallat, 2013).
Quality management is achieved through an integrated effort among personnel at all
levels to increase customer satisfaction by continuously improving performance.
Quality management

focuses on process improvement, customer and supplier

involvement, teamwork, and training and education in an effort to achieve customer
satisfaction, cost effectiveness, and defect-free work (Arditi and Gunaydin, 1997).

2.8 Human resource development
Nadler and Nadler (1989) defined the term HRD as referring to “managed learning
experiences provided by the employer, in a specified period for improving and
increasing job performance and providing growth for individuals.
HRD as “a series of organized activities conducted within a specified time and
designed to produce behavioral change” through training activities. For HRD was
defined as “a set of systematic and planned activities designed by an organization to
provide its members with the opportunities to learn necessary skills to meet current and
future job demands”( Haslinda, 2009).
According to Rodrigues and Chincholkar (2005, pp. 6-20), “HRD is the process of
enabling people to make things happen.” This means that without availability of
capable employees (in terms of required skills, knowledge and experience) to make
things happen in the area of quality products/service delivery and profit maximization,
the enhanced goal attainment of that particular organization becomes a mirage.
Since the emergence of the term “HRD”, it has been widely used in various fields of
studies on organizational structure and effectiveness. This has also, however, created a
great deal of perplexity amongst different individuals, organizations and practitioners
(Tabassi et al., 2011).
The process of defining HRD is made still more difficult by the evolving nature of
HRD; for example, the term HRD started out as simply “training”, and then evolved
into “training and development” (T&D), and then into HRD. Confusion also arises
over the “purpose”, the “location” and the “intended beneficiary” of HRD (Khan et al.,
2012).
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HRD is the integration of individual, career and organization development roles in
order to achieve maximum productivity, quality, opportunity and fulfillment of
organizations members as they work to accomplish the goals of the organization
(Nassazi, 2013).
Human resource development (HRD) policies concern the quality of the labor force
and the regulation of the labor market. Quality in turn is a function of basic and higher
education, training programmes and the overall health of the population. The quality
and adaptability of the labour force is a key driver in creating a favorable environment
for both domestic and foreign enterprises to grow through new investment and to adapt
quickly to changing circumstances (OECD, 2012).
The development of people, their competencies [aspects of successful professional
performance and the process development of the total organization are the main
concerns of HRM. With rapid changes in technology, worker‟s needs, current market,
and competitive environment, planning for human resources have become an important
and challenging task for development. HR planning involves plans for future needs of
employees, their required skills, acquisition of employees, and personnel development
(Tabassi and Bakar, 2009).
HRD has gained increasing application as a goal, and as a process in the developmental
field. As a goal it is equated with the development of human capacity and up-lift of
human aspirations. In terms of process, HRD involves activities related to education,
training, empowerment, awareness raising, skills enhancement, team building,
community

mobilization

and

development,

organization

development,

entrepreneurship development, sensitization and conscientisation, human resources
planning and policies (Khan et al., 2012).
As HRD practitioners and managers seek to facilitate and guide learning and
development they can draw upon many concepts and ideas. Psychology, economics,
systems thinking and ethics all provide ways of thinking about individual, team and
organizational learning. It is widely agreed that effective performance in work roles
requires the development and combination of three elements: cognitive capacities,
capabilities and desired behaviors. Definitions of these are given in below (Gibb,
2011).
Cognitive capacities: the foundations of intelligence, conceptualized as the processing
and possession of information in the brain and higher-order neurological abilities.
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Capabilities: the practical abilities involved in work roles, either inherent in the person
or developed through practice.
Desired behaviors: from motivation to „social skills‟, enabling social interaction,
mediated by the affective; can be conceptualized variously as attitudes, values or
„emotional intelligence‟ .

2.9 Strategic for human resource development
2.9.1 Human resource strategies definition
HR strategies set out what the organization intends to do about its human resource
management policies and practices, and how they should be integrated with the
business strategy and each other. The purpose of HR strategies is to guide
development

and

implementation

programs.

They

provide

a

means

of

communicating to all concerned the intentions of the organization about how its
human resources will be managed. They enable the organization to measure progress
and evaluate outcomes against objectives (London and Philadelphia, 2006).

2.9.2 Strategic priorities
The strategic priorities for human resource development as defined by Harrison
(2005) are to:
1.

raise awareness of the need for a learning culture that leads to continuous

improvement;
2.

develop the competence of managers to become actively involved in learning

that leads to knowledge creation;
3.

expand learning capacity throughout the organization;

4.

focus on all the organization‟s knowledge workers, not just the key personnel;

5.

harness e-learning to knowledge sharing and knowledge creation (Izvercian et
al., 2014).

2.9.3 Specific human resource strategies
Specific HR strategies set out what the organization intends to do in areas such as
(London and Philadelphia, 2006).
Talent management – how the organization intends to „win the war for talent‟;
Continuous improvement – providing for focused and continuous incremental
innovation sustained over a period of time;

22

Knowledge management – creating, acquiring, capturing, sharing and using
knowledge to enhance learning and performance;
Resourcing – attracting and retaining high-quality people;
Learning and developing – providing an environment in which employees are
encouraged to learn and develop;
Reward – defining what the organization wants to do in the longer term to develop
and implement reward policies, practices and processes that will further the
achievement of its business goals and meet the needs of its stakeholders;
Employee relations – defining the intentions of the organization about what needs to
be done and what needs to be changed in the ways in which the organization manages
its relationships with employees and their trade unions.

2.10 Human resource development in construction companies
The most dynamic and complex industrial environments is construction industry. It is a
“project-based” industry within which individual projects are usually built to client
needs and specifications whilst the increasing use of external sources of workforces
and subcontractors have allowed the main contractors (Tabassi et al., 2011).
Human resource development (HRD) system is a critical strategy for construction
companies, as in the coming years, human capital plays a significant role in order to
have a successful organization. HRD is concerned with the provision of learning and
development opportunities that support achievement of business strategies and
improvement of organizational, team and individual performance that improved by
training and motivation (Tabassi et al., 2011).
The challenges of lack of skilled labour, heavy competition among firms, technological
problems, low productivity and to mention but a few leads to a high rate of poor
performance and poor product implementation while placing a serious limitation on
product expansion and increase in productivity (Okoye and Ezejiofor, 2013).
To reduce the managing risks and attain better flexibility, it has also made the
management of projects more complex, with a requirement for highly skilled and
experienced HR managerial and developmental practices (Tabassi et al., 2011).
The quality of labour: where it is good or bad depends on several factors such as
education and training, personal health, organization of labour work conditions,
attitudes towards the work, relationship between the senior management and the low
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level worker (Okoye and Ezejiofor, 2013). The HRD practice may be highly
influenced by other human resource management (HRM) factors (Sparkes and Miyake,
2000).

2.11 Employee performance
Employee performance is defined as the outcome or contribution of employees to
make them attain goals while performance may be used to define what an organization
has accomplished with respect to the process, results, relevance and success (Nassazi,
2013) .
Employee surveys in the construction industry should be useful to identify and handle
day-today problems in industrial relations; to gather statistics relating to employee
turnover, absenteeism, performance, and productivity to help the company plan its HR
strategies (Ng et al., 2001).
Employee performance is looked at in terms of outcomes. However, it can also be
looked at in terms of behavior stated that employee's performance is measured against
the performance standards set by the organization. There are a number of measures that
can be taken into consideration when measuring performance for example using of
productivity, efficiency, effectiveness, quality and profitability measures (Nassazi,
2013).
In this sense, there is a mutual reinforcing tendency between a better quality of
companies and increasing investments in human resources (Costantini and Monni,
2007).
Despite such progress, HRD as a concept, model, approach discourse or set of
practices remains unclear. A number of dimensions do however emerge from an
analysis of the literature, specifically: HRD is intrinsically related to overall business
strategy and competitive advantage (Garavan etal., 1999).
1.HRD is conceptualized as an investment in human resources capability rather than an
employment cost.
2.HRD is concerned with change at all levels both organizational and personal.
3.HRD views the employee in a ``holistic'' sense.
4.HRD is concerned with identifying and enhancing the core competencies required at
each level to meet its present and future objectives.
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5.HRD focuses on the management and delivery of training activities within the
organization.
6.HRD concerns itself with selecting the best delivery systems designed to enhance
human resource competencies.
7.HRD is concerned with organizational and individual learning.
8.HRD consists of a set of generic activities associated with learning HRD is a social
and discursive construct.
9.HRD is concerned with how well human resource development strategies are
reinforced by and reinforce other HR strategies.
Increasing competition has prompted many firms to review their training efforts,
specific factors may act as the most significant triggers. Technological and
product/market changes may lead to recognition of a skill-gap within the organization.
Other factors include external and internal labour market changes, the changing skill
requirements within industry and the availability of skilled workers from outside the
organization. Political and cultural factors within the organization as they relate to
training also appear to play a role (Garavan etal., 1999).

2.12 Problems of human resource development
a. The ability of most construction

companies to manage their resources

effectively;
b. Many constraints impending the implementation of such programs;
c. High rate of absenteeism and high labor turnover which is a factor of poor service
conditions and poor management development programs;
d. Inadequate supply of materials and spare parts for the servicing and maintenance of
equipments most of which are old, obsolete and even need changing;
e. Lack of motivation (Okoye and Ezejiofor, 2013) .

2.13 Purpose of human resource development
HRD is about adult human beings functioning in productive systems. The purpose of
HRD is to focus on the resource that humans bring to the success equation- both
personal success and organizational success. The two core threads of HRD are
(Swanson and Holton III, 2001).
1. individual and organizational learning and (2) individual and organizational
performance
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2.14 Extensions of human resource development
The realms of career development, quality, and performance improvement are
important extensions of HRD theory and practice.
The HRD profession is large and widely recognized. As with any applied field that
exists in a large number and variety of organizations, HRD can take on a variety of
names and roles. This can be confusing to those outside the profession and even
sometimes confusing to those in the profession. We take the position that this variation
is not always bad. HRD, embracing the thinking underlying (Swanson and Holton III,
2001).
 training,
 training and development,
 employee development,
 technical training,
 management development,
 executive and leadership development,
 human performance technology,
 organization development, and
 organizational learning.

2.14.1 Training
Training is defined in this study “as the planned intervention that is designed to
enhance the determinants of individual job performance. Training is related to the
skills deemed necessary by the management of an organization, that must be acquired
by the members of that organization, in order to improve the probability of
achievement of its goals (Sahinidis and Bouris, 2008).
The effectiveness of training an increasingly heterogeneous workforce in the
construction industry is a critical human resource (HR) issue today (Ng et al., 2001).
Thus, HR managers develop training programs to impart skills needed by the
employees for better performance. The managers also develop strategies on how to
restructure the departments, how to recruit the most competent personnel, and how to
outsource various services or skills to cut costs. Through monitoring and continuous
improvement of these strategies, an organization can efficiently manage its human
resources (Wicks and Media, 2014) .
In the construction environment, effective training is governed by a number of HR
26

management issues. Motivation, employee involvement in career development, job
design, and other issues are involved in effective training, and human resource
information system (HRISs) can be the best source of data for addressing these issues
(Ng et al., 2001).
High levels of managerial commitment to training and development are frequently
reported to encourage staff retention. From a business point of view human resource
development can therefore be seen as a powerful tool for creating sustainable
competitive advantage (Raidén et al., 2004).
On the practice side, socio-cultural, technological, economic, and political pressures
have all combined to force modern organizations to take a closer look at their human
capital in general, and training in particular (Salas and Cannon-Bowers, 2001) .
Training develops self efficacy and results in superior performance on job, by
replacing the traditional weak practices by efficient and effective work related
practices (Elnaga and Imran, 2013).
Workers are reluctant to invest in their own training because of insecurity of
employment and high levels of unemployment; contractors are reluctant to invest
because there is a good chance they will lose trained workers to other firms (or other
countries). The contractors‟ reluctance is also based on the fact that training costs
money (Geneva, 2001).
The underlying logic of the individual model of training dictates that the organization
should recognize that its employees are not effective and a change should be attempted
in their knowledge, attitudes and skills. This shortfall in the individual performance
may occur for various reasons. For instance, employees may not feel motivated
anymore to apply their skills, they may be afraid in doing so, or they may believe that
there may be a conflict of interest with the organization, when a change is about to take
place. All the above factors should be taken into account by the organization in order
for it to adopt the most suitable training intervention, which will fulfill specific needs,
enhance employee willingness to participate and meet their expectations (Sahinidis and
Bouris, 2008).
In theory, learning (triggered by training) is a variable that may have a positive effect
on organizational performance and is considered to be a key element to the attainment
of organizational goals. Nevertheless, adopting a training activity as a solution to
lagging performance presupposes that this performance problem, i.e. this gap between
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the desired and the actual performance, is due to lack of training. This is illustrated
better in Figure 2.1 (Swart et al., 2005).

Figure 2.1:-The effectiveness behavior gap (Swart et al., 2005).

The organization management ought to adopt training interventions to bridge this gap.
Bridging the performance gap involves adopting a particular training intervention
aiming at changing specific skills and attitudes of the employees. This becomes clearer
by examining Bramley‟s individual model of training in Figure 2.2 (Swart et al., 2005).

Figure 2.2:- Bramley‟s individual model of training (Swart et al., 2005).
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According to Swart et al. (2005) an individual improvement will be contingent on the
quality of the training program, the motivation of the individual and the individual‟s
needs. The model in general assumes that employee knowledge, skills and attitudes
will change by the adoption of a training program, but this does not always end in that
way. If the employee believes, there is an improvement in his knowledge and skills, it
may be safe to also assume that, there will be an increase in the person‟s individual
performance. Through training the person‟s competencies will be reinforced and will
enable him or her to execute the tasks assigned effectively and efficiently. As a result,
according to the model, there will be an increase in the overall performance of the
organization (Sahinidis and Bouris, 2008).
In general, it can be argued that the effect of training on employee outcomes
(motivation, job satisfaction and commitment) has not received as much attention as it
deserves. Few studies have been carried out that test the possibility that firms can
affect their employees‟ attitudes by implementing training interventions (Sahinidis and
Bouris, 2008).
Training is a necessity in the workplace. Without it, employees don't have a firm grasp
on their responsibilities or duties. Employee training refers to programs that provide
workers with information, new skills, or professional development opportunities
(Elnaga and Imran, 2013).
The general benefits received from employee training are: increased job satisfaction
and morale, increased motivation, increased efficiencies in processes, resulting in
financial gain, increased capacity to adopt new technologies and methods, increased
innovation in strategies and products and reduced employee turnover (Elnaga and
Imran, 2013).
Training effectiveness is usually measured by the degree to which trainees are able to
apply the knowledge, skills, and attitudes gained in a training context to the work
context. In other words, training is effective when transfer of training is achieved
(Barnard et al., 2001).
Furthermore, training plays a critical role in increasing workers' adaptability and
flexibility, which employers have found is becoming increasingly important. Thus, it is
fundamental to an organization to maintain a necessary competence in its employees
through adequate training (Tabassi and Abu Bakar, 2011).
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Motivation for training
Motivation is defined as “variability in behavior not attributable to stable individual
differences (for example, cognitive ability) or strong situational coercion” (Tabassi et
al., 2011).
In a training context, motivation can influence the willingness of an employee to attend
the training programme, to exert energy toward the programme and to transfer what
they learn in the programme onto the job. Thereby, it is likely that employees cannot
obtain all benefits of training without considering training motivation (Tabassi et al.,
2011).
Their integrative narrative and met analytic review suggest that training motivation is
multifaceted and influenced by a set of individual (e.g. cognitive ability, self-efficacy,
anxiety, age, conscientiousness) and situational (e.g. climate) characteristics. This
effort provides the beginnings of an integrative theory of training motivation - a much
needed synthesis and organization (Salas and Cannon-Bowers, 2001).
The key to motivating employees is to find proper ways to satisfy their needs. Each
individual has different needs. These needs can be broken down into a few basic
categories: workers participation, recognition, and team belonging (Tabassi and Bakar,
2009).
1.To encourage worker participation, managers are advised to use a system that
identifies and rewards workers who do a good job.
2.Recognition, aside from financial inducements, is also regarded as a powerful means
to inspire enthusiasm among employees.
3.Finally, team belonging is another powerful motivator in construction workers.

Method of Training
The effective methods can be used for training construction workers are (Tabassi et
al., 2011).

On-the-job training
On-the-job training method given to organizational employees while conducting
their regular work at the same working venues ,It is about getting the job done and
developing “best practices (Ikediashi et al., 2012).

Off-the-job training

30

Off-the-job training method involves taking employees away from their usual
work environments and therefore all concentration is left out to the training, It
about learning basic facts and skills and developing “knowledge” (Ikediashi et al.,
2012).

Distance education techniques
Methods of distance education could be effective where there is a learning
relationship established on-the-job between the learner and the trainer such that
both use the distance learning materials to structure activities, to access content
knowledge, and to determine sequence and progression of learning (Tabassi et
al., 2011).

Job rotation and transfers
Job rotation and transfers as a way of developing employee skills within
organization involves movements of employees from one official responsibility
to another for example taking on higher rank position within the organization,
and one branch of the organization to another. For transfers for example, it could
involve movement of employees from one country to another (Nassazi, 2013).

Coaching and/or mentoring
Coaching is a method of development and a great improver of effectiveness.
Employees need knowledge of their strengths and consequently the areas where
they can improve to be able to develop in the best possible manner. Another
important way for developing talent is mentoring, a manager builds self esteem in
the high-potential employee by offering praise, encouragement and support by
believing in the employee‟s ability to achieve above everyone‟s expectations (AlAwamleh, 2009).

Orientation
This is yet another training and development method. This involves getting new
employees familiarized and trained on the new job within an organization.
During this process, they are exposed to different undertakings for example the
nature of their new work, how to take on their identified tasks and responsibilities
and what is generally expected of the employees by the organization (Nassazi,
2013).
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Conferences and Workshops
Are for professional peers and superiors to rub minds, interact and share ideas on
developments within a profession or industry and Higher (Ikediashi et al., 2012).

Benefits of training
The main purpose of training is to acquire and improve knowledge, skills and
attitudes towards work related tasks (Nassazi, 2013). There are so many benefits
associated with training. Cole (2001) summarizes these benefits as below:
1) High morale- employees who receive training have increased confidence and
motivations;
2) Lower cost of production- training eliminates risks because trained personnel
are able to make better and economic use of material and equipment thereby
reducing and avoiding waste;
3) Lower turnover - training brings a sense of security at the workplace which in
turn reduces labor turnover and absenteeism is avoided;
4) Change management- training helps to manage change by increasing the
understanding and involvement of employees in the change process and also
provides the skills and abilities needed to adjust to new situations;
5) Provide recognition, enhanced responsibility and the possibility of increased
pay and promotion;
6) Help to improve the availability and quality of staff.

Training need analysis
It is well acknowledged that one of the most important steps in training
development is conducting a training needs analysis. This first step in training
development focuses on the process of deciding who and what should be trained.
A training needs analysis is primarily conducted to determine where training is
needed, what needs to be taught, and who needs to be trained (Salas and
Cannon-Bowers, 2001).
There are three categories of identifying training and development needs. These
include: resolving problems, this focuses on workers‟ performance, improving
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certain working practices, this focuses on improvement regardless of the
performance problems and changing or renewing the organization situation,
which may arise because of innovations or changes in strategy (Nassazi, 2013).

2.14.2 Training and development
Swanson and Holton (2001)defined training and development as a process of
systematically developing “work related knowledge” and “expertise” in employees
for improving job assignments. Training is also needed to have effective ways and
methods for developing employees and making improvements on companies'
fulfillments. Accordingly, training and development should be perceived as
essential elements of employee development practices by companies.
Regarding the dynamics and complexity of the construction industry's
environment, it is also accepted that construction firms are faced with many
difficulties in training and developing their labour and staff. Therefore, managers,
executives and supervisors can have a significant constructive impact on transfer of
training (Tabassi And Abu Bakar, 2011).
Comprehensive training and development programs have been proven to be
important ingredients of efficient performance (Ahmed and Akhtar, 2012).
The benefits of training and development include improved morale, employee
satisfaction, lower turnover, higher retention, improved hiring and better bottom
line. All these benefits can satisfy employees, increase commitment and
motivation, thus improve the overall competence and performance of an employee.
Training and development can be affected by different factors (Nadarajah et al.,
2012).
i. Top management support;
ii. Technology advances;
iii. World complexity;
iv. Other human resources function.
Firms can develop and enhance the quality of the current employees by providing
comprehensive training and development. Training is essential not only to increase
productivity but also to motivate and inspire workers by letting them know how
important their jobs are and giving them all the information they need to perform
those jobs (Elnaga and Imran, 2013).
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2.14.3 Employee development
Employee development refers to the development of the abilities and capabilities of the
organization and the individual employees. Employee development flourishes the
organization and increases the performance of employees. The employee development
and the employee performance are directly related. More employee development leads
to the more committed and more satisfied employees and results in better performance.
The employee development depends on the factors such as the top management
attitude, the promotion opportunities and the organization culture (Bibi et al, 2012).
Steps in manpower development
One of the most valuable resources that you have as a business owner is your
employees. When you hire employees, they're rarely fully developed as workers. Over
the course of time, it's up to you, the employer, to develop your employees. The area of
manpower development or human resources development deals with improving your
employees over the long term. If you can help your employees grow, it may also help
your business become more profitable overall. The following are five steps for
developing manpower (Arthur and Media, 2014).
Step 1 :- Develop a human resources strategy or plan. Look at the big picture in
relation to your business. Determine how your employees fit into the overall plan for
your company. Figure out which areas of your business need the most talented people.
Set up a strategy to help individuals develop to fill those roles. For example, set up a
mentor program so that your high-level employees can mentor newer employees.
Conduct regular performance evaluations so that your employees know what they need
to improve on.
Step 2:- Train new employees as they're hired. Employees tend to struggle when they
don't know exactly what they're supposed to do. If you take the time to train them
either through a seminar, class or other method, it can improve the quality of their
work. Focus on getting new employees integrated into the system and working
independently within a short period of time.
Step 3:- Identify employees who have the best chance to move up. Not every employee
you hire will end up in a management role. Once you identify the right employees, you
can begin grooming them for other roles in the company. Look for qualities such as
34

leadership, integrity, self-discipline and the desire to excel. Look at past work history
to make sure that the employees know how to do their jobs and that they follow
through with their work.
Step 4:- Encourage managers to develop their employees. It's up to each manager to
ensure that employees develop at the appropriate rate. This may involve regular
performance evaluations, meetings or training sessions.
Step 5:- Focus on continuing education for your employees. This may include sending
your employees to seminars or offering tuition reimbursement. If you put an emphasis
on helping your employees develop, they'll most likely be more loyal toward the
company, and you'll be able to retain them more easily.

2.14.4 Organizational learning
Understanding factors that contribute to organizational learning and the transfer of
knowledge to the workplace environment are essential to human resource development
(HRD). The culture and environment of an organization can influence the types and
numbers of learning-related events and employee job satisfaction as well as employee
motivation to transmit newly acquired knowledge to the workplace context (Khan et
al., 2012).

2.15 Human resource development in developed countries
The area of concern to most developed countries is greater investment in human
resources which promises to produce the workforce for the 21st century. The
increasing global competition in the industry coupled with wide disparity in the current
level of human resources development between the developed and developing
countries make it imperative for all the stakeholders in the industry to develop their
human capital (Uzondu, 2013).
It is interesting to note that information technology, employees training, and incentives
showed a strong and significant relationship with organizational performance. This
could be due to the fact that in most developing countries, the employees are not as
highly paid as those workers in developed counties, thus the workers are more
concerned with HR practices which could subsequently increase their earnings (
Mohamad, 2009).
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2.16 Human resource development in developing countries
Selvam (2013) demonstrated that Success in today's competitive market depends on
advantages associated with speed and adaptability, patents and access to capital and
innovation, technology, and economies of scale. Organizational performance and
Competitive advantages are largely derived from organizational human resources and
high involvement of human resource management practices. Although in most of the
developing countries, the main impediment of organizational growth and profitability
is the lethargic use of professional HRM practices but struggle is going on to find out
best ways to utilize these practices optimally.
There are some constrains of HR in developing countries: poorly paid remuneration,
lack of positive performance standards, no mentionable incentives for outstanding
performance, unskilled workers are ignored because of employment criteria, in case of
promotion seniority gets priority than merit according to the promotion guidelines of
the organization, favoritism in promotion, no extra payment for hard work, incapable
and unskilled top management and small number of motivational activities (Cohen et
al., 1997)
Budhwar and Debrah (2001) mentioned that traditional human resource management
systems are still followed by developing countries, as a result they face lots of
difficulties for development in their organizations. This outdated systems are the
obstacles for developing countries. At present, there are lots of books, journals and
articles written on HRM systems describes the importance of managerial and
administrative capacity and significance of human resources (Islam, 2012).
Gunawardena (1998) who argue that there is an absence of manpower planning and
development among construction companies in developing countries resulting in poor
quality, high wastage and long term productivity decline in the industry.

2.17 Barriers to human resource development in construction companies
Lange et al.(2000) conducted study about barriers to skills development that they reach
to the most important barriers and can be sub-divided into four simplified categories
which are as follow:
(1) Cultural barriers which include primarily attitudes towards skills development.
(2) Financial barriers which refer to those barriers directly relating to the cost or
perceived cost of training and learning.
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(3) Access and provision barriers, referring to problems which either prevent interested
parties from accessing skills development opportunities or manifest themselves in the
lack of suitable provision of learning where It is commonly acknowledged that workers
in small and medium-sized enterprises (SMEs) are, on average, less likely to benefit
from accessing training than their counterparts in larger organizations. and can be subdivided into two aspects: access to and appropriate provision of training programs.
(4) Awareness barriers which relate to the knowledge of learning opportunities.
Sambrook (2002) conducted study about factors influencing development in work and
the result of his study that the main barriers factors at human development as follow 1.
A Lack of Motivation to development.
 the lack of time (due to the organization of work and work pressures);
 the lack of reward for learning (at the organizational and HR functional level);
 the lack of enthusiasm in the concept of the learning organization or training and
development in general; and
 the lack of self-confidence to learn and/or take responsibility for learning (at a
personal level).
2. A Lack of Clarity role development.
It is no clear training systems, procedures or policy and a widely shared
understanding of the importance of learning and personal development.
3. A Lack of Learning Culture Impedes development.
4. A Lack of Resources for development.
Brown and McCracken (2009) classified the development barriers into two categories
intrinsic/individually oriented and extrinsic/organizational or industry oriented factors
discussed previously.
The intrinsic factors included:
 perceptual, or the perceived value of training;
 emotional, including insecurity and fear of failure;
 motivational, or desire to participate in training; and
 cognitive, or extent to which previous learning experiences affect likelihood to
pursue future training activities.
The extrinsic variables of the model were:
 organizational culture, or the trainee‟s overall perception of the organizational
environment;
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 management development culture, or specifically views concerning
development opportunities, access and support for training; and
physical pressure, or work life pressures such as time and location of the training that
could determine participation.

2.18 Quality in construction industry
Today‟s highly competitive environment forces enterprises to pay attention to quality
and human resources needs in order to be sustainable (Izvercian et al., 2014)..
Time, cost and quality are the three factors that play important roles in planning and
controlling of construction projects. The project success is reflected by meeting time,
quality output standards, and budget objectives (Sarker et al., 2012).
However, due to the complexity in nature, the construction environment face crucial
problems such as delays in completion dates during the construction stage, budget was
exceeded, poor image, low productivity, wastage in construction materials, shortage of
manpower and the quality was not always up to the expectation (Janipha and Ismail,
2013).
It is argued that there must be enough employees with the required skills, experience
and knowledge to do all the necessary work for the benefit of the organization with a
quality strategy pay extensive attention to training and development in order to
stimulate co-operation and obtain the continuous improvement that quality implies
(Katou, 2008).
Low and Peh (1996) states that the quality of construction work is dependent to a large
extend on the attitudes of the contractors. Hence, the quality of the products is
adversely affected if the parties to the contract do not carry out their duties properly. It
is very importance to have a good coordination flow and improved teamwork to
achieve the project quality objectives. Through this they are able to compete
aggressively in an environment where the quality requirement is always rising (Janipha
and Ismail, 2013).
Contractors play a major role in meeting the required quality within the targeted cost
and time. Unfortunately, contractors rarely have a realistic idea of how much profit
they are losing by not attaining an acceptable level of quality. Turk (2006) stated that
quality may sometimes be ignored in the construction industry to cut the costs and
shorten the project duration. However, it is believed that the benefits of higher
customer satisfaction, better quality products and higher market share are often
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obtained following the adoption of quality standards by construction companies (Sweis
et al., 2014).
According to Said et al. (2009), there are three main factors affecting the construction
quality; lack of management commitment, inconclusive interpretation of standard
requirements and training policies. By implementing the quality in the construction
environment, several advantages have been identified (Janipha and Ismail, 2013).
Human resource (HR) elements are present in fulfilling needs of customers, leadership
of top management, and continuous learning, training, and education of employees.
Participation in quality management (QM) sustains improvement at all levels and in all
activities in the organization (Ebert et al., 1996).
A little attention was given to unskilled workers in construction sectors. Therefore, it
seems human resources, particularly in the area of skilled labour, play a crucial role in
the quality of construction projects. In addition to other organizational HR functions
where these are intended to foster learning capacity at all levels of the organization, to
integrate learning culture into its overall business strategy and to promote the
organizations efforts to achieve high quality performance” (Tabassi and Bakar, 2009).
Ebert et al., (1996) delineate some 16 forms of participation that foster quality by
employees, from top to bottom in the organization (e.g., quality improvement teams,
quality circles, process reviews, planning own work, job rotation).
When employees perceive strong organizational commitment to quality, employee
work quality improves , and customer satisfaction increases, gaining employee
commitment to quality is critical, and that commitment might be gained by developing
positive attitudes about management's commitment to quality (Howard and Foster,
1999).
Creating quality depends upon many factors, none of which is more salient than human
resources. Yet, the importance of HR in the quality process is misunderstood and HR is
underutilized (Ebert and Tanner, 1996).
The uplifting of construction quality requires a change of mindset among all industry
participants so that everybody is committed to achieve excellence rather than merely to
meet the minimum acceptable standards (Tam and Le, 2007).
The lack of qualified personnel is a major barrier in the compliant implementation of
quality systems, quality negligence produces many negative effects to construction
companies achieving the desired levels of quality and additionally and low quality
39

process implementation leads to the often ultimate poor quality of projects (Ahmed and
Akhtar, 2012).
Employees will feel empowered to affect improved quality in their work. Acting in a
workplace climate that reflects concern for the quality of their work lives, they will be
more likely to perceive that the organization and its leaders are committed to quality
(Howard and Foster, 1999).
Nowadays, organizations are faced with accelerating and unpredictable rates of
changes in areas such as technology, demography market preference, patterns of work
and legislation, in which it will only survive if its employees are effectively trained and
fully committed to its growth and development (Tam and Le, 2007).
The construction industry shows a rapid pace in 21st century. Construction companies
have recognized something new; the culture of quality. They have opened their doors
to Quality Management Systems (QMS) ( ztas et al., 2007).
Sweis et al. (2014) conducted study factors affecting quality in the Jordanian housing
sector from perspective of architect and contractor, the main factor affecting at quality
from contractor perspective are: process management, strategic management,
leadership, customer satisfaction, construction-specific factors, supplier management,
quality management systems, top management commitment, human resource
management, uses of technology.

2.19 Human resource participation for quality performance
Quality implementation experiences offer considerable evidence, both anecdotal and
formal, for the central role of human resources. Garvin‟s (1983) found that companies
having best quality also had high involvement of employees at all levels.
The human resource indicated which includes employee training and employee relation
was positively related to quality improvement (Jaafreh and Al-abedallat, 2012).
It found that measurement scales which include worker involvement in problem
solving, worker skill level, involvement in teamwork, information feedback on quality,
and top management encouragement of employee involvement in the production
process were significantly and positively correlated with both objective and perceptual
measures of quality performance (Ebert and Tanner, 1996).
The factors affecting performance measurement in different research studies are based
on one, or a combination of some criteria like finance, operations, quality, safety,
personnel and customer satisfaction (Rezaei et al., 2011).
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2.20 Chapter Summary
The studies in literature review illustrated the many definitions for human resource
development and relationship nature between human resource development and human
resource management, various human resource development factors that achieving
quality in contracting companies and barriers of human resource development in
contracting companies.
After studying many researches and papers in this chapter, the factors of human
resource development can inserted below the following groups
 Factors related to main practices for human resource management.
 Factors related to training.
 Factors resulted from training programs.
 Factors related to work market changes (Materials / equipments and machines
/workers).
 Factors related to who carry out of employees evaluation.
 Other factors.
In addition to illustrated factors that barring implementation of human resource
development in contracting companies.
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Chapter 3
Methodology
3.1 Introduction
This chapter describes the methodology of this research. It provides the information
about the research strategy, research design, population, sample size, data collection
,questionnaire design, questionnaire content, instrument validity, pilot study,

and

validity content, and reliability.

3.2 Research strategy
Research strategy has been defined as a generalized plan for a problem which includes
structure, desired solution in terms objectives of research and an outline of planned
devices necessary to implement the strategy. The research strategy is a part of a larger
development scheme of research approach (singh, 2006). The strategy research field
borrows from different normative, interpretative, analytic, positive, empirical and the
quantitative-qualitative research approaches, among others. The study and research of
strategic management is eclectic in nature, theory based and empirical research (Leon
and Valdez, 2011). Quantitative and qualitative methods refers to the type of data
being collected, quantitative data involve numeric scores, metrics, and so on, while
qualitative data includes interviews, observations, and so forth and analyzed i.e., using
quantitative techniques such as regression or qualitative techniques such as coding
(Bhattacherjee, 2012). Quantitative research is often regarded as being purely
scientific, justifiable, precise and based on facts often reflected in exact figures.
Conversely, qualitative research is often regarded as „messing around‟, being „vague‟,
not scientific and not following a structured plan. Whoever conducts quantitative
research adheres to tradition, works on distinct matters and produces reliable figures.
On the other hand, anyone who informs his tutor about his intention to conduct
qualitative research is likely to face criticism (Jonker and Pennink, 2010). Quantitative
analysis also allows researchers to test specific hypotheses, in contrast to qualitative
research, which is more exploratory (Crossman, 2013). The quantitative approach will
be the main strategy of research used to collect the data and perspectives of the
respondents. Data may take the form of narrative information (qualitative data) or
numerical values (quantitative data). The people who provide information to the
researchers are referred to as subjects, study participants, or respondents in quantitative
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research or as study participants or informants in qualitative research. In this thesis, a
quantitative and qualitative approach is used to understand the role of human resource
development in achieving quality in contracting companies in Gaza Strip. Qualitative
approach is used to study and recognize the current situation for human resource
development in contracting companies in Gaza strip by using structured interview,
while Quantitative approach is used to study the human resource development factors
that influencing at achieving quality in contracting companies in Gaza Strip.

3.3 Research design
A research design is the arrangement of conditions for collection and analysis of data
in a manner that aims to combine relevance to the research purpose with economy in
procedure. In fact, the research design is the conceptual structure within which
research is conducted; it constitutes the blueprint for the collection, measurement and
analysis of data. As such the design includes an outline of what the researcher will do
from writing the hypothesis and its operational implications to the final analysis of data
(Kothari, 2004). Bhattacherjee (2012) defined research design as a comprehensive plan
for data collection in an empirical research project. It is a “blueprint” for empirical
research aimed at answering specific research questions or testing specific hypotheses,
and must specify at least three processes: (1) the data collection process, (2) the
instrument development process, and (3) the sampling process. The function of a
research design is to ensure that the evidence obtained enables us to answer the initial
question as unambiguously as possible.

Characteristics of good research design
In a general sense we could answer the question (what makes for good research design)
with such statements as the design should be appropriate for the hypotheses or the
design should be feasible within the limits of available resources. The following are the
specific characteristics of a good research design (singh, 2006):
1. It should be free from bias or learning's.
2. It should be free from confounding effect. A good research design eliminates
confounding of variables or kept it to a minimum so the results can be interpreted
separately. There should be a statistical precision. The hypotheses can be tested by
employing most appropriate statistical technique. There should be enough scope to
impose the control over the situation.
There are basically four ways by which control can be enhanced :
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(a) Through the method of randomization.
(b) Holding conditions or factors constant.
(c) Building conditions or factors into the design as independent variables.
(d) Statistical adjustment.
This research was carried out in various phases that were undertaken to achieve the
overall research objectives. These phases as follow and shown in figure 3.1

First phase:- Proposal formulation and approval for identifying and defining the
problems and establishment of the objectives of the study and development of research
plan.

Second phase:- Includes literature review of role of human resource development in
achieving quality in contracting companies in the Gaza Strip, in addition to review
human resource condition in construction industry in Gaza Strip environment.

Third phase:-

This phase was included a field survey and developing the

questionnaire and structured interview in addition to conducting a trial run through a
pilot study to ensure the effectiveness and test the technique of data collection in order
to achieve the proposed objectives. The questionnaire was used in this research as a
quantitative approach to gain insights, attitudes and perspectives of the respondents
and structured interview as qualitative approach to assess the current situation for
human resource development in construction companies in Gaza Strip.

Fourth phase: Questionnaire distribution and structured interview execution to
obtain the required data.

Fifth phase:- This phase consist of data analysis and discussion of the results.
Analysis actions based on the Statistical Package for the Social Sciences (SPSS).

Sixth phase:- This phase consist of frame work development and check of frame
work validity and feedback of modification to final frame work.

Seventh phase:- Included the conclusion and recommendation in addition to
references used within thesis.
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Topic Selection

Development of Research Plan

Thesis Proposal
Identify the Problem
Literature Review

P

Define the Problem
Extract Questionnaire
Factors & Interview
Question

Questionnaire Design
Pilot Study

Validity Test

Reliability Test

Questionnaire
Distribution & Collection
& Interview execution

Data analysis

Results & Discussion

Modification Feedback

Framework Development

Framework Validity
Conclusion &
Recommendations

Figure 3.1:- The methodology flow chart
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Define the Problem

3.4 Research population and sample size
3.4.1 Research population
The contractors who have a valid registration in Palestinian contractors union until
15/3/2015 are 217 companies in different specializations such as buildings, roads,
water & sewage, electro mechanics, building rehabilitation, metallic constructions,
wells digging and general works, were the companies able to be classified in one or
more specialization and the classification in each specialization from first degree to
fifth degree and the first degree divided to A and B (PCU, 2015).
The population of this research included contractors are classified in roads and
building together and at least in one specialization not exceed third degree. The
companies that achieve this criteria are 159 and the other was neglected due to the
limited practical and management experience.

3.4.2 Sample size
Fellows and Liu, (2008) defined the sample as a part of total population that represents
this population. To determine the sample size for population of contractors,
Kish (1965) equation was used
n=

n'
n'
1
N

……………………………….. (3.1)

n' is the sample size from infinite population, which can be calculated from this
formula [n' =

S2
]. The definitions of all variable can be defined as the following:
V2

n: sample size from finite population.
N: Total population (159 contractors )
V: Standard error of sample population equal 0.05 for the confidence level 95%, t
= 1.96.
S²: Standard error variance of population elements, S²= P (1-P); maximum at P= 0.5
The sample size for the contractors' and subcontractors' population can be calculated
from the previous equations as follows:

(0.5) 2
S2
n' = 2 =
= 100
(0.05) 2
V
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ncontractor 

100
 61 contractors
100
1
159

Although the calculated sample size for contractors is 61, the questionnaire was
distributed to 90 contractors to overcome the risk of not responding from the
respondents and to reflect higher reliability and benefits for the study. Fortunately,
number of questionnaire returned was 77 and the response rate was 85.5% for
contractors

3.5 Data collection
The descriptive analytical approach was used in conducting the research. This presents
the procedures conducted in this study. In order to achieve the objectives of the study,
two sources of data were relied on:

3.5.1 Primary data
Primary data are to analyze the qualitative and quantitative characteristics' of the
role of human resource development in achieving quality in contracting companies in
the Gaza Strip. The primary data were collected through a questionnaire designed to
collect data and information. The questionnaire is the main tool for the research and
was distributed randomly to the study sample. Question in questionnaire formulated
based on :- Literature review which it seeks systematic and comprehensive reading of previous
information which is related to the area of study.
- Pilot study which involves testing, wordings, adding and deleting of questions.
- The experience of the researcher and some engineers in the field of construction
management.
The data which collected from the questionnaire survey analyzed using
descriptive statistical capabilities of SPSS (Statistical Package for Social Science)
a program to calculate ratios and use appropriate statistical test in order to process
data and to transfer them to useful information that can be interpreted to reach
valuable indicators that support the subject of the study and to achieve the objectives
expect the first objective achieved by personal objective.

3.5.2 Secondary data
Secondary data were collected from articles from various fields of study.
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3.6 Research location
This research has been conducted in Gaza Strip. Gaza Strip is constituted of four
governorates including Northern, Gaza, Middle, and Southern. Researcher was take
very attention for survey distribution and data collection to cover all of these areas.

3.7 A questionnaire method
A questionnaire is a systematic compilation of questions that are submitted to a
sampling of population from which information is desired, the questionnaire consists
of a sense of questions or statements to which individuals are asked to respond the
questions frequently asked for facts or the opinions, attitudes or preferences of the
respondents (Singh, 2006).
The justification to adopt the questionnaire approach returned to the following reasons
(Singh, 2006):
1. Among the major advantages of the questionnaire is that it permits wide
coverage at a minimum expense of both money and effort. It affords wider
geographical coverage it makes for greater validity in the results through promoting the
selection of a large and more representative sample.
2. The validity of questionnaire data also depends in a crucial way on the validity
and willingness of the respondent to provide the information requested. Research has
shown that respondents are as a group of superior intelligence.

3.8 Questionnaire design
Good questionnaire design is a key to obtain good survey results and warranting a high
rate of return (Chan and Chan, 2002, quoted from Zikmund, 2000).
This research focuses on the common factors that leading to development of human
resource that achieving quality in contracting companies in Gaza Strip and the barriers
factors to implement human resource development .

3.8.1 Components of questionnaire
The questionnaire is consist of three parts as following:

First part :Demographic Information

1.

This part consists of the general characteristics of the research sample and consists of
general information about person who filling questionnaire which are:


Job description.
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Experience years in construction industry.



Average of projects value that executed annually for last five years (Dollar)



Number of total employees in company.



Number of permanent employees in company.



Number of employees that company attract them annually.



Number of employees that leave or lay off from company annually.

-

Second part: This part

consists of (62) factors to collect information

distributed on six main groups that covers the factors that leading to development of
human resource that achieving quality in contracting companies in Gaza Strip that
extracted from literature review as follows:
 Factors related to main practices for human resource management , consists of (12)
statements.
 Factors related to training, consists of (18) statements.
 Factors resulted from training programs, consists of (9) statements.
 Factors related to work market changes (Materials / equipments and machines
/workers), consists of (4) statements.
 Factors related to who carry out of employees evaluation consists of (5) statements.
 Other factors, consists of (14) statements.
-

Third part: Factors that barring implementation of human resource

development in contracting companies in the Gaza Strip, consists of (16) statements.

3.8.2 Measurement scale
Five Likert scales have been chosen in order to expand the way the respondents would
reply. The ordinal scale is a ranking or a rating data which normally uses integers in
ascending or descending order. The numbers assigned to the agreement scale (1, 2, 3,
4, 5) do not indicate that the interval between the scales are equal, nor do they indicate
absolute quantities. They are merely numerical labels. Based on Likert scale we
have the following:
Table 3.1 : Likert scale

Level

Scale

Low degree

Something

Moderate

Significant

effect

effect

effect

affect

1

2

3

4
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Very
Significant
effect
5

It based on the concepts and ideas concluded from the literature review related to
research

subject. The original questionnaire was designed in Arabic to be more

understandable. English version was attached in. The questionnaire was provided with
a covering letter which explains the purpose of the study, the aim of the research and
the security of the information in order to encourage a high response.

3.9 Pilot study
The pilot study represents a trial run of the questionnaire which involves testing the
wording of the questions, establishing the length of the questionnaire, avoiding
ambiguous questions, suggestions for analyzing the data (Naoum, 2007).
A pilot study was done after modifying the questionnaire according to the notes of the
supervisor and before collecting the final data from the whole sample. Ten copies of
questionnaire were distributed for piloting, and selected experts to participate in the
piloting process from contracting companies to achieve experience side and academic
experts to achieve theoretical side. The process generated some questions about
explanation of certain terms and requested to modify, delete, add, spilt and merge some
wordings of the questionnaire mainly in part two that consist of seven group before
piloting were one group merge to become six group and the modification at factors
shown in Table 3.2 . At the end of this process new version of questionnaire became
ready to distribution.
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Table 3.2 : Modifications at questionnaire factors during pilot study stage
Origin factors from literature

Correction

Selected factors after pilot study

action

Paying salaries and wages regularly and with fairly
way and wages increase with according high cost of
living
Trainers efficiency and criteria for selection training

Added

added

team
Employees training at required personal skills for

added

work such as work coordination, communication
skills, archiving and documentation

Implement special training programs
to improve scientific and practical
capabilities

Usage company training in site method to increase
practical experience at employees

Split

Hold training courses to develop knowledge and
theoretical capabilities of employees

Existence of special training for the
use of machines and equipments

Existence special training for safe usage for
Modified

machines and equipments and execute periodic
maintenance for it

Laws and legislations in country

Laws and work legislation in the country and the
Modified

existence of supervision at companies work quality
Existence permission with employees to enable

Added

them to make decisions
Respect company for employees personal life and

Added

understand the conditions and problems related
them

Weather conditions during projects
implementation

Deleted

Relationship between project parties

Nature of relationship between the employees in
company

Spilt

Nature of the relationship between the company and
other parties such as the consultant and owner
Company dependence

Added

implementation of projects
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on subcontractors in

3.10 Questionnaire validity
Polit and Hungler (1985) define Validity as ; " the degree to which an instrument
measures what it is supposed to be measuring". Validity has a number of different
aspects and assessment approaches. There are two ways to evaluate instrument
validity: (1) content validity and (2) statistical validity, which include criterion-related
validity and construct validity. Heffner (2004) give another definition as;" Validity
refers to the extent in which the test truly measures what it purports to measure". High
validity is the absence of systematic errors in the evaluating questionnaire.
When a questionnaire is valid; it truly reflects the concept it is supposed to measure In
order to ensure validity of the questionnaire three types of validity test were conducted
as follow:-

3.10.1 Content validity of the questionnaire
The modified questionnaire was reviewed by the supervisor and ten experts from the
contracting companies field that related to area of research and from academic field.
The experts agreed that the questionnaire was valid and suitable enough to measure the
purpose that the questionnaire designed for it.

3.10.2 Statistical Validity of the Questionnaire
To examine the validity of the questionnaire statistically; Two statistical tests were
applied. The first test is criterion-related validity test (Pearson test), which measures the
correlation coefficient between each item in the field and the whole field. The second
test is structure validity test ( test) that was used to test the validity of the questionnaire
structure by testing the validity of each field and the validity of the whole
questionnaire. It measures the correlation coefficient between one field and all the
fields of the questionnaire that have the same level of similar scale.

Criterion related validity
Criterion-related is validity test (Spearman test) which measures the correlation
coefficient between each factor in one field and the whole field. This test measures the
internal consistency of the questionnaire .

Internal consistency for group 1
As shown in Table (3.3), the correlation coefficients between each item from the first
field , whole field are located between (0.289) and (0.598) which are good enough to
be valid. These correlation coefficients indicate the correlation significance at level (α
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= 0.01) where all p-values are less than (0.01), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
Table 3.3: Internal consistency for Group 1

No.

Item

1

Methods and mechanisms for choosing and attract new
employees

2

Implement efficiency criteria for employee selection

3

Existence financial compensation for employees when
they are being affected or end of services

Pearson

p-value

coefficient

(sig)

0.289

0.011*

0.598

0.000**

0.316

0.005**

4

Clarity job description for employees

0.574

0.000**

5

Attention with safety and health for employees

0.565

0.000**

6

Existence job planning system and determination

0.511

0.000**

0.589

0.000**

0.399

0.000**

0.593

0.000**

0.590

0.000**

0.521

0.000**

0.555

0.000**

future needs for employees
7

Existence evaluation system for employees in
company

8

Implement employees participant principle for
decision making

9

Existence motivations and rewards system for
employee

10

Company ability for management their resources with
efficiency and effective way

11

Rate of employees absence and leaving company
resulted from insufficient human resource management

12

Paying salaries and wages regularly and with fairly
way and wages increase with according high cost of
living

**(Indicates Correlation Significance at α = 0.01)
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Internal consistency for group 2
As shown in Table (3.4), the correlation coefficients between each item from the
second field, whole field are located between (0.360)and (0.656) which are high
enough to be valid. These correlation coefficients indicate the correlation significance
at level (α = 0.01) where all p-values are less than (0.01), so it can be said that the
items of this field are consistent and valid to measure what they were set for.
Table 3.4 : Internal consistency for Group 2
No

item

.
1

Existence motivations for employees to obligate with
training programs

2

Existence especial training for personal health and safety in
wok site for employees

3

Employees training at technology usage that used in
construction industry and adapt with it

4

Raise the company consciousness level at employees with
training importance and spread training culture

5

Expansion training area to include all employees

6

Top management supporting in company for training
programs

7

Influences of external environment for company (politicalsecurity-culture ) at training programs

8

Level and employees efficiency to join and benefit from
training programs

9

Discontinuous work in company and influence at training
level

10

Trainers efficiency and criteria for selection training team

11

Employees training at required personal skills for work such
as work coordination, communication skills, archiving and

Pearson

p-value

coefficient

(sig)

0.360

0.001**

0.591

0.000**

0.453

0.000**

0.414

0.000**

0.495

0.000**

0.423

0.000**

0.481

0.000**

0.492

0.000**

0.387

0.000**

0.513

0.000**

0.507

0.000**

0.504

0.000**

documentation
12

Existence special training for safe usage for machines and
equipments and execute periodic maintenance
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Table 3.4 : Internal consistency for Group 2 - Cont
No

item

.
13

Pearson

p-value

coefficient

(sig)

0.411

0.001**

0.554

0.000**

0.466

0.00**

Usage company training in site method to increase practical
experience at employees

14

Hold training courses to develop knowledge and theoretical
capabilities of employees

15

Implement company distance education techniques to
increase efficiency of employees

16

Employees rotation in company to develop their skills

0.656

0.000**

17

Implement conferences and workshops for employees

0.463

0.000**

18

Experience exchange with local and foreign companies

0.463

0.000**

** (Indicates Correlation Significance at α = 0.01)

Internal consistency for group 3
As shown in Table (3.5), the correlation coefficients between each item from the third
field , whole field are located between (0.431)and (0.753) which are high enough
to be valid. These correlation coefficients indicate the correlation significance at level
(α = 0.01) where all p-values are less than (0.01), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
Table 3.5: Internal consistency for Group 3
No.

1

Item
Job satisfaction increase for employees because
there are training programs

2

Pearson

p-value

coefficient

(sig)

0.431

0.000**

0.640

0.000**

0.654

0.000**

0.753

0.000**

Improve the financial situation of the company
and reduce implementation costs as a result of the
application of training programs

3

Raise the morale of employees and reduce anxiety
and frustration for them

4

Increase employees adaption with new technology
after implementation of training programs
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Table 3.5: Internal consistency for Group 3 - Cont
No.

5

Item

Pearson

p-value

coefficient

(sig)

0.676

0.000**

Decrease employees leaving from company after
implementation of training programs

6

Increase efficiency and effective for employees

0.734

0.000**

7

Increase belonging employees for company

0.706

0.000**

8

Increase employees confidence in the ability for

0.690

0.000**

0.590

0.000**

doing required work
9

Decrease work accident in sites work

** (Indicates Correlation Significance at α = 0.01)

Internal consistency for group 4
As shown in Table (3.6), the correlation coefficients between each item from the fourth
field , whole field are located between (0.686)and (0.828) which are high enough to
be valid. These correlation coefficients indicate the correlation significance at level (α
= 0.05) where all p-values are less than (0.05), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
Table 3.6 : Internal consistency for Group 4
No.

Item

1

Company follow-up for changing in materials, new
equipment and machines that are put on the market
2
Company follow-up for external and internal changes
in the labor market
3
Company follow- up for change in required skills
for the industry and the extent of availability of
skilled labor required for this change from outside the
company
4
Inadequate supply for the used necessary materials
and spare parts and lack of compatibility with
existing labors
** (Indicates Correlation Significance at α = 0.01)
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Pearson

p-value

coefficient

(sig)

0.686

0.000**

0.828

0.000**

0.770

0.000**

0.700

0.000**

Internal consistency for group 5
As shown in Table (3.7), the correlation coefficients between each item from the fifth
field , whole field are located between (0.654)and (0.849) which are high enough
to be valid. These correlation coefficients indicate the correlation significance at level
(α = 0.01) where all p-values are less than (0.01), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
Table 3.7 : Internal consistency for Group 5
No.

1

Item

Pearson

p-value

coefficient

(sig)

0.654

0.000**

Follow the company appraisal the managers for their
employees system

2

Follow the company peer appraisal system

0.743

0.000**

3

Follow the company subordinate appraisal system

0.786

0.000**

4

Follow the company self performance appraisal system

0.849

0.000**

5

Follow the company team appraisal system

0.813

0.000**

** (Indicates Correlation Significance at α = 0.01)

Internal consistency for group 6
As shown in Table (3.8), the correlation coefficients between each item from the sixth
field, whole field are located between (0.378)and (0.754) which are high enough to
be valid. These correlation coefficients indicate the correlation significance at level (α
= 0.01) where all p-values are less than (0.01), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
Table 3.8 : Internal consistency for Group 6
No.

1
2
3

Item
Type of contract with employees from were permanent or
temporary
Existence supervision from company at employees to obligate
with work and profession ethics
The company dissemination a culture of corporation between
employees during work
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Pearson

p-value

coefficient

(sig)

0.387

0.001**

0.678

0.000**

0.579

0.000**

Table 3.8 : Internal consistency for Group 6 - Continued
No.

Pearson

p-value

coefficient

(sig)

Laws and work legislation in the country and the existence of
supervision at companies work quality
Attention the company with individual characteristics required
for each profession such as (Speed - Gender- educational
level- age) and suitability to the nature of profession and work
Demographic change of the workforce in the construction
industry
Improve the company for environment and general work
conditions for employees and providing required needs from
tools and services
Existence permission with employees to enable them to make
decisions
Relationship between the top management and employees at
the lower levels in the company

0.531

0.000**

0.742

0.000**

0.744

0.000**

0.378

0.001**

0.553

0.000**

0.531

0.000**

10

Cultural, political and religious factors in the company

0.463

0.000**

11

Respect company for employees personal life and understand
the conditions and problems related them

0.611

0.000**

12

Nature of relationship between the employees in company

0.754

0.000**

13

Nature of the relationship between the company and other
parties such as the consultant and owner

0.661

0.000**

14

Follow the company customer appraisal system

0.491

0.000**

4
5

6
7

8
9

Item

** (Indicates Correlation Significance at α = 0.01)

Internal consistency for group 7
As shown in Table (3.9), the correlation coefficients between each item from the sixth
field , whole field are located between (0.383)and (0.707) which are high enough
to be valid. These correlation coefficients indicate the correlation significance at level
(α = 0.01) where all p-values are less than (0.01), so it can be said that the items of this
field are consistent and valid to measure what they were set for.
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Table 3.9 : Internal consistency for Group 7
Pearson

p-value

coefficient

(sig)

The company unable to cover human resource
development programs costs
Doesn't immaturity of human resources development
culture in companies
Small size of companies leads to the difficulty of
implement of human resource development and skills
development programs
Lack of awareness of importance of the implementation of
human resource development programs in construction
companies at employees and company's owner
Lack of incentives and rewards provided by the company
for employees to participate in training programs

0.427

0.000**

0.656

0.000**

0.504

0.000**

0.533

0.000**

0.439

0.000**

Lack of time and work pressure in companies

0.707

0.000**

0.522

0.000**

0.507

0.000**

0.577

0.000**

0.618

0.000**

0.509

0.000**

0.467

0.000**

0.392

0.000**

0.560

0.000**

0.539

0.000**

0.383

0.001**

No.

Item

1
2
3

4
5
6
7
8
9
10

Weak effectiveness and lack of enthusiasm at employees
to participate in the development of human resources
programs
Poor self-confidence and fear from failure at employees to
benefit from the skills development programs
Lack the necessary resources to implement human
resource development programs
Level of scientific and practical capabilities of employees

Lack of job security at employees because of the
temporary contract with the company
Indecision companies owner to implement training
12 programs for employees because employees change
continuously
13 Discontinuous of companies work and lack of continuity
of work because of the external conditions of the company
The absence of laws and legislation that obligate
14 companies to apply human resource development
programs
weakness of the company's follow-up to the changes of the
15 external market (skilled labor available and new materials
that are put on the market)
16 Company dependence on subcontractors in
implementation of projects
** (Indicates Correlation Significance at α = 0.01)
11
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Structured validity
Structure validity is the second statistical analysis test that was used to evaluate the
validity of the questionnaire structure and the agreeability of it to satisfy the study
purpose and to achieve the research objective by testing the validity of each field and
the validity of the whole questionnaire. It measures the correlation coefficient between
one filed and all fields of the questionnaire that have the same level of a similar scale.
As shown in Table (3.10), the correlation coefficients between each field and the
whole questionnaire are located between (0.541) and (0.810) which are high enough to
be valid. These correlation coefficients indicate the correlation significance at
level (α = 0.01) where all p-values are less than (0.01), so it can be said that
the fields of the questionnaire are consistent and valid to measure what they were
set for to achieve the study objective.
Table 3.10 :- Structure validity of the questionnaire
No.

1

Field

Factors related to main practices for human resource
management.

Pearson

p-value

coefficient

(sig)

0.541

0.000**

2

Factors related to training

0.804

0.000**

3

Factors resulted from training programs

.0787

0.000**

4

Factors related to work market changes

0.691

0.000**

(Materials / equipments and machines /workers)
5

Factors related to who carry out of employees evaluation

0.725

0.000**

6

Other factor

0.810

0.000**

7

Factors that barring implementation of human resource
0.704

0.000**

development in contracting companies in the Gaza Strip
** (Indicates Correlation Significance at α = 0.01)

3.11 Questionnaire reliability
Reliability of a questionnaire is the degree of consistency in which it measures the
level of consistency of the questionnaire results if it will be distributed several
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times under the same conditions. In other words, questionnaire reliability means
that the questionnaire will give the same results if it will be distributed several times to
the study sample in specific time periods. The test is repeated to the same sample of
people on two occasions and then compares the scores obtained by computing a
reliability coefficient (Polit and Hunger, 1985). It is difficult to return the scouting
sample of the questionnaire-that is used to measure the questionnaire validity to the
same respondents due to the different work conditions to this sample. Therefore the
Cronbach's Alpha statistical test was used to measure the questionnaire
reliability.
The normal range of Chronbach.s coefficient alpha value between 0.0 and + 1.0. The
closer the Alpha to 1, the greater the internal consistency of items in the instrument
being assumed. The formula that determines alpha is fairly simple and makes use of
the items (variables), k, in the scale and the average of the inter-item correlations, r:.

  kr / 1  (k  1)r

……………………………….. (3.2)

As the number of items (variables) in the scale (k) increases the value alpha becomes
large. Also, if the inter correlation between items is large, the corresponding alpha will
also be large. Since the alpha value is inflated by a large number of variables then there
is no set interpretation as to what is an acceptable alpha value. A rule of thumb that
applies to must situations is:
0.9 1.0 Excellent
0.8 0.9 Good
0.7 0.8 Acceptable
0.6 0.7 Questionable
0.5 0.6 Poor
0.0 0.5 Unacceptable
The Alpha values of each field and for all questionnaire items were calculated
using Cronbach's Alpha test. As illustrated in Table (3.11), Cronbach's Alpha
coefficients are located between (0.857) and (0.892) which are high enough to ensure
the reliability of the questionnaire. In addition, the Cronbach's Alpha coefficient
for all questionnaire items is (0.88) which also is high to ensure the reliability of the
questionnaire.
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Table 3.11 : Cronbach's Alpha for Reliability

No.

1

Field

No. of item

Factors related to main practices for human
resource management

P-value
(sig)

12

0.892

2

Factors related to training

18

0.857

3

Factors resulted from training programs

9

0.859

4

0.871

5

0.871

14

0.857

18

0.872

4

5
6

Factors related to work market changes
(Materials / equipments and machines /workers)
Factors related to who carry out of employees
evaluation
Other factors
Factors that barring implementation of human

7

resource development in contracting companies in
the Gaza Strip
All questionnaire items

0.88

It is clear from the previous analytical results that the questionnaire as shown in
Appendix was valid and reliable to pursue distributing it among the study sample and
to rely on it in answering the study questions and analyzing its hypothesis. From the
Table 3.11 results, it can be figured out that the reliability is achieved.

3.12 Questionnaire distribution and collection
Number of questionnaires distributed randomly to the target group of this research
were 90 copies which is higher than the calculated sample size to overcome the risk of
non responding. Fortunately, the response rate was very high. The returned number of
respondents were 77 with response rate equal to 85.5%. The high response rate is
achieved because questionnaire distributed and collected by hand to contracting
companies offices and all of respondents take enough time from three to five days to
fill it and obtain accurate results.
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3.13 Statistical methods used
The Statistical Package for Social Science (SPSS) software was used to analyze this
research data. The following statistical tests were used to analyze the data and the
study hypothesis:
i. Frequencies, means and percentages to represent the collected data in meaningful
figures.
ii. Pearson Correlation Coefficient was used to measure the correlation between two
variables, where it was applied to test the questionnaire validity.
iii. Cronbach's Alpha coefficient was used to test the questionnaire reliability.
iv. One Sample Kolmogorov-Smirnov test was used to identify if the study
questionnaire data follows the normal distribution or not, this test is considered
necessary in the case of testing hypotheses as most Parametric Tests stipulate data
to be normally distributed.
v. The One-Sample T test was used to determine the statistical mean of each item
(question) in the questionnaire field and compare it with the neutrality degree of
(3). This test was used to answer the study questions.
vi. The

Pearson

Correlation

Coefficient

test

was

used

to

examine

the

correlation significance in testing the first main hypothesis.
vii. The Two-independent samples T Test was used to determine if there are
differences indicating statistical significance between the means of two groups of
data .
viii. The One-Way ANOVA test was used to determine if there are differences
indicating statistical significance between the means in the case of three groups of
data and more.

3.14 Interview method
The interview method of collecting data involves presentation of oral-verbal stimuli
and reply in terms of oral-verbal responses. This method can be used through personal
interviews and, if possible, through telephone interviews (Singh, 2006).

3.14.1 Types of interviews
There are three main types of interviews: structured interview, semi structured
interviews , and unstructured interviews.
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structured interviews: are that a list of questions is asked the answers recorded on a
standardized schedule. The content and procedures are organized in advance for
questioning. The sequence and wording of the questions are determined by means of a
schedule and the interviewer is not allowed to make any changes (Akbayrak, 2000).
The method of collecting information through personal interviews is usually carried
out in a structured way. As such we call the interviews as structured interviews where
output depends upon the ability of the interviewer to a large extent.. Thus, the
interviewer in a structured interview follows a rigid procedure laid down, asking
questions in a form and order prescribed (Kothari, 2004).
Semi-structured interview : This type is more flexible than structured interview. This
form of interview uses „open‟ and „closed-ended‟ questioning but the questions are not
asked in a specific order and no schedule is used. Interviewer task is to discover as
much as possible about the specific issues related to subject area (Naoum, 2007).
Unstructured interview : The unstructured interviews, contrary the structured interview
is an open situation and so having greater flexibility and freedom. Although research
questions determine the questions to be asked, the in content, sequence and wording
are entirely left to the interviewer. However, this does not mean that the unstructured
interview is a more casual thing, and for in its own way it must be carefully planned
(Akbayrak, 2000).
The method used in this thesis is structured interview because it appropriate for the
following reasons:-

Allow face to face contact with respondents, were easily contact face to face

with contractors companies respondent.
-

The respondents answers can be more accurate.

3.14.2 Structured interview design
In the early stages of designing the questions used in structured interview. A draft was
prepared and reviewed with the supervisor. In the structured interview, the questions
were designed to investigate and to assess the current situation of human resource
development in construction companies in the Gaza Strip. The questions used were
extracted from the literature review. Structured interview were developed and
conducted with contractors in Arabic and translated to English in the thesis. This is
much effective and easier to be understood to get more realistic results.
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3.14.3 Structured interview content
The structured interview was conducted face to face with the selected contractors
company managers by researcher. At the beginning of the interview the questions in the
interview to assess the current situation of human resource development in construction
companies in the Gaza Strip, were as follows:
1. Is there a special department for of human resources management in the company?
2. Are you perform efficiency criteria when attracting new employees to the company?
3. Are you paying financial compensation for employees when they are being affected or
end of their services ?
4. Are you implement rewards and incentives system for employees in the company?
5. Are the employees in the company evaluated periodically, for example, annually ?
6 . Are the company evaluate future needs from employees ?
7. Are the company evaluate the employees needs from training and experience that need
to work ?
8 . Are the company implement training programs and workshops for employees?
9 . Does the company follow up new products and materials related construction industry
that are put on the market to train employees?
10 . Does the company follow up external changes at labor market and a shortage of
skilled labor ?
11. Does the company obligate with the laws and regulations related to work laws?
12. Does the company commit to applying the principles of personal safety and health to
employees?
13. What are the most obstacles impact on the implementation of training programs?
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Chapter 4
Results and discussion
4.1 Introduction
This chapter introduces the survey results and the discussion of the structured
interview output to assess the current situation of human resource development in
construction companies in the Gaza Strip. The interview contained thirteen question
that extracted from literate review. The interview of twenty person from contracting
companies was done. The chapter also introduces questionnaire results to achieve the
research objectives. The questionnaire consist of three parts the first part about
respondents profile, the second part consist of six groups to determine and identify the
factors that leading to development of human resource that achieving quality in
contracting companies in Gaza Strip and the third part contain factors that barring
implementation of human resource development in contracting companies in the Gaza
Strip. The chapter also present the tests for measuring the differences in responses
according to the independent factors to conclude the comprehensive recommendations
and establish proposed policy for

human resource development in contracting

companies in the Gaza strip.

4.2 Structured interview results
Twenty persons from contracting companies were participated in structured interview.
The questions of interview were to assess current situation of human resource
development in construction companies in the Gaza strip. The questions were extracted
from literature review.
The results of structured interviews as follows and summarized in table 4.1
1. Question one result :25% said that exist a special department for of human resources management in the
company
75% said that doesn‟t exist a special department for of human resources management
in the company
Most of companies in Gaza Strip doesn‟t have a special department for human
resources management. That indicate low attention with human resources
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management in contracting companies. Human resource development and training
programs implementation is difficult without existing special

human resource

department.
2. Question two result :55% said that they implement efficiency criteria when attracting new employees to
the company.
30% said that they sometime implement efficiency criteria when attracting new
employees to the company.
15% said that they doesn't implement efficiency criteria when attracting new
employees to the company.
The result related implementation efficiency criteria when attracting new employees
to the company is not sufficient for contracting companies to implement training
programs to develop their employees, were 45% doesn‟t implement or sometime
implement efficiency criteria when attracting new employees to the company. The
training programs output depend mainly on efficient of trainees, So the companies
must take high care for employees selection and to be based on efficiency to success
their training programs.
3. Question three result :100% said that company paying financial compensation for employees when they
are being affected but when the employees end of their services 80% of contracting
company paying financial compensation and 20% doesn‟t paying.
The result of paying financial compensation for employees when they are being
affected is satisfy but the result of paying financial compensation for employees
when they are end of their services should be improve to help the company to
develop their employees and to feeling employees with future safety.
4. Question four result :35% of companies said that they implement rewards and incentives system for
employees in the company.
50% of companies said that they sometimes implement rewards and incentives
system for employees in the company.
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15% of companies said that they doesn‟t implement rewards and incentives system
for employees in the company.
The most of contracting companies in Gaza Strip doesn‟t implement reward and
incentives system for employees, were 65% doesn‟t or some time implement
rewards and incentives, that company must establish rewards and incentives system
to success human resource development .
5. Question five result :40% said that they evaluate their employees periodically.
25% said that they sometime evaluate their employees not periodically.
35% said that they doesn't evaluate their employees periodically.
The result of employees evaluation in contracting companies in Gaza Strip is not
satisfied and must be improved were 60% doesn‟t or sometime evaluate their
employees, because evaluation of employees periodically knowing the companies
about skills their employees have, were any training programs must precede by
evaluation for employees.
6. Question six result :35 % said that they evaluate future needs from employees.
25% said that they sometime evaluate future needs from employees.
20% said that they doesn‟t evaluate future needs from employees.
Evaluate future needs from employees in contracting companies in Gaza Strip need to
enhance, were 45% doesn‟t or sometime evaluate future needs from employees. That
allow the company to know required skills for required future employees to design
job description for each job and to insert required future employees skills in training
programs.
7. Question seven result :-:40 % said that they evaluate the employees needs from training and experience that
need to work.
15% said that they sometime evaluate
experience that need to work.
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the employees needs from training and

45% said that they doesn‟t evaluate the employees needs from training and
experience that need to work.
The previous results show that 60 % from contracting companies in Gaza Strip
doesn‟t or sometime evaluate the employees needs from training and experience that
need to work, This result indicate that contracting companies not take suitable
attention for human resource development that there is important

to know the

company skill shortage with employees and to be consider in training programs
design.
8. Question eight result :20% said that the company implement training programs and workshops for
employees
15% said that the company sometimes implement training programs and workshops
for employees
65% said that the company doesn't implement training programs and workshops for
employees
The previous results, It show that 80 % from contracting companies in Gaza Strip
doesn‟t or sometime implement training programs and workshops for employees.
That percent is very high to cause lack of skills with employees in contracting
companies, especially most of company doesn‟t select employees in efficiency
criteria, So contracting companies must implement training programs and workshops
to develop their employees skills.
9. Question nine result :35% said that the company follow up new products and materials related construction
industry that are put on the market to train employees.
25% said that the company sometime follow up new products and materials related
construction industry that are put on the market to train employees.
40% said that the company doesn‟t follow up new products and materials related
construction industry that are put on the market to train employees.
The result of company follow up new products and materials related construction
industry that are put on the market to train employees by contracting companies in
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Gaza Strip is not satisfied were 65% from companies doesn‟t or sometime follow up
new products and materials related construction industry that are put on the market to
train employees, that percent consider high because companies cannot develop their
employees skills without following up new products and materials related
construction industry that are put on the market. This result can be interpreted that
executed project in Gaza Strip is small and traditional.
10 . Question ten result :40% said that company follow up external changes at labor market and a shortage of
skilled labor.
25% said that company sometime follow up external changes at labor market and a
shortage of skilled labor.
35% said that company doesn't follow up external changes at labor market and a
shortage of skilled labor.
The following up external changes at labor market and a shortage of skilled labor is
very important for human resource development in contracting companies, 60% of
contracting companies in Gaza Strip doesn‟t or some time following up external
changes at labor market and a shortage of skilled labor that consider very high
percent to barring companies and make problems for them when they demand labor
based on required skills.
11. Question eleven result :70% said that their companies obligate with the laws and regulations related to work
laws.
20% said that their companies doesn‟t obligate with the laws and regulations related
to work laws.
10% said that their companies doesn‟t obligate with the laws and regulations related
to work laws.
The company obligate with the laws and regulations related to work laws results
shown that 30% of contracting companies in Gaza Strip doesn‟t or sometime obligate
with the laws and regulations related to work laws. this mean that rights employees
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sometime lost in contracting companies in Gaza Strip and this is represent obstacle to
human resource companies in Gaza Strip.
12. Question twelve result :100% said that their companies committed to applying the principles of personal
safety and health at employees.
The percent of committed companies to applying the principles of personal safety and
health at employees is 100 % from contracting companies perspective, but in fact
based on applying the principles of personal safety and health at employees from
contracting companies in many work site illustrate that 100% is very high and the
logic percent not exceed 70 %.
13. Question thirteen result :25% said that changing employees continuously is the most obstacle impact on the
implementation of training programs.
15% said that high cost of training programs is the most obstacle impact on the
implementation of training programs.
15% said that lack of stability sense from employees because of temporary contract
with company is the most obstacle impact on the implementation of training programs
10% said that lack of time for training because of work pressure is the most obstacle
impact on the implementation of training programs
35% said that discontinuous work of company is the most obstacle impact on the
implementation of training programs
The most influence obstacle that impact on the implementation of training programs
in contracting companies in Gaza Strip is discontinuous work of company that
represent 35% and not allow the companies to implement training programs.
Lack of stability sense from employees because of temporary contract with company
and high cost of training programs take the same influence degree for barring
implementation of training programs from companies perspective in Gaza Strip.
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From pervious results, it is clear that human resource management and development
must take more attention in contracting companies in Gaza Strip especially by
establishing special department for human resources. The companies must evaluate the
employees needs from training and experience that are need for work, conducting
training courses and workshop, evaluate future needs from employees. The employees
in the company must be evaluated periodically. Rewards and incentives system for
employees in the company must be implemented and the companies must follow up
external changes at labor market and a shortage of skilled labor.
From result of the most obstacles impact on the implementation of training programs, It
is shown that (35%) of contracting companies saw that discontinuous work of company
is the most obstacles impact on the implementation of training programs, (25%) of
contracting companies saw that changing employees continuously, (15%) of
contracting companies saw that high cost of training programs, (15%) of contracting
companies saw that lack of stability. (10%) of contracting companies saw that lack of
time for training because of work pressure is the most obstacles impact on the
implementation of training programs.
Table (4.1) show that (45.0%) average percent for human resource development
programs that implemented always, (18.46%) average percent for human resource
development programs are implemented sometimes and (28.84%) average percent for
human resources development programs that doesn‟t implemented.
The high average percent (47.30%) for human resource development programs are
implemented sometimes or doesn‟t implemented must take very attention from
contracting companies to correct current situation related human resource development.
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Table 4.1 : Assessment of current situation of human resource development in construction companies in the Gaza Strip

Assessment of current situation of human

Yes

Sometime

No

resource development in construction companies
in the Gaza Strip

Frequency

(%)

Frequency

(%)

Frequency

(%)

Is there a special department for of human
resources management in the company ?

5

25

0

0

15

75

Are you perform efficiency criteria when attracting
new employees to the company ?

11

55

6

30

3

15

Are you paying financial compensation for
employees when they are being affected or end of
their services ?

20

100

0

0

0

0

Are you implement rewards and incentives system
for employees in the company ?

7

35

10

50

3

15

Are the employees in the company evaluated
periodically, for example, annually?

8

40

5

25

7

35

Are the company evaluate future needs from
employees ?

7

35

5

25

8

40

Are the company evaluate the employees needs
from training and experience that need to work ?

8

40

3

15

9

45
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Table 4.1 : Assessment of current situation of human resource development in construction companies in the Gaza Strip – continued
Are the company implement training programs and
workshops for their employees ?

4

20

3

15

13

65

Does the company follow up new products and
materials related construction industry that are put on
the market to train employees ?

7

35

5

25

8

40

Does the company follow up external changes at labor
market and a shortage of skilled labor ?

8

40

5

25

7

35

Does the company obligate with the laws and
regulations related to work laws ?

14

70

4

20

2

10

Does the company commit to applying the principles of
personal safety and health to employees?

18

90

2

10

0

0

All question assessment

45.00%

18.46%

Obstacle

What are the most obstacles impact on the
implementation of training programs ?

28.84%
Frequency

(%)

Changing employees continuously

4

25

High cost of training programs

3

15

Lack of stability sense from employees because of
temporary contract with company

3

15

Lack of time for training because of work pressure

4

10

Discontinuous work of company

6

35
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4.3 Normality distribution test
One

Sample

Kolmogorov-Smirnov

test

was

used

to

identify

if

the

study

questionnaire data follows the normal distribution or not, this test is considered necessary
in the case of testing hypotheses as most Parametric Tests stipulate data to be normally
distributed.
Table 4.2 : One sample Kolmogrov-Smirnov test
No. of

P – value

items

(sig)

12

0.22

2

Factors related to main practices for Human resource
management.
Factors related to training.

18

0.20

3

Factors resulted from training programs.

9

0.81

4

4

0.34

5

Factors related to work market changes
(Materials / equipments and machines /workers)
Factors related to who carry out of employees evaluation.

5

0.36

6

Other factor

14

0.55

7

Factors that barring implementation of human resource
development in contracting companies in the Gaza Strip
All fields

16

0.43

78

0.82

No.

1

Field

Table (4.2) clarifies that the calculated sig. (p-values) for the questionnaire fields were
greater than the significance level at (α = 0.05), (p-value > 0.05). This in turn
indicated that the study data followed the normal distribution, and so the Parametric Tests
were used in analyzing the study hypothesis and finding the appropriate answers for its
Questions.

4.4 Study population characteristics
The general characteristics of the study population were investigated as shown in table
(4.3). They include job description, experience years in construction industry, average of
projects value that executed annually for last five years (Dollar),

number of total

employees in company, number of permanent employees in company, number of
employees that company attract them annually , and number of employees that leave or lay
off from company annually.
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Table 4.3: The profile of respondents
Population characteristics

Frequency

Job description
Company's owner
Company manager
Human resources department manager
Projects manager
Other
total
Experience years
Less than 3yrs
3-Less than 5 yrs
5-Less than 10 yrs
10 yrs or more
total
Average value(dollar)
Less than 0.5 million
0.5-Less than1 million
1 -Less than2 million
2 million or more
Total
Total employees
15 person or less
16-30 person
31-50 person
More than 50
total
Total permanent employees
10 person or less
11-20 person
21 – 40 person
more than 40 person
total
Employees attracted annually
5person or less
6-20 person
21 – 30 person
more than 30 person
total
employees that leave or lay off
5person or less
6-10 person
11 – 20 person
more than 20 person
Total
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Percentage (%)

27
14
1
24
11
77

35.06
18.18
1.30
31.17
14.29
100

5
10
12
50
77

6.5
13.0
15.6
64.9
100

7
17
30
23
77

9.09
22.08
38.96
29.87
100

30
24
10
13
77

39.0
31.2
13.0
16.9
100

51
15
6
5
77

66.23
19.48
7.79
6.49
100

26
37
11
3
77

33.77
48.05
14.29
3.90
100

28
26
11
12
77

36.4
33.8
14.3
15.6
100

4.4.1 Differences of responses due to job description
From table 4.3 , it has been found that the survey included most job description is
company's owner , where (35.06 %) of them are company's owner, while (31.17%) projects
manager, (18.18%) company manager, (14.29%) other and (1.30%) are human resources
manager. This indicates that the responses are restricted between company's owner and
projects manager who they have the whole vision about human resource management in
company and human resource department is the lowest percentage that take indication that
contracting companies doesn‟t take enough attention for human resource management. The
variety of work positions will be expected to enrich the research with different views and
responses.

4.4.2 Differences of responses due to experience years in construction industry
Table 4.3 presents the work experience of respondents, where (64.9%) of them have high
experience exceeds than 10 years, while (15.6%) have more than 5 to10 year experience,
while (13%) have more than 3 to 5 year experience ,and (6.5%) have experience less than
3 years. This indicates that the greatest percentage of respondents have experience exceed
10 years in construction field which make them able to determine the role of human
resource development in achieving quality in contracting companies in Gaza Strip.

4.4.3 Average of projects value that executed annually for last five years (Dollar)
Table 4.3 shows that (9.09%) of respondents executed average projects value annually less
than 0.5 million dollars, during the last five years. (22.08%) of contracting companies
executed projects with a value between 0.5 to less than 1 million dollars, and (38.96%) of
contractors executed projects with a value between 1 to less than 2 million and, (29.87%) of
contractors executed projects with a value more than 2 million dollars. This indicates that
most of executed projects in last five years in Gaza Strip are small size because (70.13%) of
companies executed projects less than 2 million annually .

4.4.4 Number of total employees in company
Table 4.3 shows that (39. 0%) of companies respondents employ 15 person or less as a total
number of employees, (31.20%) of companies employ 16 -30 person,

(13.0%) of

companies employ 16 -30 person and (16.9%) of company employ more than 50 person in
their companies as a total number of employees. From previous result it is concluded that
(70.2%) of contracting companies in Gaza Strip employ 30 person or less as a total number
of employees. This indicate that most of contracting companies in Gaza Strip are small size
companies.
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4.4.5 Number of permanent employees in company
Table 4.3 shows that (66.23%) of companies respondents employ 10 person or less as
permanent employees, (19.48%) of them employ 11 -20 person, (7.79%) of them employ
21 - 40 person and (6.49%) of company employ more than 40 person in their companies as
a permanent number of employees. From previous results it is concluded that (85.71%) of
contracting companies in Gaza Strip employ 20 person or less as a total number of
employees. This results support that most of contracting companies in Gaza Strip are small.

4.4.6 Number of employees that company attract them annually
Table 4.3 shows that (33.77%) of companies respondents attract and employ annually 5
person or less, (48.05%) of companies attract and employ 6 -20 person, (14.29%) of them
attract and employ 21 - 30 person and (3.90%) of company attract and employ more than
30 person in their companies annually. from previous results (81.82%) of contracting
companies in Gaza Strip attract and employ 20 person or less annually. The results support
also that most of contracting companies in Gaza Strip are small.

4.4.7 Number of employees that leave or lay off from company annually
Table 4.3 shows that (36.4%) of companies respondents lay off or leave employees from
company annually 5 person or less, (33.8%) of companies lay off or leave employees
annually from 6 -10 person, (14.3%) of them lay off or leave employees annually from 11
- 20 person and (15.6%) of companies lay off or leave employees annually more than 30
person. (70.2%) of contracting companies in Gaza Strip lay off or leave employees from
company 10 person or less annually. This can be interpreted that the work of contacting
companies are discontinues, existing weakness in human resource management in
companies , lack of incentive and motivation for employees, existing weakness in salaries
and wages for employees and waste of employees rights that lead employees to search for
better work chance.
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4.5 Study fields analysis
The research used One-Sample T test in analyzing the questionnaire fields. One-Sample
T test was used to determine the statistical mean of each item (statement ) in the field and
compare it with the neutrality degree of (3). The result of this test determined if the
response to an item of the questionnaire fields was equal to the neutrality degree of (3) or
differed than it significantly.

Null Hypothesis: The tested item response mean is equal to (3) which is corresponding
to the chosen neutrality degree on the used scale to answer the questionnaire items which is
from (1) indicating the minimum degree of acceptance on the item content through (5)
indicating the maximum degree of acceptance on the item content. This could be
confirmed if the sig. (p-value) was greater than the significance level at (α = 0.05). This
implies that the response mean of the study sample approached the neutrality degree of (3).
This result corresponds to accept the null hypothesis and reject the alternative one.

Alternative Hypothesis: The tested item response mean differs than (3) which is
the chosen neutrality degree on the used scale to answer the questionnaire items. This could
be confirmed if the sig. (p-value) was less than or equaled the significance level at (α =
0.05). This implies that the response mean of the study sample differed significantly than
the neutrality degree of (3). This result corresponds to reject the null hypothesis and
accept the alternative one. In this case, the sign of One-Sample T test value determined
whether the response mean was greater or less than the neutrality degree of (3)
significantly. If the sign of One-Sample T test value was positive, this revealed that the
response mean was greater than the neutrality degree of (3) and the opposite is correct.
The questionnaire were ranked in descending order according to the acceptance degree,
where the rank (5) represents the field that has the highest acceptance degree

4.6 Means and ranks
The mean values were used in this study to rank the factors according to the agreement
level of respondents about each factor. The factors were ranked due to its mean value in its
groups and also due to the whole part. Likert scale was used for ranking factors that have
an agreement levels. The respondents were asked to give their perceptions in group of
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factors on five-point scale (1 for the low degree effect, 2 for something effect, 3 for
moderate effect, 4 for significant affect and 5 for very significant effect).

4.6.1 First group: Factors related to main practices for human resource
management

Paying salaries and wages regularly and with fairly
way and wages increase with according high cost of
living
Company ability for management their resources with
efficiency and effective way
Existence motivations and rewards system for
employee
Attention with safety and health for employees
Existence financial compensation for employees when
they are being affected or end of services
Existence evaluation system for employees in
company
Clarity job description for employees
Existence job planning system and determination
future needs for employees
Rate of employees absence and leaving company
resulted from insufficient human resource
management
Methods and mechanisms for choosing and attract
new employees
Implement employees participant principle for
decision making
(Statistical Significance at level α = 0.05)
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Part 2 rank

4.74

0.00

2.9

1

1

4.31

0.00

12.8

2

4

4.18

0.00

11.2

3

10

4.14

0.00

10.7

4

11

4.11

0.00

10.2

5

12

3.92

0.00

8.4

6

22

3.88

0.00

7.4

7

25

3.82

0.00

6.9

8

30

3.77

0.00

5.8

9

34

3.71

0.00

4.9

10

39

3.56

0.00

4.1

11

46

3.02

0.11

1.5

12

57

3.93

All the item of the group 1

Group1 rank

P -value

Implement efficiency criteria for employees selection

Mean

Item

Test value

Table 4.4 : One-Sample T test mean and P-value (sig.) of the first group

0.00

11.5

Table (4.4) shows the following results:
- The mean for highest item implement specific criteria for employees selection equals
(4.74) and the sig. (p-value) equals (0.00), which shows statistical significance and that
the response level of this item is greater than the neutrality degree of (3). This
implies that the respondents agree with implement specific criteria for employees
selection, and this item take first rank on first group which investigated factors related to
main practices for human resource management. Also the first rank on all groups related
to factors that leading to development of human resource that achieving quality in
contracting companies in Gaza Strip and this result is logic because development of
human resources mainly depend on selection criteria's and must be sound to form efficient
staff. This result agree with Uzondu (2013) results.
- The mean for item paying salaries and wages regularly and with fairly way and wages
increase with according high cost of living equals (4.31) and the sig. (p-value) equals
(0.00), which shows statistical significance and that the response level of this item is
greater than the neutrality degree of (3). This implies that the respondents agree
that paying salaries and wages regularly and with fairly way and wages increase with
according high cost of living and this item take second rank at first group that investigated
factors related to main practices for human resource management, also the forth rank on
all groups related to factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip. This result is sound because salaries and
wages are considered form most motivation for employees to work efficiently and to
develop their skills to improve their salaries.
- The mean for item company ability for management their resources with efficiency and
effective way equals (4.18) and the sig. (p-value) equals (0.00), which shows statistical
significance and that the response level of this item is greater than the neutrality
degree of (3). This implies that the respondents agree that company ability for
management their resources with efficiency and effective way and this item take third
rank on first group that investigated factors related to main practices for human resource
management, also the tenth rank on all groups related to factors that leading to
development of human resource that achieving quality in contracting companies in Gaza
Strip and this result indicate that resources management in company must be efficiently
and effectively used to develop the company employees skills. This result is similar with
Okoye and Ezejiofor (2013) results.
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- The mean for item existence motivations and rewards system for employee equals (4.14)
and the sig. (p-value) equals (0.00), which shows statistical significance and that the
response level of this item is greater than the neutrality degree of (3). This implies
that the respondents agree that existence motivations and rewards system for employees
and this item take fourth rank on first group that investigated factors related to main
practices for human resource management, also the eleventh rank on all groups related to
factors that leading to development of human resource that achieving quality in
contracting companies in Gaza Strip. This result agree with Harel (1996) results.
- The mean for lowest item rank implement employees participant principle for decision
making equals (3.02) and the sig. (p-value) equals (0.11), which not shows statistical
significance and that the response level of this item is equal the neutrality degree of
(3). This implies that the respondents not agree that implement employees participant
principle for decision making and this item take last rank on first group related factors to
main practices for human resource management and fifty seven rank on all group in part
two related to factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip that mean this item is not important for
development of human resources. This result disagree with Tabassi and Baker (2009),
Selvam (2013) and Arumugam et al.(2011)

results and that take indication that

respondent prefer centralization principle in management.
In general, the mean for the whole group 1 “Factors related to main practices for
human resource management” equals (3.93) and the sig. (p-value) equals (0.000) less
than (α = 0.05), which shows statistical significance and that the response level of
this field is greater than the neutrality degree of (3). This indicates that the
respondents agree with this field.
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4.6.2 Second group: Factors related to training.

theoretical capabilities of employees

Part 2 rank

Hold training courses to develop knowledge and

Group2 rank

team.

Test value

Trainers efficiency and criteria for selection training

P -value

Item

Mean

Table 4.5 : One-Sample T test mean and P-value (sig.) of the second group

4.72

0.00

9.3

1

2

4.39

0.00

4.3

2

3

3.93

0.00

7.0

3

21

3.89

0.00

6.4

4

24

3.84

0.00

7.0

5

28

3.79

0.00

6.7

6

32

3.76

0.00

9.1

7

35

3.75

0.00

6.7

8

36

3.74

0.00

5.3

9

37

3.70

0.00

7.1

10

40

3.58

0.00

6.1

3.55

0.00

5.4

Employees training at required personal skills for
work such as work coordination, communication
skills, archiving and documentation
Discontinuous work in company and influence at
training level
Top management supporting in company for training
programs
Expansion training area to include all employees
Existence motivations for employees to obligate with
training programs
Level and employees efficiency to join and benefit
from training programs
Experience exchange with local and foreign
companies
Employees training at technology usage that used in
construction industry and adapt with it
Raise the company consciousness level at employees
with training importance and spread training culture
Existence especial training for personal health and
safety in wok site for employees
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11
12

44

47

P -value

Test value

Group2 rank

Part 2 rank

Item

Mean

Table 4.5 : One-Sample T test mean and P-value (sig.) of the second group - Cont

3.51

0.01

2.5

13

50

3.44

0.00

2.9

14

52

3.35

0.07

1.8

15

54

3.29

0.00

9.0

16

55

3.27

0.10

1.6

17

56

3.21

0.15

1.4

18

57

3.71

0.00

8.1

Existence special training for safe usage for machines
and equipments and execute periodic maintenance
for it
Influences of external environment for company
(political- security-culture ) at training programs
Employees rotation in company to develop their
skills
Usage company training in site method to increase
practical experience at employees
Implement conferences and workshops for
employees
Implement company distance education
techniques to increase efficiency of employees
All the item of the group 2
(Statistical Significance at level α = 0.05)
Table (4.5) shows the following results:
- The mean for highest item rank trainers efficiency and criteria for selection training team
equals (4.72) and the sig. (p-value) equals (0.00), which shows statistical significance and
that the response level of this item is greater than the neutrality degree of (3). This
implies that the respondents agree that trainers efficiency and criteria for selection
training team, and this item take first rank at second group that investigated factors related
to training and the second rank on all groups related to factors that leading to development
of human resource that achieving quality in contracting companies in Gaza Strip. This
result is illustrates that the most important role in success of training program depend on
efficiency of trainers staff and must chosen based on sound criteria.
- The mean for item hold training courses to develop knowledge and theoretical capabilities
of employees equals (4.39) and the sig. (p-value) equals (0.00), which shows statistical
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significance and that the response level of this item is greater than the neutrality
degree of (3). This implies that the respondents agree that hold training courses to
develop knowledge and theoretical capabilities of employees and this item take second rank
on second group that investigated factors related to training and the third rank on all
groups related to factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip. It can be concluded that the hold of training
programs and courses increase efficiency and develop of employees staff skills and this
result compatible with Gibb (2011) results.
- The mean for item employees training at required personal skills for work such as work
coordination, communication skills, archiving and documentation equals (3.93) and the sig.
(p-value) equals (0.00), which shows statistical significance and that the response level of
this item is greater than the neutrality degree of (3). This implies that the
respondents agree that employees training at required personal skills for work such as
work coordination, communication skills, archiving and documentation, and this item take
third rank on second group that investigated factors related to training. This is support the
importance of personal skills for all work fields to insure organized work.
- The mean for lowest item rank implement company distance education techniques to
increase efficiency of employees equals (3.21) and the sig. (p-value) equals (0.15), which
shows statistical significance and that the response level of this item is greater than
the neutrality degree of (3). This implies that the respondents not agree that implement
company distance education techniques to increase efficiency of employees, and this item
take last rank on second group that investigated factors related to training. This result
disagree with Ikediashi et al. (2012) results. This result can be interpret that contracting
companies are small size in Gaza Strip and they show that distance education techniques
are not suitable as technique in training program in their companies.
In general, the mean for the whole field “Factors related to training” equals (3.71) and
the sig. (p-value) equals (0.000) less than (α = 0.05), which shows statistical significance
and that the response level of this field is greater than the neutrality degree of (3).
This indicates that the respondents agree with the field “Factors related to training”.
And this group very important to human resource development in contracting companies in
Gaza Strip to achieve quality.
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4.6.3 Third group : Factors resulted from training programs.

Mean

P -value

Test value

Group3 rank

Part 2 rank

Table 4.6 : One-Sample T test mean and P-value (sig.) of the third group

Increase belonging employees for company

4.25

0.00

12.5

1

5

Decrease work accident in sites work

4.24

0.00

10.3

2

6

4.02

0.00

9.5

3

14

3.99

0.00

10.1

4

15

3.97

0.00

9.5

5

17

3.96

0.00

10.7

6

18

3.91

0.00

8.6

7

23

3.64

0.00

5.2

8

43

3.50

0.00

3.4

9

51

3.94

0.00

13.2

Item

Increase employees confidence in the ability for
doing required work
Increase efficiency and effective for employees
Job satisfaction increase for employees because
there are training programs
Improve the financial situation of the company and
reduce implementation costs as a result of the
application of training programs
Raise the morale of employees and reduce anxiety
and frustration for them
Increase employees adaption with new technology
after implementation of training programs
Decrease employees leaving from company after
implementation of training programs
All the item of the group 3
(Statistical Significance at level α = 0.05)
Table (4.6) shows the following results:
-

The mean for highest item increase belonging employees for company equals (4.25)

and the sig. (p-value) equals (0.00), which shows statistical significance and that the
response level of this item is greater than the neutrality degree of (3). This implies
that the respondents agree that increase belonging employees for company , and this
item take first rank on third group that investigated factors resulted from training programs,
and the fifth rank on all groups related to factors that leading to development of human
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resource that achieving quality in contracting companies in Gaza Strip and this result is
agree with Tabassi and Baker (2009) results. It can be conclude that arise employees
belonging for company as resulted from training programs develop human resource in
company and lead to quality achievement.
-

The mean for item decrease work accident in sites work equals (4.24) and the sig.

(p-value) equals (0.00), which shows statistical significance and that the response level of
this item is greater than the neutrality degree of (3). This implies that the
respondents agree that decrease work accident in sites work and this item take second rank
on third group that investigated factors resulted from training programs, and the sixth rank
on all groups elated to factors that leading to development of human resource that
achieving quality in contracting companies in Gaza Strip. And this factor is very important
because training employees at safety skills develop the quality work and decrease work
accidents and save human resource that consider the most important resources in
construction industry.
-

The mean for item increase employees confidence in the ability for doing required

work equals (4.02) and the sig. (p-value) equals (0.00), which shows statistical significance
and that the response level of this item is greater than the neutrality degree of (3).
This implies that the respondents agree that increase employees confidence in the ability
for doing required work and this item take third rank on third group that investigated
factors resulted from training programs, and the sixth rank on all groups related to factors
that leading to development of human resource that achieving quality in contracting
companies in Gaza Strip and this result is agree with Cole (2001) results. This result
indicate that training programs improve employees efficiency and increase self confidence
to doing work better.
-

The mean for lowest item rank decrease employees leaving from company after

implementation of training programs equals (3.50 and the sig. (p-value) equals (0.00),
which shows statistical significance and that the response level of this item is equal the
neutrality degree of (3). This implies that the respondents agree that decrease
employees leaving from company after implementation of training programs and this item
take last rank on third group that investigated factors related to main practices for human
resource management and fifty one rank on all groups related to factors that leading to
development of human resource that achieving quality in contracting companies in Gaza
Strip that mean that respondents are agree that this item is not resulted from development of
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human resources and this result agree with Tabassi and Baker (2009), and it doesn‟t exist
disagreement between factor in item decrease employees leaving from company after
implementation of training programs result that take the lowest rank in third group and
factor in item belonging employees for company results that take the highest rank in same
group because the belonging appear in accomplishment of employee tasks and save
company resources and the leaving employees from company based on search of
employees at the best work chance .
- In general, the mean for the whole field “Factors resulted from training programs” equals
(3.94 and the sig. (p-value) equals (0.00) less than (α = 0.05), which shows statistical
significance and that the response level of this field is greater than the neutrality
degree of (3). This indicates that the respondents agree with the field “Factors
resulted from training programs”. And resulted factor from training programs achieve
quality in company.

4.6.4 Fourth group : Factors related to work market changes (Materials /
equipments and machines /workers)

(Statistical Significance at level α = 0.05)
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Test value

Group4 rank

Part 2 rank

Company follow-up for changing in materials,
new equipment and machines that are put on the
market
Company follow-up for external and internal
changes in the labor market
Inadequate supply for the used necessary
materials and spare parts and lack of compatibility
with existing labors
Company follow- up for change in required skills
for the industry and the extent of availability of
skilled labor required for this change from outside
the company
All the item of the group 4

P -value

Item

Mean

Table 4.7 :One-Sample T test mean and P-value (sig.) of the fourth group

4.19

0.00

10.8

1

9

3.95

0.00

8.2

2

19

3.83

0.00

6.6

3

29

3.67

0.00

6.5

4

41

3.91

0.00

10.2

Table (4.7) shows The following results:
-

The mean for highest item company follow-up for changing in materials, new

equipment and machines that are put on the market equals (4.19) and the sig. (p-value)
equals (0.00), which shows statistical significance and that the response level of this
item is greater than the neutrality degree of (3). This implies that the respondents
agree that company follow-up for changing in materials, new equipment and machines
that are put on the market and this item take first rank on forth group that investigated
factors related to work market changes (Materials / equipments and machines /workers),
and the ninth rank on all group in part two related to factors that leading to development of
human resource that achieving quality in contracting companies in Gaza Strip that mean the
importance of follow-up for changing in materials, new equipment and machines that are
put on the market by company to train employees and to be familiar with it and this result is
agree with Garavan etal. (1999) results
-

The mean for lowest item rank company follow- up for change in required skills

for the industry and the extent of availability of skilled labor required for this change from
outside the company equals (3.67) and the sig. (p-value) equals (0.00), which shows
statistical significance and that the response level of this item is equal the neutrality
degree of (3). This implies that the respondents agree that company follow- up for
change in required skills for the industry and the extent of availability of skilled labor
required for this change from outside the company , and this item take last rank on forth
group that investigated factors related to work market changes (Materials / equipments and
machines /workers) and forty one rank on all groups related to factors that leading to
development of human resource that achieving quality in contracting companies in Gaza
Strip that mean that respondents are agree that the influence of this item is weak at
development of human resources and this result agree with Garavan etal. (1999) results ,
and this factor take the lowest rank because the small area of Gaza Strip and small of
contracting companies and projects executed in Gaza Strip and the most project traditional
that lead to weak importance for factor in item company follow- up for change in required
skills for the industry and the extent of availability of skilled labor required for this change
from outside the company. This indicate that change in required skills for the industry and
the extent of availability of skilled labor required for this change from outside the company
is weak influence at human resource development in contracting companies in Gaza Strip
due to small of Gaza Strip area, technology progress delay in construction industry and
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contracting companies at most deal with traditional and recurring projects that doesn‟t need
change in required skills for construction industry.
- In general, the mean for the whole field “Factors related to work market changes”
equals (3.91) and the sig. (p-value) equals (0.00) less than (α = 0.05), which shows
statistical significance and that the response level of this field is greater than the
neutrality degree of (3). This indicates that the respondents agree with the field
“Factors related to work market changes”.

4.6.5 Fifth group : Factors related to who carry out of employees evaluation.

P -value

Test value

4.22

0.00

11.8

1

7

Follow the company team appraisal system

3.65

0.00

4.6

2

42

Follow the company peer appraisal system

3.57

0.00

4.0

3

45

3.52

0.00

3.9

4

49

2.92

0.71

0.3

5

58

3.58

0.00

5.6

Follow the company managers appraisal for
their employees system

Follow the company subordinate appraisal
system
Follow the company self performance appraisal
system
All the item of the group 5

rank

Item

Group 5

Mean

Part 2 rank

Table 4.8 : One-Sample T test mean and P-value (sig.) of the fifth group

(Statistical Significance at level α = 0.05)
Table (4.8) shows the following results:
-

The mean for highest item follow the company managers appraisal for their

employees system equals (4.22) and the sig. (p-value) equals (0.00), which shows statistical
significance and that the response level of this item is greater than the neutrality
degree of (3). This implies that the respondents agree that follow the company
managers appraisal for their employees system and this item take first rank on fifth group
that investigated factors related to who carry out of employees evaluation, and the seventh
rank on all groups related to factors that leading to development of human resource that
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achieving quality in contracting companies in Gaza Strip that mean the importance of
managers appraisal for employees because fair of managers appraisal in most condition
compared with team appraisal and peer appraisal that influenced from competition and this
result is agree with Nassazi (2013) results, and this result is sound because the managers
known all details about efficiency and performance of their employees and contribution
team in appraisal process for employee take indicate that appraisal is impartial
-

The mean for lowest item rank follow the company self performance appraisal

system equals (2.92) and the sig. (p-value) equals (0.71), which shows statistical
significance and that the response level of this item is equal the neutrality degree of
(3).

This implies

that

the

respondents not agree

that follow the company self

performance appraisal system and this item take last rank on fifth group that investigated
related to who carry out of employees evaluation and fifty eight rank on all groups related
to factors that leading to development of human resource that achieving quality in
contracting companies in Gaza Strip and this result agree with Nassazi. (2013) results. This
factor take the lowest rank because it doesn‟t exist confidence in self performance appraisal
from perspective of contracting companies.
-

In general, the statistical mean for the whole field “Factors related to who carry

out of employees evaluation” equals (3.58), the weight mean equals (71.52%) and the sig.
(p-value) equals (0.00) less than (α = 0.05), which shows statistical significance and
that the response level of this field is greater than the neutrality degree of (3). This
indicates that the respondents agree with the field “Factors related to who carry out
of employees evaluation”.
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4.6.6 Sixth group : Others factors

rank
Part 2 rank

Test value

8

P -value

1

Mean

Group 6

Table 4.9 : One-Sample T test mean and P-value (sig.) of the sixth group

4.21

0.00

11.9

4.05

0.00

5.7

3.98

0.00

9.0

3

16

3.94

0.00

8.7

4

20

3.93

0.00

9.0

5

21

3.89

0.00

6.8

6

24

Follow the company customer appraisal system

3.87

0.00

5.2

7

26

Laws and work legislation in the country and the
existence of supervision at companies work quality
Nature of relationship between the employees in
company
Nature of the relationship between the company and
other parties such as the consultant and owner
Relationship between the top management and
employees at the lower levels in the company
Existence permission with employees to enable them to
make decisions

3.85

0.00

7.7

8

27

3.83

0.00

9.2

9

29

3.80

0.00

5.0

10

31

3.78

0.00

6.4

11

33

3.73

0.00

5.7

12

38

Cultural, political and religious factors in the company

3.53

0.00

3.4

13

48

Demographic change of the workforce in the
construction industry
All the item of the group 6

3.41

0.00

10.5

14

53

3.84

0.00

12.5

Item

Existence supervision from company at employees to
obligate with work and profession ethics
Improve the company for environment and general work
conditions for employees and providing required needs
from tools and services
Type of contract with employees from were permanent
or temporary
The company dissemination a culture of corporation
between employees during work
Respect company for employees personal life and
understand the conditions and problems related them
Attention the company with individual characteristics
required for each profession such as (Speed - Gendereducational level- age) and suitability to the nature of
profession and work

(Statistical Significance at level α = 0.05)

92

2

13

Table (4.9) shows the following results:
-

The mean for highest rank item existence supervision from company at employees

to obligate with work and profession ethics equals (4.21) and the sig. (p-value) equals
(0.00), which shows statistical significance and that the response level of this item is
greater than the neutrality degree of (3). This implies that the respondents agree that
existence supervision from company at employees to obligate with work and profession
ethics and this item take first rank on sixth group that investigated other factors, and the
eighth rank on all groups related to factors that leading to development of human resource
that achieving quality in contracting companies in Gaza Strip that mean the development of
human resource by supervision from company at employees to obligate with work and
profession ethics achieve quality in contracting companies and decrease conflict between
company and other parties in construction industry and this result is compatible with
Kokkaew and Koompai (2012) results.
-

The statistical mean for item improve the company for environment and general

work conditions for employees and providing required needs from tools and services equals
(4.05) and the sig. (p-value) equals (0.00), which shows statistical significance and that the
response level of this item is greater than the neutrality degree of (3). This implies
that the respondents agree that improve the company for environment and general work
conditions for employees and providing required needs from tools and services and this
item take second rank on sixth group that investigated other factors, and the thirteen rank
on all groups related to factors that leading to development of human resource that
achieving quality in contracting companies in Gaza Strip that mean the development of
human resource by improve the company for environment and general work conditions for
employees and providing required needs from tools and services to achieve quality in
contracting companies and this result agree mudor and Tooksoon (2011) results.
-

The mean for item type of contract with employees from were permanent or

temporary equals (3.98) and the sig. (p-value) equals (0.00), which shows statistical
significance and that the response level of this item is greater than the neutrality
degree of (3). This implies that the respondents agree that type of contract with
employees from were permanent or temporary and this item take third rank on sixth group
that investigated other factors, and the sixteen rank on all groups related to factors that
leading to development of human resource that achieving quality in contracting companies
in Gaza Strip that mean that type of contract with employees influence at human resource
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development were permanent contract increase influence of human resource development
and this result agree with Irawan and Halim (2013).
The mean for lowest item rank demographic change of the workforce in the construction
industry equals (3.41) and the sig. (p-value) equals (0.00), which shows statistical
significance and that the response level of this item is equal the neutrality degree of
(3). This implies that the respondents agree that demographic change of the workforce
in the construction industry and this item take last rank on sixth group that investigated
other factors and fifty three rank on all group in part two related to factors that leading to
development of human resource that achieving quality in contracting companies in Gaza
Strip. The weakness influence of demographic change of the workforce in the construction
industry at human resource development to achieve quality in contractor companies
because the small of research location in Gaza Strip and this result disagree with Kokkaew
and Koompai (2012) results.
In general, the statistical mean for the whole field “Others factors” equals (3.84) and the
sig. (p-value) equals (0.00) less than (α = 0.05), which shows statistical significance and
that the response level of this field is greater than the neutrality degree of (3). This
indicates that the respondents agree with the field “Others factors”

4.6.7 Seventh group : consist of factors that barring implementation of human
resource development in contracting companies in the Gaza Strip
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0.00

11.2

1

4.09

0.00

7.6

2

4.03

0.00

9.9

3

3.99

0.00

6.9

4

rank

4.27

Group7

Test value

Discontinuous of companies work and lack of continuity
of work because of the external conditions of the
company
The company unable to cover human resource
development programs costs
Lack of job security at employees because of the
temporary contract with the company
Company dependence on subcontractors in
implementation of projects

P -value

item

Mean

Table 4.10 : One-Sample T test mean and P-value (sig.) of the seventh group

All the item of the group 7
(Statistical Significance at level α = 0.05)
Table (4.10) shows following results:

95

0.00

7.8

5

3.95

0.00

8.4

6

3.92

0.00

6.5

7

3.90

0.00

5.7

8

3.88

0.00

6.3

9

3.83

0.00

5.6

10

3.81

0.00

9.9

11

3.80

0.00

7.2

12

3.79

0.00

7.2

13

3.72

0.00

5.4

14

3.62

0.00

4.6

15

3.60

0.00

1.8

16

3.93

0.00

9.5

rank

3.97

Group7

Test value

Indecision companies owner to implement training
programs for employees because employees change
continuously
Lack of incentives and rewards provided by the
company for employees to participate in training
programs
weakness of the company's follow-up to the changes of
the external market (skilled labor available and new
materials that are put on the market)
Poor self-confidence and fear from failure at employees
to benefit from the skills development programs
Small size of companies leads to the difficulty of
implement of human resource development and skills
development programs
The absence of laws and legislation that obligate
companies to apply human resource development
programs
Level of scientific and practical capabilities of
employees
Lack of awareness of importance of the implementation
of human resource development programs in
construction companies at employees and company's
owner
Lack the necessary resources to implement human
resource development programs
Doesn't immaturity of human resources development
culture in companies
Weak effectiveness and lack of enthusiasm at employees
to participate in the development of human resources
programs
Lack of time and work pressure in companies

P -value

item

Mean

Table 4.10 : One-Sample T test mean and P-value (sig.) of the seventh group-Cont

The mean for highest item rank discontinuous of companies work and lack of continuity of
work because of the external conditions of the company equals (4.27) and the sig. (p-value)
equals (0.00), which shows statistical significance and that the response level of this
item is greater than the neutrality degree of (3). This implies that the respondents
agree that most influence factor at barring human resource development in contracting
companies is discontinuous of companies work and lack of continuity of work because of
the external conditions of the company, and this item take first rank on seventh group that
investigated factors that barring implementation of human resource development in
contracting companies in the Gaza Strip because siege at Gaza and external condition
especially in last year's. This result is sound because nature

discontinuous work for

contracting companies in Gaza Strip. that not allow companies to save fixed staff to
develop them and the frustration at employees because discontinuous work barring human
resource development
-

The mean for item the company unable to cover human resource development

programs costs equals (4.09) and the sig. (p-value) equals (0.00), which shows statistical
significance and that the response level of this item is greater than the neutrality
degree of (3). This implies that the respondents agree that the company unable to
cover human resource development programs costs and this item take second rank on
seventh group that investigated factors that barring implementation of human resource
development in contracting companies in the Gaza Strip. And this result indicate that
development of human resource programs required cost and this cost consider high at
contracting companies in Gaza Strip compared with weak financial condition for this
companies and this results compatible with Lange et al. (2000)
-

The mean for lowest item rank lack of time and work pressure in companies equals

(3.60) and the sig. (p-value) equals (0.00), which shows statistical significance and that the
response level of this item is equal the neutrality degree of (3). This implies that the
respondents agree that lack of time and work pressure in companies and this item take last
rank on seventh group that investigated factors that barring implementation of human
resource development in contracting companies in the Gaza Strip. And this result disagree
with Sambrook (2002) results, because respondents deal at this factor based in availability
of time in companies in last years that work are weak in companies generally, and if they
respondent deal with factor in normal situation, It may be taken from the most factors that
barring implementation of human resource development in contracting companies.
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In general, the mean for the whole field “Factors that barring implementation of human
resource development” equals (3.93) and the sig. (p-value) equals (0.00) less than (α =
0.05), which shows statistical significance and that the response level of this field is
greater than the neutrality degree of (3). This indicates that the respondents agree
with the field “Factors that barring implementation of human resource development”
4.7 The most important factors related to factors that affecting and leading to

development of human resource that achieving quality in contracting
companies in Gaza Strip
Table 4.11 : The most important factors related to factors that leading to development

item

Mean

P -value

Test value

Group rank

Part 2 rank

of human resource

Implement efficiency criteria for employee selection

4.74

0.00

2.9

1

1

Trainers efficiency and criteria for selection training
team.
Hold training courses to develop knowledge and
theoretical capabilities of employees
Paying Salaries and wages regularly and with fairly
way and wages increase with according high cost of
living
Increase belonging employees for company

4.72

0.00

9.3

1

2

4.39

0.00

4.3

2

3

4.31

0.00

12.8

2

4

4.25

0.00

12.5

1

5

Decrease work accident in sites work

4.24

0.00

10.3

2

6

Follow the company appraisal the managers for
their employees system
Existence supervision from company at employees
to obligate with work and profession ethics
Company follow-up for changing in materials, new
equipment and machines that are put on the market

4.22

0.00

11.8

1

7

4.21

0.00

11.9

1

8

4.19

0.00

10.8

1

Company ability for management their resources
with efficiency and effective way
Highest ten items of the groups

4.18

0.00

11.2

3

97

4.35

9.76

9
10

-

Table (4.11) shows that The most important factors related to factors that affecting

and leading to development of human resource that achieving quality in contracting
companies in Gaza Strip. Factors that take rank 1,2,5,7,8,9 in part two, each factor take the
highest rank in each group and the factors that take rank 3, 4, 6 in part two take the second
rank in second, first, third groups respectively and factor that take rank 10 at part two take
the third rank in group one. From part two and their sub group results, it is illustrate that
results are accurate because the most important factors in part two related to factors that
affecting and leading to development of human resource that achieving quality in
contracting companies in Gaza Strip also take the most important factors in their groups.
-

The highest mean equals (4.74) for item implement efficiency criteria for

employees selection related to factors that leading to development of human resource that
achieving quality in contracting companies in Gaza Strip and the sig. (p-value) equals
(0.00), which shows statistical significance and that the response level of this item is
greater than the neutrality degree of (3). And this item take first rank on first group
which investigated factors related to main practices for human resource management and
this result is logic because development of human resources mainly depend on selection
criteria's and must be sound to form efficient staff, And if employees selected without any
consideration for efficiency. The output of human resource development and training
programs certainly weak.
-

The second highest mean equals (4.72) for item trainers efficiency and criteria for

selection training team related to factors that leading to development of human resource
that achieving quality in contracting companies in Gaza Strip and the sig. (p-value) equals
(0.00), which shows statistical significance and that the response level of this item is
greater than the neutrality degree of (3). This implies that the respondents agree that
trainers efficiency and criteria for selection training team, and this item take first rank at
second group that investigated factors related to training. This result is illustrates the
importance role of trainers staff efficiency in success of training program and must chosen
based on sound criteria not randomly or search for cheapest trainers.
-

From previous results, the first factor rank implement specific criteria for

employees selection and second factor rank trainers efficiency and criteria for selection
training team related factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip. This results conclude that trainers and
trainees must be efficient and selection them based on sound criteria.
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-

The third highest mean equals (4.39) for item hold training courses to develop

knowledge and theoretical capabilities of employees related to factors that leading to
development of human resource that achieving quality in contracting companies in Gaza
Strip, and the sig. (p-value) equals (0.00), This implies that the respondents agree that
hold training courses to develop knowledge and theoretical capabilities of employees and
this item take second rank on second group that investigated factors related to training. It
can be concluded that the hold of training programs and courses increase efficiency and
develop of employees staff skills and training programs must be cover all field work
practical and theoretical and to include all employees in company.

-

The fourth highest mean equals (4.31) for item paying salaries and wages regularly

and with fairly way and wages increase with according high cost of living related to factors
that leading to development of human resource that achieving quality in contracting
companies in Gaza Strip, and this item take second rank at first group that investigated
factors related to main practices for human resource management. This result is sound
because salaries and wages are considered form most motivation for employees to work
efficiently and to develop their skills to improve their salaries and any delay in paying
salaries and wages influence at employees morale to joint with training programs.
-

The fifth highest mean equals (4.25) for item increase belonging employees for

company related to factors that leading to development of human resource that achieving
quality in contracting companies in Gaza Strip, and this item take first rank on third group
that investigated factors resulted from training programs. It can be conclude that arise
employees belonging for company as resulted from training programs develop human
resource in company and lead to quality achievement and improve employees
accomplishment and save company resources.
-

The sixth highest mean equals (4.24) for item decrease work accident in sites work

related to factors that leading to development of human resource that achieving quality in
contracting companies in Gaza Strip. And this item take second rank on third group that
investigated factors resulted from training programs. And this factor is very important
because training employees at safety skills develop the quality work and decrease work
accidents and save human resource that consider the most important resource in
construction industry.
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-

The seventh highest mean equals (4.22) for item follow the company managers

appraisal for their employees system related to factors that leading to development of
human resource that achieving quality in contracting companies in Gaza Strip. And this
item take first rank on fifth group that investigated factors related to who carry out of
employees evaluation. That mean the importance of managers appraisal for employees
because fair of managers appraisal in most condition compared with team appraisal, peer
appraisal and subordinate appraisal that influenced from competition and this result is
sound because the managers known all details about efficiency and performance of their
employees.
-

The eighth highest mean equals (4.21) for item existence supervision from company

at employees to obligate with work and profession ethics system related to factors that
leading to development of human resource that achieving quality in contracting companies
in Gaza Strip. And this item take first rank on sixth group that investigated other factors.
That mean the development of human resource by supervision from company at employees
to obligate with work and profession ethics achieve quality in contracting companies and
decrease conflict between company and other parties in construction industry.
-

The ninth highest mean equals (4.19) for item company follow-up for changing in

materials, new equipment and machines that are put on the market equals related to factors
that leading to development of human resource that achieving quality in contracting
companies in Gaza Strip. And this item take first rank on forth group that investigated
factors related to work market changes (Materials / equipments and machines /workers).
That mean the importance of follow-up for changing in materials, new equipment and
machines that are put on the market by company to train employees and to be familiar with
it.
-

The tenth highest mean equals (4.18) for item management their resources with

efficiency and effective way related to factors that leading to development of human
resource that achieving quality in contracting companies in Gaza Strip. And this item take
third rank on first group that investigated factors related to main practices for human
resource management. This result indicate that resources management in company must be
efficiently and effectively used to develop the company employees skills.
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From previous results for most important ten factors related to factors that affecting and
leading to development of human resource that achieving quality in contracting companies
in Gaza Strip. It is clear that mean values is very close to each other that illustrate that this
factors is very important to implement it as one package to develop human resource in
contracting companies in Gaza Strip.
4.8 The most important factors related factors affecting and that barring

implementation of human resource development in contracting companies in
Gaza Strip.
In contracting companies in Gaza Strip there are many obstacles and barriers to implement
human resource development, were their exist many barriers in company internal
environment and others barriers from external environment for company. Table 4.13 show
the most important five factors related factors affecting and that barring implementation of
human resource development in contracting companies in Gaza Strip.
Table 4.12 : The most important factors that barring implementation of human resource
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Test value

Group 7 rank

Part 2 rank

Discontinuous of companies work and lack of
continuity of work because of the external
conditions of the company
The company unable to cover human resource
development programs costs
Lack of job security at employees because of the
temporary contract with the company
Company dependence on subcontractors in
implementation of projects
Indecision companies owner to implement
training programs for employees because
employees change continuously
Highest five items of the group

P -value

item

Mean

development in contracting companies in Gaza Strip.

4.27

0.00

11.2

1

1

4.09

0.00

7.6

2

2

4.03

0.00

9.9

3

3

3.99

0.00

6.9

4

4

3.97

0.00

7.8

5

5

4.07

8.68

Table (4.12) shows that highest five factors affecting and barring implementation of human
resource development in contracting companies in Gaza Strip. The discontinuous of
companies work and lack of continuity of work because of the external conditions
environment of the company take first rank at factors affecting and that barring
implementation of human resource development in contracting companies in Gaza Strip.
The discontinuity companies work in Gaza Strip especially in last year's because siege
doesn't allow the company to save their staff to develop them and employees doesn‟t fell
with job stability to develop their skills and they are feeling continuously with anxiety
frustration.
Factor company unable to cover human resource development programs costs take second
rank at factors affecting and that barring implementation of human resource development in
contracting companies in Gaza Strip. And this result indicate that development of human
resource programs required cost and this cost consider high at contracting companies in
Gaza Strip compared with weak financial condition for this companies, but in fact the cost
of human resource development considers very low compared with benefit of development
for company.
Factor lack of job security at employees because of the temporary contract with the
company take third rank at factors affecting and that barring implementation of human
resource development in contracting companies in Gaza Strip. Because there is not
motivation for employees to still in their job position. That lead to employees doesn‟t
participate with company training programs or weak participation and doesn‟t develop their
skills individually.
Factor company dependence on subcontractors in implementation of projects take fourth
rank at factors affecting and that barring implementation of human resource development in
contracting companies in Gaza Strip. Because company in this condition doesn‟t own
sufficient staff to execute projects and they saw that development of subcontractor team
for responsibility of their companies. And subcontractor doesn‟t fear at his company
reputation because their company name doesn‟t appear clearly in projects.
Factor indecision companies owner to implement training programs for employees because
employees change continuously take fifth rank at factors affecting and that barring
implementation of human resource development in contracting companies in Gaza Strip.
Because human resource development cost and fear of company from employees changes
continuously put them in indecision condition. From this item the company must attract
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efficient employees to solve problem, that they need simple development to decrease
human resource development cost.
From most factors affecting and that barring implementation of human resource
development in contracting companies in Gaza Strip results. It is shown that mean values
very close to each other were mean value are limited from 4.27 to 3.97 for most five
factors affecting and that barring implementation of human resource development that
mean all factors influence at barring with convergent degrees to take it in consider.

4.9 Groups rank in part two: groups that leading to human resource
development to achieve quality in contracting companies :

Mean

P -value

Test value

Groups rank

Table 4.13 : One-Sample T test mean and P-value (sig.) of the overall Groups in part 1

3.94

0.00

13.2

1

3.93

0.00

11.5

2

3.91

0.00

10.7

3

Other factor

3.84

0.00

12.5

4

Factors related to training.

3.71

0.00

8.1

5

3.58

0.00

5.6

6

3.82

0.00

13.8

Part two groups

Factors resulted from training programs.
Factors related to main practices for Human
resource management.
Factors related to work market changes
(Materials / equipments and machines /workers)

Factors related to who carry out of employees
evaluation.
All the item of the group
(Statistical Significance at level α = 0.05)
-

Table (4.13) shows the respondents„ opinions towards the overall groups in part

two that contain factors of human resource development that leading to achieving quality
in contracting companies in the Gaza Strip that consist of six groups as they are ranked in
a descending order according to the acceptance degree, where the first rank represents
the group related to factors resulted from training programs. That has the highest
acceptance degree from companies respondents in condition of training programs
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implementation, factors resulted from training programs achieved and lead to quality
achievement in company.
-

The second group rank at groups related factors of human resource development

that leading to achieving quality in contracting companies in the Gaza Strip, represents
group related factors to main practices for human resource management. That has the
highest acceptance degree from companies respondents for this group. Because there is
doesn‟t exit human resource development in any company or organization without sound
implementation for human resource management main practices. It can be said that human
resource management is foundation for human resource development.
-

The third group rank at groups related factors of human resource development that

leading to achieving quality in contracting companies in the Gaza Strip, represents factors
in group related to work market changes materials, equipments, machines and workers.
This indicate the importance of following up work marker changes related to materials,
equipments, machine and workers by company to be able to design training programs and
programs needs determination.
- The last group rank at groups related factors of human resource development that leading
to achieving quality in contracting companies in the Gaza Strip, represents factors related
to who carry out of employees evaluation. The last rank not mean that doesn‟t import
factors, were the group mean equals (3.58) and highest group rank equals (3.94) that mean
the difference between highest and lowest group is simple for part related factors of human
resource development that leading to achieving quality in contracting companies in the
Gaza Strip. Importance of appraisal process for employees and using different methods
help company to identification current employees skills to determine training needs for
employees.

4.10 Hypothesis Testing:
4.10.1 First Main Hypothesis Testing :
The Pearson Correlation Coefficient test was used to examine the correlation
significance in testing the first main hypothesis via its subsidiary ones as the following:

Null Hypothesis: There is no significant statistical correlation at level (α = 0.05) between
the groups factors of human resource development and quality in contracting companies
in the Gaza Strip.
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Alternative Hypothesis: There is a significant statistical correlation at level (α = 0.05)
between the fields of Factors of human resource development and quality in contracting
companies in the Gaza Strip.
If the sig. (p-value) was greater than the significance level at (α = 0.05), then we could not
reject the null hypothesis and this reveals that there does not exist a significant statistical
correlation between the fields.
Table 4.14 : The correlation coefficient for part 1
Factor

Pearson coefficient

P –value

Human recourses development

0.98

0.00

** (Indicates Correlation Significance at α = 0.05)
Table (4.14) shows that the correlation coefficient between factors of human resource
development and quality in contracting companies in the Gaza Strip equals (0.98), and
the p-value (sig.) equals (0.00) which is less than (α = 0.05). This result confirms a positive
relation indicating a statistical

significance

between

factors of human resource

development and quality in contracting companies in the Gaza Strip.

4.10.2 Second main hypothesis :
Hypothesis Two: There is a significant statistical correlation at level (α = 0.05) between the
existence of many barriers to implement human resource development and quality in
contracting companies in the Gaza Strip
Table 4.15 : The correlation coefficient for part 2
factor

Pearson coefficient

P –value

Barriers

0.70

0.00

Table (4.15) shows that the correlation coefficient between the existence many
barriers to implement human resource development and quality in contracting companies
in the Gaza Strip equals (0.70), and the p value (sig.) equals (0.00) which is less than (α
= 0.05). This result confirms a positive relation indicating a statistical the existence of
many barriers to implement human resource development and quality
companies in the Gaza Strip.
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in contracting

4.10.3 Second main hypothesis testing and testing its sub-hypothesis:
Null Hypothesis: There are no significant statistical differences at level (α = 0.05)
among the respondents in their opinions about the impact of role of human resource
development in achieving quality in contracting companies in the Gaza Strip attributed to
their characteristic factors

(job description and experience).

Alternative Hypothesis: There are significant statistical differences at level (α = 0.05)
among the respondents in their opinions about the impact of role of human resource
development in achieving quality in contracting companies in the Gaza Strip attributed to
their characteristic factors

(job description and experience).

4.10.4 Sub-Hypothesis One Testing:
Sub-Hypothesis One

Human
recourses

2

barriers
All Groups

P -value

1

Mean

Test value

No.

factor

Table 4.16 :One-Way ANOVA Test for testing the differences due to job description

0.63

0.63

3.9

3.8

3.8

3.7

3.9

0.46

0.76

3.9

3.7

3.7

3.8

3.6

0.59

0.66

3.9

3.8

3.9

3.7

3.7

owner

C.manager H.Rmanager P.manager

(Differences Denote Significance at Level α = 0.05)
Table (4.16) shows that the study sample have a correspondent opinions over the study
fields regardless of the job description , and this confirms that the job description
does not influence the study sample opinions towards the study fields. That can be
interpreted that respondents based on job description are close to each other in work scope
and their knowledge about human resource development is convergent especially human
resource development in contracting companies in Gaza Strip is not implemented in
satisfied manner.
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other

Sub-Hypothesis Two:
Table 4.17 : One-Way ANOVA Test for testing the differences due to the experience

barriers
All fields

More than 10 y.

2

5- less 10 y.

development

3-less 5 y.

Human recourses

Less than 3 y.

1

field

P -value

No.

Test value (f)

Mean

0.82

0.48

3.7

3.8

3.6

3.8

1.11

0.34

3.7

3.6

3.5

3.9

0.94

0.42

3.7

3.7

3.8

3.8

(Differences Denote Significance at Level α = 0.05)
Table (4.17) shows that the study sample have a correspondent opinions over the study
fields regardless of the experience , and this confirms that the experience does not
influence the study sample opinions towards the study fields. That can be interpreted that
doesn't exist tangible progress in human resource development in contracting companies in
Gaza Strip, were the knowledge at employee about human resource development form at
beginning of years work and 93.5% of respondent are more 3 years experience that lead to
the experience does not influence the study sample opinions towards the study fields
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Sub-Hypothesis Three:
Table 4.18 :One-Way ANOVA Test for testing the differences due to Average of

1

Human
recourses dev

2

barriers

All fields

P -value

No.

Mean

Test value

factor

projects value that executed annually for last five years (Dollar)

0.851

0.471

3.867

3.645

3.907

3.744

1.487

0.225

3.862

3.500

4.035

3.814

1.093

0.358

3.866

3.624

3.925

3.754

Less 0.5

0.5-less 1

1-less 2

2-more 2

(Differences Denote Significance at Level α = 0.05)
Table(4.18) shows that the study sample have a correspondent opinions over the study
fields regardless of average of projects value that executed annually for last five years.
This confirms that the differences due to the average of projects value that executed
annually for last five years does not influence the study sample opinions towards the study
fields.
Table 4.19:One-Way ANOVA Test for testing the differences due to the No of

1

Human
recourses

2

barriers

All fields

P -value

No.

Mean

Test value

factor

employees

0.221

0.882

3.751

3.724

3.780

3.860

0.244

0.865

3.829

3.703

3.788

3.909

0.247

0.863

3.762

3.721

3.781

3.867

15 or less

16-30

31-50

More 50

(Differences Denote Significance at Level α = 0.05)
Table (4.19) shows that the study sample have a correspondent opinions over the study
fields regardless of the number of employees , and this confirms that the number of
employees does not influence the study sample opinions towards the study fields.
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Chapter 5
Development of framework

5.1 Introduction
This chapter presents a framework for effective implementation of human resource
development to achieving quality in contracting companies in Gaza Strip. The findings
drawn up from the literature review, current situation, interview and questionnaire survey
were triangulated to help in establishing the framework. By using this framework
contracting companies can follow the procedures to development their human resources to
achieve quality by taking high care to main human resource practices and holding training
programs and courses for employees.
Frameworks are considered most useful, when used at new employees especially if they
doesn‟t own practical experience and are recently graduated. However, frameworks are also
useful for all employees in company. The new employees to expand their Knowledge and
experience and the old employees to refresh and update their knowledge and experience ,
since the training programs must include all employees in company.

5.2 Purpose of Framework
The purpose of developed policy framework for HRD in contracting companies in Gaza
Strip
- Define the processes that will be used to plan and implement HRD in contracting
companies.
- Provide guidelines and direction for contractors to deal with HRD easily in their
companies.
- Provide a system of HRD including best practices and standard operating procedures.
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5.3 Scope of Framework
The framework addresses the process including the procedures for HRD implementation
and management in contracting companies in Gaza Strip.

5.4 Motivation for framework
Framework is a useful tools to demonstrate integrated, systematic planning in relation to
the achievement of goals and expected outcomes. The graphic features of the framework
serve to depict the relationships among the components of the HRD process. The
framework will also be an effective tool in communicating the desired results. It represents
a vision of how staff and employees involved in HRD process, intend to produce
anticipated results through resources and training program activities. Furthermore, the HRD
framework is helpful in focusing activities and in clarifying how each is expected to
contribute to the stated outcomes. Through linking HRD process stages in framework,
companies can implement programs better and able to monitor at direction training
regarding the most important company objectives. The systematic framework encourage
practical learning and development in addition with theoretical and knowledge side. It is
acknowledged that the framework is not static; hence there is a need for continuous review
and improvement. The intention is to transform the framework into a dynamic tool that will
assist the companies to implement HRD programs.

5.5 Success factors for policy framework
A number of conditions are required for the successful implementation of the human
resource development policy framework:
1.

Gradual implementation of HRD training programs - Developing standards

and procedures for the HRD policy frame work takes time, and the employees involved
in this process require time to become familiar with training program and to be in their
culture. Through promotion and use of the framework, it will become an integral part of
the employees development

and lead to capacity building in company, so the

implementation of programs should to be gradual.
2.

Employees Involvement - Employees involvement is critical for its success.

The framework takes time to become include all employee to ensure integral the
efficiency in company.
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3.

Effective Mechanisms for Coordination - The framework is an instrument or a

tool which unifies the educational and development

system, and therefore needs

mechanisms for coordination and supervision, for pooling the interests of employees and
for managing the dynamic processes in its development and implementation.
4.

Flexibility - The framework should be flexible to accommodate different types of

learning and development process.

5.6 Description of Framework
The framework focuses on the process of HRD and training programs implementation and
their stages must to followed to achieve the training programs goals.
Training programs process and human resource development are not separated at main
functions and practices of human resource management. There are interlock with each
other. The human resource management main practices

influence at human resource

development in contracting companies to achieve quality as resulted from questionnaire
analysis and the main factors from human resource management influence at HRD are:1. Employees must chosen based on efficiency criteria to work in company,
2. Paying salaries and wages regularly and fairly between employees,
3. Establishment reward and motivation system in company,
4. Company must take high attention for safety and employees health.
So the company must take high care when dealing with previous functions and factors. If
the implementation of training program are done without taking companies high attention
for previous factors, The results from training programs will be weak.
programs consist of four stages as shown in figure 5.1 :
Stage 1: Assessment stage.
Stage 2: Training programs design stage.
Stage 3: Implementation stage.
Stage 4: Evaluation stage.
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The training

Policy framework for HRD
Before implementation HRD training program company must take high care for follow
-

Employees must chosen based on efficiency criteria to work in company
Paying salaries and wages regularly and fairly between employees
Establishment reward and motivation system in company
Company must take high attention for safety and employees health
Stages of human resource development training programs

Assessment stage

Training program design stage

1.Assessment of current skills for

1. Set objectives for training program

employees

2.Select efficient training team

Implementation stage

Evaluation stage

1.Supervision at training programs
from specialist to ensure the
training quality

1.Following up trainees appraisal
and supervisions team for trainers

2.Determine required skills for work by
- Following up changing in material,

3.Expansion training program scope
to include all employees in company

2.Control at cost and duration of
training programs

equipment and technology to train
employees for it

2..Following up manager appraisal
for employees after training
3.Following up team appraisal for
employees after training

4.Determination training technique
and method

- Following up the changing for required
skills for works

5.Determination cost and duration
training courses

3.Study the gap between current and
required skills for work

6.Prepare training materials for
training

4.Training needs determination

Feedback evaluation results for assessment stages in another training programs
Figure 5.1 : Policy framework for human resources development in contracting companies in Gaza Strip
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Stage 1: Assessment stage
This is the first stages of training program for human resource development in contracting
companies to take picture for current situation in company and existing skills to start at
implementation of training programs, and this stage is considered an important stage and
consist of:
1.

Assessment of current skills for employees

This is the first step of assessment stage to know the company employees skills and this
step can consider diagnostic stage to know the company where it is.
2.

Determine required skills for work

This is the second step of assessment stage, were this step achieved by knowing nature and
scope of work for company and other issue help to determine required skills for work as
follow:- Following up changing in material, equipment and technology to train employees for it
- Following up the changing for required skills for works
It represent to company where it will go.
3. Study the gap between current employees skills and required skills for work
This is the third step for assessment stage, were study the gap between current employees
skills and required skills for work to empower the company for determining the training
needs and in sometimes it required from company to attract new employees to work in
company because the required skills not existing in company.
9.

Training needs determination

It is the final step from assessment stage. The output of training needs determination
depend in high degree to accuracy in previous steps in assessment stage.

Stage 2: Training programs design stage
It is the second stage of training programs for human resource development in
contracting companies and this stage consist of :1. Set objectives for training programs
Objectives of training program must be clear and set it from initial to be reference
scale for achievement percentage after end of training programs , and help
company that programs training is not to deviate from its path
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2 .Select efficient training team
It is the important factor when dealing with design of training programs to
development human resource, were training team have intense relationship with
training output and development of human resource development in contracting
companies. Therefore, selecting training team must have high attention to be efficient
team.
3. Expansion training program scope to include all employees in company
Design of training programs must include all employees in all department in company
to occurs integral development in company.
4. Determination training techniques and methods
Method of training and techniques determination to fit with required skills for work
5. Determination cost and duration training courses
Determination cost and duration training courses is important to allow the company
know if they can cover this cost or not and to control it at implementation stage.
6.Prepare training materials for training
Preparing training materials is important point in this stage and it must done by experts
in the field of training programs.

Stage 3: Implementation stage
Implementation stage consist of the following steps to insure correct implementation for
training programs:
1. Supervision at training programs
Supervision at training programs from specialists is very important to ensure the
training quality. The issues that help the company to supervise for training program
 determination coordinator for each training courses from group to be contact
between group and company,
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 determination inspection team for training program whether internal from
company or from consultant firm,
 preparing training programs reports continuously and periodically,
 Following up trainees appraisal and supervisions team for trainers from
company.
2. Control at cost and duration of training programs
This is important point in implementation stage to ensure that actual cost and duration
of training programs do not exceed the planned cost. The duration can be determined in
second stage of training programs design stage. This must continuously done to
discover any problem in this point and take corrective action in the suitable time.

Stage 4: Evaluation stage
Evaluation stage consist of three type of appraisal to evaluate to what extent the employees
benefit from training programs and the result of evaluation can use to feedback to
assessment stage to use it in another training programs and three type as follow:
1.

Following up trainees appraisal and supervisions team for trainers
Following up trainees appraisal and supervisions team for trainers may take indication
about benefit of trainees from training programs and take vision for company to deal
with trainers in another training programs. This appraisal done after finishing of
training course directly.

2.

Following up manager appraisal for employees after training.

It is the second method for training programs evaluation and to what extent employees
benefit from training because the managers known all details about efficiency and
performance of their employees. This appraisal must done after sufficient period e.g.
after month to be the company able to compare between employees performance
before and after training implementation.
3. Following up team appraisal for employees after training
It is the third method for training programs evaluation and to what extent employees
benefit from training because contribution team in appraisal process for employee take
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indicate that appraisal is impartial. This appraisal must done after sufficient period
such as manager appraisal to be the company able to compare between employees
performance before and after training implementation.

5.7 Frame work validation
The proposed frame work revised by supervisor and put some notes and modification,
then it was distributed at three experts from contracting companies in Gaza Strip to
check the validation of proposed frame work and to suggest any notes and modifications
to improve it and the final framework picture shown in figure 5.1
The following modification suggested from expert:1.

Adding following up the changing for required skills for works to help the company to

determine required skills for work in assessment stage.
2. Adding prepare training materials for training in training program design stage.
3. Omit prepare required reports from implementation stage because it included in supervision at
training programs from specialist to ensure the training quality.
4. Feedback evaluation results for assessment stages to use it in another training programs was
suggested

After the pervious modification implemented at frame work, the experts agreed that the
frame work was valid and suitable enough to implement at employees in contracting
companies in Gaza Strip.
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Chapter 6
Conclusion and recommendations
This chapter introduces the research conclusion and recommendations that may contribute
in serving the titled objectives of the research and benefit from this thesis in practical way.
The aim of this research is to provide guidelines for contractor to develop human resource
in their companies that enhance quality of work in construction industry in Gaza strip.

6.1 Conclusion
Many definition for human resource development was mentioned in literature review. The
most acceptable definition is “human resource development is a set of systematic and
planned activities designed by an organization to provide its members with the
opportunities to learn necessary skills to meet current and future job demands”. Human
resource development is one of human resource management main practices, so companies
must take high care for main human resource management practices. Contractors must
consider human resource as important resources in company which need to be kept and
developed. Human resource development is the integration of individual, career and
organization development roles in order to achieve maximum productivity, quality,
opportunity and fulfillment of organizations members as they work to accomplish the goals
of the organization. Quality in turn is a function of knowledge and experience background,
training programs and the overall health of the employees. The quality and adaptability of
the labor force is a key driver in creating a favorable environment for both domestic and
foreign enterprises to grow through new investment and to adapt quickly to changing
circumstances. Human resource development gives the company a competitive edge. Any
company, which ignores human resource development, is doing itself a disservice.
Structured interview was done with twenty persons from contracting companies to achieve
the assessment of the current situation of human resource development in construction
companies in the Gaza Strip. A questionnaire was distributed for 90 contracting companies
in Gaza Strip and response rate was 85.5%.
The results of the study clearly indicate that human resources development in contracting
companies in Gaza Strip doesn‟t take sufficient attention as shown in table ( 4.1) and
human resources management main practices doesn‟t implemented correctly and in
effective way. And resulted number of related critical factors that affecting and leading to
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development of human resource that achieving quality in contracting companies in Gaza
Strip, the most important factors as follow:
-

Implement efficiency criteria for employees selection to work in company.

-

Trainers efficiency and criteria for selection training team.

-

Hold training courses to develop knowledge and theoretical capabilities of employees.

-

Paying salaries and wages regularly and with fairly way and wages increase with
according high cost of living.

-

Increase belonging employees for company.

-

Decrease work accident in sites work.

-

Follow the company appraisal the managers for their employees system.

-

Existence supervision from company at employees to obligate with work and profession
ethics.

-

Company follow-up for changing in materials, new equipment and machines that are
put on the market.

-

Company ability for management their resources with efficiency and effective.

And the results show that most five important factors related factors affecting and that
barring implementation of human resource development in contracting companies in Gaza
Strip.
-

Discontinuous of companies work and lack of continuity of work because of the
external conditions of the company.

-

The company unable to cover human resource development programs costs.

-

Lack of job security at employees because of the temporary contract with the company.

-

Company dependence on subcontractors in implementation of projects.

-

Indecision companies owner to implement training programs for employees because
employees change continuously.

6.2 Recommendations
There are many practical recommendations for many parts such as contracting companies,
contractors union and owner in Gaza Strip and the main part are contracting companies to
help them to develop their employees to achieve work quality.
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6.2.1 Recommendations for contracting companies
1. Employees must be chosen based on efficiency criteria to work in contracting companies
in Gaza Strip.
2. Contracting companies must take high care when choosing trainers or training team.
3. Training programs implementation must be in organized manner and represent from
general policies for contracting companies. It must start with training programs design
and determine their objectives. It must include all employees in company.
4. Contracting companies must have fair salaries and wages system. Salaries should be
increased according with cost of living.
5. Special training for employees in health and safety must be included in contracting
companies training programs.
6. Employees in contracting companies must be evaluated periodically based on
comprehensive system. It should be clear for employees and following mangers and
team appraisal for employees.
7. Contracting companies must take high attention for employees obligation with work and
profession ethics and existence supervision for encroachment from employees.
8. Contracting companies must follow up the changing in materials, equipment, machines
and new technology related construction industry that are put on the market to consider
it in training programs for employees.
9. Rewards and motivations system must be established in contracting companies to
develop their human resources.
10. The contracting companies have to follow the right management principles to be
efficiently and effectively help in employees developing.
11. Improving the companies for work environment and generals work conditions for
employees and providing them for required needs from tool and services.
12. Exchange the contracting companies in Gaza Strip for experience with local and foreign
companies.
13. Reduce employees changing in company as much as possible by improving of their
general conditions.
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6.2.2 Recommendations for contractors union
1. Contractors union should hold meetings and workshops for contractors to spread human
resource development culture and mechanisms and talking about importance of training
programs for contracting companies.
2. The contactors unions should supervise at implementation of human resource
management and development.
3. The contractors union should include the training programs and teams efficiency in the
requirements for contractors classification.
4. Contractors union

should establish a special training center to serve registered

contracting companies and include all workers in contracting companies such as
managers, engineers, accountants, technicians and skilled labor.

6.2.3 Recommendations for owners
1. Awarding must be based on multi criteria's system such as efficiency of contractor
staff, contractor reputation and existing training program in company and not based on
lowest bid price to encourage the contractors to develop their employees.

2. Contractor technical team required for any project must be qualified and suitable with
project nature.
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Questionnaire about :-

Role of human resource development in achieving quality in contracting companies
in the Gaza Strip
Dear/ contractors.
We thank your cooperation and your contribution to filling this questionnaire which
consider partial fulfillment of the requirement for degree of Master of Science in Civil
Engineering / Engineering Projects Management which aim to determine role of human
resource development in achieving quality in contracting companies in the Gaza Strip.
Questionnaire components
9First part : General information about the respondent
10Second part : Consist of factors of human resource development that leading to
achieving quality in contracting companies in the Gaza Strip that consist of six groups.
Factors related to main practices for human resource management.
Factors related to training.
Factors resulted from training programs.
Factors related to work market changes (Materials / equipments and machines
/workers)
Factors related to who carry out of employees evaluation.
Others factors
11Third part : Consist of factors that barring implementation of human resource
development in contracting companies in the Gaza Strip
And I appreciate your effort and your responses to the questions in the questionnaire, and
we affirm that the information in this questionnaire will be used for the purposes of
scientific research with the full commitment to maintain absolute confidentiality of
information about you.
Researcher

Supervisor

Mohammed Musallam

Dr. Nabil El Sawalhi
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First part :- General information about respondent

1. Job description

Company's owner

Company manager

Projects manager

Other

Human resources department manager

2. Experience years in construction industry

Less than 3yrs

3- Less than 5 yrs

5 -Less than 10 yrs

10 yrs or more

3. Average of projects value that executed annually for last five years (Dollar)

Less than 0.5 million

0.5-Less than1 million

1 - Less than2 million

2 million or more

4. Number of total employees in company :

15 person or less

16-30 person

31 – 50 person

more than 50 person

5. Number of permanent employees in company :

10 person or less

11-20 person

21 – 40 person

more than 40 person

6. Number of employees that company attract them annually :

5person or less

16-20 person

21 – 30 person

more than 30 person

7. Number of employees that leave or lay off from company annually :

5 person or less

16-10 person

11 – 20 person
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more than 20 person

Second part:- Factors of human resource development that leading to achieving quality in
contracting companies
To what extent influence follow human resource development factors for achieving quality
in contracting companies
1.low degree effect 2. Something effect 3.moderatly effect 4. Significantly affect 5. Very Significantly effect.

Factors related to main practices for
Human resource management

No

1

1

1.1

Methods and mechanisms for choosing and attract new employees

1.2

Implement efficiency criteria for employee selection

1.3
1.4

Existence financial compensation for employees when they are
being affected or end of services
Clarity job description for employees

1.5

Attention with safety and health for employees

1.6

Existence job planning system and determination future needs for
employees

1.7

Existence evaluation system for employees in company

1.8

Implement employees participant principle for decision making

1.9

Existence motivations and rewards system for employee

1.10

Company ability for management their resources with efficiency
and effective way

1.11

Rate of employees absence and leaving company resulted from
insufficient human resource management

1.12

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

First group:- Factors related to main practices for human resource management

Paying Salaries and wages regularly and with fairly way and
wages increase with according high cost of living
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2

3

4

5

No

Factors related to training

2
2.1
2.2
2.3
2.4
2.5
2.6
2.7
2.8
2.9
2.10
2.11

1

Existence motivations for employees to obligate with training
programs
Existence especial training for personal health and safety in
wok site for employees
Employees training at technology usage that used in
construction industry and adapt with it
Raise the company consciousness level at employees with
training importance and spread training culture
Expansion training area to include all employees
Top management supporting in company for training
programs
Influences of external environment for company (politicalsecurity-culture ) at training programs
Level and employees efficiency to join and benefit from
training programs
Discontinuous work in company and influence at training
level
Trainers efficiency and criteria for selection training team.

2.16

Employees training at required personal skills for work such
as work coordination, communication skills, archiving and
documentation
Existence special training for safe usage for machines and
equipments and execute periodic maintenance for it
Usage company training in site method to increase practical
experience at employees
Hold training courses to develop knowledge and theoretical
capabilities of employees
Implement company distance education techniques to
increase efficiency of employees
Employees rotation in company to develop their skills

2.17

Implement conferences and workshops for employees

2.18

Experience exchange with local and foreign companies

2.12
2.13
2.14
2.15

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

Second group:- Factors related to training
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2

3

4

5

No

Factors resulted from training programs

3
3.1

1

Job satisfaction increase for employees because there are
training programs

3.2

Improve the financial situation of the company and reduce
implementation costs as a result of the application of training
programs

3.3
3.4

Raise the morale of employees and reduce anxiety and
frustration for them
Increase employees adaption with new technology after
implementation of training programs

3.5

Decrease employees leaving from company after
implementation of training programs

3.6

Increase efficiency and effective for employees

3.7

Increase belonging employees for company

3.8

Increase employees confidence in the ability for doing
required work

3.9

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

Third group :- Factors resulted from training programs

Decrease work accident in sites work
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2

3

4

5

Forth group :- Factors related to work market changes (Materials / equipments and

No

Factors related to work market changes
(Materials / equipments and machines /workers)

4
4.1

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

machines /workers)

1

2

3

4

5

Company follow-up for changing in materials, new
equipment and machines that are put on the market

4.2

Company follow-up for external and internal changes in the
labor market

4.3

4.4

Company follow- up for change in required skills for the
industry and the extent of availability of skilled labor required
for this change from outside the company
Inadequate supply for the used necessary materials and spare
parts and lack of compatibility with existing labors

No

Factors related to who carry out of employees evaluation

5
5.1

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

Fifth group :- Factors related to who carry out of employees evaluation

1

Follow the company appraisal the managers for their
employees system

5.2

Follow the company peer appraisal system

5.3

Follow the company subordinate appraisal system

5.4

Follow the company self performance appraisal system

5.5

Follow the company team appraisal system
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2

3

4

5

Sixth group:- Others factors

No

Factors related to training

6
6.1

1

Type of contract with employees from were permanent or
temporary

6.2

Existence supervision from company at employees to obligate
With work and profession ethics

6.3
6.4

The company dissemination a culture of corporation between
employees during work
Laws and work legislation in the country and the existence of
supervision at companies work quality

6.5

Attention the company with individual characteristics required
for each profession such as (Speed - Gender- educational
level- age) and suitability to the nature of profession and work

6.6

Demographic change of the workforce in the construction
industry

6.7

Improve the company for environment and general work
conditions for employees and providing required needs from
tools and services

6.8

Existence permission with employees to enable them to make
decisions

6.9

Relationship between the top management and employees at
the lower levels in the company

6.10

Cultural, political and religious factors in the company

6.11

Respect company for employees personal life and understand
the conditions and problems related them

6.12

Nature of relationship between the employees in company

6.13

Nature of the relationship between the company and other
parties such as the consultant and owner

6.14

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

-

Follow the company customer appraisal system
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2

3

4

5

No

Factors related to training

7

7.1
7.2
7.3
7.4
7.5
7.6
7.7
7.8
7.9
7.10
7.11
7.12
7.13
7.14
7.15
7.16

low degree
effect
Something
effect
moderately
effect
Significantly
affect
Very
Significantly
effect

Third part:- Factors that barring implementation of human resource development in
contracting companies in the Gaza Strip
To what extent influence follow factors for barring implementation of human
resource development in contracting companies in the Gaza Strip
seventh group:- Factors that barring implementation of human resource development in
contracting companies in the Gaza Strip

1
The company unable to cover human resource development
programs costs
Doesn't immaturity of human resources development culture in
companies
Small size of companies leads to the difficulty of implement of
human resource development and skills development programs
Lack of awareness of importance of the implementation of human
resource development programs in construction companies at
employees and company's owner
Lack of incentives and rewards provided by the company for
employees to participate in training programs
Lack of time and work pressure in companies
Weak effectiveness and lack of enthusiasm at employees to
participate in the development of human resources programs
Poor self-confidence and fear from failure at employees to benefit
from the skills development programs
Lack the necessary resources to implement human resource
development programs
Level of scientific and practical capabilities of employees
Lack of job security at employees because of the temporary contract
with the company
Indecision companies owner to implement training programs for
employees because employees change continuously
Discontinuous of companies work and lack of continuity of work
because of the external conditions of the company
The absence of laws and legislation that obligate companies to
apply human resource development programs
weakness of the company's follow-up to the changes of the external
market (skilled labor available and new materials that are put on the
market)
Company dependence on subcontractors in implementation of
projects
Thank you for corporation
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3

4
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دٔس حًُٛت انًٕاسد انبششٚت ف ٙححمٛك انضٕدة ف ٙششكاث انًمأالث ف ٙلطاع غزة
انسادة انًمأنٌٕ انًحخشيٌٕ /
انسالو ػهٛكى ٔسحًخ هللا ٔثشكبرّ.....
َشكش رؼبَٔكى ٔ يسبًْزكى ف ٙرؼجئخ ْزا االسزجٛبٌ انز٘ ٚؼزجش عضء يٍ انجحش انزكًٛه ٙنُٛم دسعخ انًبعسزٛش ف ٙإداسح
انًشبسٚغ انُٓذسٛخ ٔانز٘ ٓٚذف إنٗ رحذٚذ دٔس رًُٛخ انًٕاسد انجششٚخ ف ٙرحمٛك انغٕدح ف ٙششكبد انًمبٔالد ف ٙلطبع
غضح .
يكَٕاث االسخبٛاٌ
 .1انضزء األٔل  :يؼهٕيبد ػبيخ حٕل يؼجئ االسزجٛبٌ.
 .2انضزء انزاَٚ :ٙزكٌٕ يٍ ػٕايم رًُٛخ انًٕاسد انجششٚخ انز ٙرؤدٖ نزحمٛك انغٕدح ف ٙششكبد انًمبٔالد فٙ
لطبع غضح ٔٚزكٌٕ يٍ سذ يغًٕػبد.
 ػٕايم راد ػاللخ ثبنًًبسسبد انشئٛسٛخ ٠داسح انًٕاسد انجششٚخ -ػٕايم يشرجطخ ثبنزذسٚت

 -ػٕايم َبرغخ ػٍ ثشايظ انزذسٚت

 ػٕايم يشرجطخ ثزغٛشاد سٕق انؼًم ( يٕاد /يؼذاد ٔآالد  /ػًبنخ ) -ػٕايم يشرجطخ ثغٓخ رمٛٛى انؼبيهٍٛ

 ػٕايم أخشٖ .3انضزء انزانذ ٚ :زكٌٕ يٍ انؼٕايم انز ٙرؼٛك رطجٛك رًُٛخ انًٕاسد انجششٚخ ف ٙششكبد انًمبٔالد ف ٙلطبع
غضح
ٔإَُ ٙأصًٍ عٓذكى ٔإعبثبركى ػهٗ اٞسئهخ انًطشٔحخ ف ٙاالسزجٛبٌ،ػه ًًب ثؤٌ عًٛغ انًؼهٕيبد انزٚ ٙزى انحظٕل
ػهٓٛب يٍ سٛبدركى سٕف رسزخذو نغشع انذساسخ انؼهًٛخ انجحزخ ثٓذف انزطٕٚش ٔسٕف رؼبيم ثسشٚخ.
أشكش سٛبدركى ػهٗ انزؼبٌٔ ٔرمجهٕا فبئك االحزشاو ٔانزمذٚش

إششاف انباحذ
و  .يحًذ يسهى

د .و َ .بٛم انصٕانحٙ
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انضزء األٔل :يؼهٕياث ػايت حٕل يؼبئ االسخبٛاٌ
 .1انٕطف انٕظٛفٙ
طبحت انششكخ

يذٚش دائشح انًٕاسد انجششٚخ

يذٚش انششكخ

 .2ػذد سُٕاد انخجشح نًٍ ٚمٕو ثزؼجئخ االسزجٛبٌ
ألم يٍ
يٍ

يٍ  - 3ألم يٍ 5سُٕاد

 3سُٕاد
 - 5ألم يٍ 10سُٕاد

 10سُٕاد أٔ أكضش

 .3يزٕسؾ لًٛخ انًشبسٚغ انًُفزح سُٕٚب خالل انخًس سُٕاد انًبػٛخ ( ثبنذٔالس)
ألم يٍ  0.5يهٌٕٛ

يٍ  - 0.5ألم يٍ 1يهٌٕٛ

يٍ – 1ألم يٍ 2يهٌٕٛ

2يه ٌٕٛأٔ أكضش

 .4ػذد انؼبيه ٍٛانكه ٙثبنششكخ ( ثشكم دائى ٔيؤلذ)
يٍ  30- 16شخض

 15شخض أٔ ألم

أكضش يٍ  50شخض

يٍ  50- 31شخض
 .5ػذد انؼبيه ٍٛانضبثز ٍٛثبنششكخ (دائى).

يٍ 20 - 11شخض

10أشخبص أٔ ألم

أكضش يٍ 40شخض

يٍ  40- 21شخض

 .6ػذد انؼبيه ٍٛانز ٍٚرسمطجٓى انششكخ نهؼًم ثٓب سُٕٚب
 5أشخبص أٔ ألم

يٍ  20- 6شخض

يٍ 30-21شخض

أكضش يٍ  30شخض

 .7ػذد انؼبيه ٍٛانزٚ ٍٚخشعٌٕ أٔ ٚزى رسشٚحٓى يٍ لجم انششكخ سُٕٚب
 5أشخبص أٔ ألم

يٍ

يٍ 20-11شخض

أكضش يٍ

 10-6أشخبص
20شخض
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يذٚش انًشبسٚغ

أخش٘

انضزء انزاَ -: ٙػٕايم حًُٛت انًٕاسد انبششٚت انخ ٙحؤد٘ نخحمٛك انضٕدة ف ٙششكاث انًمأالث
إنٗ أ٘ يذٖ حؤرش ػٕايم حًُٛت انًٕاسد انبششٚت انخانٛت ف ٙححمٛك انضٕدة ف ٙششكاث انًمأالث
ٚ . 1ؤرش بذسصت لهٛهت صذا ٚ . 2ؤرش بذسصت لهٛهت ٚ .3ؤرش بذسصت يخٕسطت ٚ .4ؤرش بذسصت كبٛشة ٚ .5ؤرش بذسصت كبٛشة صذا
انًضًٕػت األٔنٗ  -:ػٕايم راث ػاللت بانًًاسساث انشئٛسٛت إلداسة انًٕاسد انبششٚت
ٚؤرش

ٚؤرش
ٚؤرش
ػٕايم راث ػاللت بانًًاسساث انشئٛسٛت إلداسة انًٕاسد انبششٚت

ٚؤرش

ٚؤرش

بذسصت

و

بذسصت
بذسصت

بذسصت

بذسصت
لهٛهت

كبٛشة
كبٛشة

يخٕسطت

لهٛهت

صذا
1

5

1.1

انطشق ٔاٜنٛبد انًزجؼخ نغهت ٔاسزمطبة ػبيه ٍٛعذد نهششكخ

1.2

رطجٛك يؼٛبس انكفبءح الخزٛبس انًزمذي ٍٛنهؼًم ف ٙانششكخ

1.3

ٔعٕد رؼٕٚغ يبن ٙنهؼبيه ٍٛف ٙحبل رؼشػٓى نهؼشس أٔ َٓبٚخ خذيزٓى

1.4

ٔػٕػ انٕطف انٕظٛف ٙنهؼبيه ٔ ٍٛنكم ٔظٛفخ ٚزى ا٠ػالٌ ػُٓب

1.5

االْزًبو ثساليخ ٔطحخ انؼبيه ٍٛثبنششكخ

1.6

ٔعٕد َظبو رخطٛؾ ٔظٛفٔ ٙرحذٚذ االحزٛبعبد انًسزمجهٛخ يٍ انؼبيه ٍٛنهششكخ

1.7

ٔعٕد َظبو نزمٛٛى أداء انؼبيه ٍٛثبنششكخ

1.8

رطجٛك يجذأ يشبسكخ انؼبيه ٍٛف ٙطُغ انمشاس نزحمٛك انزاد نذٓٚى

1.9

طشف يكبفآد ٔحٕافض نهؼبيهٍٛ

1.10

لذسح انششكخ ػهٗ إداسح يٕاسدْب انجششٚخ ثكفبءح ٔفبػهٛخ

1.11

يؼذل غٛبة انؼبيهٔ ٍٛخشٔعٓى يٍ انششكخ َزٛغخ سٕء إداسح انًٕاسد انجششٚخ
طشف سٔارت ٔأعٕس انؼبيه ٍٛثبَزظبو ٔثؼذانخ ٔٔعٕد صٚبدح نٟعٕس رجؼب نغالء

1.12
انًؼٛشخ

138

صذا
4

3

2

1

انًضًٕػت انزاَٛت  -:ػٕايم يشحبطت بانخذسٚب
ٚؤرش

ٚؤرش
ٚؤرش

ٚؤرش

ٚؤرش

بذسصت
ػٕايم يشحبطت بانخذسٚب

بذسصت
بذسصت

بذسصت

بذسصت

كبٛشة

يخٕسطت

لهٛهت

كبٛشة

و

لهٛهت

صذا
2

5

2.1

ٔعٕد رحفٛض انؼبيه ٍٛنالنزضاو ثجشايظ انزذسٚت

2.2

ٔعٕد رذسٚت خبص ثبنساليخ انشخظٛخ ٔانظحٛخ ف ٙيٕالغ انؼًم نذٖ انؼبيهٍٛ

2.3

رذسٚت انؼبيه ٍٛػهٗ اسزخذاو انزكُٕنٕعٛب انًسزخذيخ ف ٙطُبػخ اَ٠شبءاد ٔانزكٛف يؼٓب

2.4

سفغ انششكخ نًسزٕٖ انٕػ ٙنذٖ انؼبيه ٍٛثؤًْٛخ انزذسٚت َٔشش صمبفخ انزذسٚت

2.5

رٕسٛغ دائشح انزذسٚت ف ٙانششكخ نزشًم كبفخ انؼبيهٍٛ

2.6

دػى ا٠داسح انؼهٛب ف ٙانششكخ نجشايظ انزذسٚت

2.7

رؤصٛشاد انجٛئخ انخبسعٛخ نهششكخ يضم ( انسٛبسٛخ – اٞيُٛخ – انضمبفٛخ) ػهٗ ثشايظ انزذسٚت

2.8

يسزٕٖ ٔكفبءح انؼبيه ٍٛنالنزحبق ٔاالسزفبدح يٍ ثشايظ انزذسٚت

2.9

رمطغ انؼًم ف ٙانششكخ ٔرؤصٛشِ ػهٗ يسزٕٖ انزذسٚت

2.10

كفبءح انًذسثٔ ٍٛاٞسس ٔانًؼبٛٚش انزٚ ٙزى ثُبء ػهٓٛب اخزٛبس عٓخ انزذسٚت

2.11

رذسٚت انؼبيه ٍٛػهٗ انًٓبساد انشخظٛخ انًطهٕثخ نهؼًم يضم رُسٛك انؼًم ٔ انزٕاطم يغ
اٜخشٔ ٍٚانزٕصٛك ٔاٞسشفخ

2.12

ٔعٕد رذسٚت خبص نالسزخذاو اٜيٍ نٝالد ٔانًؼذاد ٔإعشاء طٛبَخ دٔسٚخ نٓب

2.13

اسزخذاو انششكخ نطشٚمخ انزذسٚت ف ٙانًٕالغ نضٚبدح انخجشح انؼًهٛخ نذٖ انؼبيهٍٛ

2.14

ػمذ دٔساد رذسٚجٛخ نزًُٛخ انمذساد انؼهًٛخ ٔانًؼشفٛخ ٔانًٓبساد نذٖ انؼبيهٍٛ

2.15

رطجٛك انششكخ نزمُٛخ انزذسٚت ػٍ ثؼذ نضٚبدح كفبءح انؼبيهٍٛ

2.16

رذٔٚش انؼبيه ٍٛداخم انششكخ نزطٕٚش انًٓبساد نذٓٚى

2.17

رُفٛز يؤرًشاد ٔٔسش ػًم نهؼبيه ٍٛثبنششكخ

2.18

رجبدل انخجشاد يغ انششكبد انًحهٛخ أٔ اٞعُجٛخ
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صذا
4

3

2

1

انًضًٕػت انزانزت  -:ػٕايم َاحضت ػٍ بشايش انخذسٚب
ٚؤرش

ٚؤرش
ٚؤرش

ٚؤرش

ٚؤرش

بذسصت

بذسصت

بذسصت

بذسصت
و

ػٕايم َاحضت ػٍ بشايش انخذسٚب

بذسصت
لهٛهت

كبٛشة
كبٛشة

يخٕسطت

لهٛهت

صذا

5

3
3.1

صٚبدح انشػب انٕظٛف ٙنذٖ انؼبيه ٍٛثسجت ٔعٕد ثشايظ رذسٚجٛخ

3.2

رحس ٍٛانٕػغ انًبن ٙنهششكخ ٔرمهٛم ركبنٛف انزُفٛز َزٛغخ رطجٛك ثشايظ رذسٚجٛخ

3.3

سفغ يؼُٕٚخ انؼبيهٔ ٍٛرمهٛم انمهك ٔا٠حجبؽ نذٓٚى

3.4

صٚبدح ركٛف انؼبيه ٍٛيغ انزكُٕنٕعٛب انغذٚذح ثؼذ رطجٛك ثشايظ رذسٚجٛخ

3.5

رمهٛم خشٔط انؼبيه ٍٛيٍ انششكخ ثؼذ رطجٛك ثشايظ رذسٚجٛخ

3.6

صٚبدح كفبءح ٔفبػهٛخ انؼبيهٍٛ

3.7

صٚبدح اَزًبء انؼبيه ٍٛنهششكخ

3.8

صٚبدح صمخ انؼبيه ٍٛثبنمذسح ػهٗ انمٛبو ثبٞػًبل انًطهٕثخ

3.9

رمهٛم حٕادس انؼًم ف ٙيٕالغ انؼًم

صذا

4

3

2

1

انًضًٕػت انشابؼت  -:ػٕايم يشحبطت بخغٛشاث سٕق انؼًم ( يٕاد /يؼذاث ٔآالث  /ػًانت )
ٚؤرش
و

ٚؤرش
ٚؤرش

ٚؤرش

ٚؤرش

بذسصت

بذسصت

بذسصت

بذسصت
ػٕايم يشحبطت بخغٛشاث سٕق انؼًم ( يٕاد  /يؼذاث ٔآالث /ػًانت )

بذسصت
لهٛهت

كبٛشة
كبٛشة

يخٕسطت

لهٛهت

صذا

5

4
4.1

يزبثؼخ انششكخ نهزغٛش ف ٙانًٕاد ٔانًؼذاد ٔاٜالد انغذٚذح انزٚ ٙزى ؽشحٓب ف ٙانسٕق

4.2

يزبثؼخ انششكخ نهًزغٛشاد انخبسعٛخ ٔانذاخهٛخ ف ٙسٕق انؼًبنخ

4.3

يزبثؼخ انششكخ نزغٛش انًٓبساد انًطهٕثخ نهظُبػخ ٔيذٖ رٕفش انؼًبنخ انًبْشح انًطهٕثخ نٓزا
انزغٛش يٍ خبسط انششكخ
انزٕسٚذ غٛش انًالئى نهًٕاد انًسزخذيخ ٔلطغ انغٛبس انالصيخ ٔػذو رٕافمٓب يغ انؼًبنخ انًٕعٕدح

4.4
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صذا

4

3

2

1

انًضًٕػت انخايست  -:ػٕايم يشحبطت بضٓت حمٛٛى انؼايهٍٛ
ٚؤرش

ٚؤرش
ٚؤرش
و

ٚؤرش

ٚؤرش

بذسصت
ػٕايم يشحبطت بضٓت حمٛٛى انؼايهٍٛ

بذسصت
بذسصت

بذسصت

بذسصت
لهٛهت

كبٛشة
كبٛشة

يخٕسطت

لهٛهت

صذا
5

5
5.1

إرجبع َظبو رمٛٛى انًذساء نهؼبيه ٍٛف ٙانششكخ

5.2

إرجبع رمٛٛى انؼبيه ٍٛنضيالئٓى يٍ َفس انًسزٕٖ انٕظٛفٙ

5.3

إرجبع َظبو رمٛٛى انؼبيه ٍٛثبنششكخ نًذ سائٓى

5.4

إرجبع َظبو رمٛٛى انؼبيم نزارّ ثبنششكخ

5.5

إرجبع َظبو رمٛٛى فشٚك انؼًم نهؼبيم ثبنششكخ

5.6

إرجبع َظبو رمٛٛى انضثٌٕ نهششكخ
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صذا
4

3

2

1

انًضًٕػت انسادست -:ػٕايم أخشٖ
ٚؤرش
و

ػٕايم أخشٖ

ٚؤرش
ٚؤرش

ٚؤرش

ٚؤرش

بذسصت

بذسصت

بذسصت

كبٛشة

يخٕسطت

لهٛهت

بذسصت

بذسصت

لهٛهت

كبٛشة
صذا
5

6
6.1

َٕع انزؼبلذ يغ انؼبيه ٍٛيٍ حٛش دائى أٔ يؤلذ

6.2

ٔعٕد سلبثخ يٍ انششكخ ػهٗ انؼبيه ٍٛنالنزضاو ثؤخاللٛبد انؼًم ٔانًُٓخ

6.3

لٛبو انششكخ ثُشش صمبفخ انزؼبٌٔ ث ٍٛانؼبيه ٍٛخالل انؼًم

6.4

لٕأَ ٍٛرششٚؼبد انؼًم ف ٙانذٔنخ ٔٔعٕد سلبثخ ػهٗ عٕدح ػًم انششكبد
اْزًبو انششكخ ثبنخظبئض انفشدٚخ انًطهٕثخ نكم يُٓخ يضم ( انسشػخ -انغُس-

6.5
انًسزٕٖ انزؼه -ًٙٛانؼًش) ٔيالئًزٓب يغ ؽجٛؼخ انؼًم ٔانًُٓخ
6.6

انزغٛش انذًٚغشاف ٙنهمٕٖ انؼبيهخ ف ٙطُبػخ اَ٠شبءاد
رحس ٍٛانششكخ نظشٔف ٔثٛئخ انؼًم انؼبيخ نهؼبيهٔ ٍٛرٕفٛش االحزٛبعبد انالصيخ

6.7
يٍ ٔسبئم ٔ خذيبد
6.8

ٔعٕد طالحٛبد نهؼبيه ٍٛرًكُٓى يٍ ارخبر انمشاساد

6.9

انؼاللخ ث ٍٛا٠داسح انؼهٛب ف ٙانششكخ ٔانؼبيه ٍٛف ٙانًسزٕٚبد انذَٛب ف ٙانششكخ

6.10

انؼٕايم انضمبفٛخ ٔانسٛبسٛخ ٔانذُٛٚخ ف ٙانششكخ

6.11

احزشاو انششكخ نهحٛبح انشخظٛخ نهؼبيهٔ ٍٛرفٓى انظشٔف ٔانًشبكم انخبطخ ثٓى

6.12

ؽجٛؼخ انؼاللخ ث ٍٛانؼبيه ٍٛف ٙانششكخ

6.13

ؽجٛؼخ انؼاللخ ث ٍٛانششكخ ٔاٞؽشاف اٞخشٖ يضم االسزشبس٘ ٔانًبنك

6.14

إرجبع َظبو رمٛٛى انضثٌٕ نهششكخ
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صذا
4

3

2

1

انضزء انزانذ  -:انؼٕايم انخ ٙحؼٛك حطبٛك حًُٛت انًٕاسد انبششٚت ف ٙششكاث انًمأالث ف ٙلطاع غزة
إنٗ أ٘ يذٖ حؤرش حهك انؼٕايم ف ٙإػالت حطبٛك حًُٛت انًٕاسد انبششٚت ف ٙششكاث انًمأالث ف ٙلطاع غزة
انًضًٕػت انسابؼت  :ػٕايم حؼٛك حطبٛك حًُٛت انًٕاسد انبششٚت ف ٙششكاث انًمأالث ف ٙلطاع غزة
ٚؤرش

ٚؤرش
ٚؤرش
ػٕايم حؼٛك حطبٛك حًُٛت انًٕاسد انبششٚت ف ٙششكاث انًمأالث ف ٙلطاع غزة

بذسصت

و

ٚؤرش
بذسصت

بذسصت
كبٛشة

يخٕس

صذا

7
7.1

ػذو لذسح انششكخ ػهٗ رغطٛخ ركبنٛف ثشايظ رًُٛخ انًٕاسد انجششٚخ

7.2

ػذو َؼٕط صمبفخ رًُٛخ انًٕاسد انجششٚخ نذٖ انششكبد

7.3

طغش حغى انششكبد ٚؤد٘ نظؼٕثخ رطجٛك ثشايظ رًُٛخ انًٕاسد انجششٚخ ٔرطٕٚش
انًٓبساد
لهخ انٕػ ٙثؤًْٛخ رطجٛك ثشايظ رًُٛخ انًٕاسد انجششٚخ ف ٙششكبد انًمبٔالد نذٖ
انؼبيهٔ ٍٛأطحبة انششكبد
لهخ انحٕافض ٔانًكبفآد انًمذيخ يٍ انششكخ نهؼبيه ٍٛنهًشبسكخ ف ٙثشايظ انزذسٚت

7.6

لهخ انٕلذ ٔػغؾ انؼًم ف ٙانششكبد

7.7

ػؼف انفبػهٛخ ٔ لهخ انحًبسخ نذٖ انؼبيه ٍٛنهًشبسكخ ف ٙثشايظ رًُٛخ انًٕاسد انجششٚخ

7.8

ػؼف انضمخ ثبنُفس ٔانخٕف يٍ انفشم نذٖ انؼبيه ٍٛيٍ االسزفبدح يٍ ثشايظ رطٕٚش
انًٓبساد
لهخ انًٕاسد انالصيخ نزطجٛك ثشايظ رًُٛخ انًٕاسد انجششٚخ

7.10

يسزٕٖ انمذساد انؼهًٛخ ٔانؼًهٛخ نذٖ انؼبيهٍٛ

7.11

ػذو ٔعٕد آيبٌ ٔظٛف ٙنذٖ انؼبيه ٍٛثسجت انزؼبلذ انًؤلذ يغ انششكخ

7.12

رشدد أطحبة انششكبد ف ٙػًم ثشايظ رذسٚجٛخ نزغٛش انؼبيه ٍٛثبسزًشاس

7.13

ػذو رٕاطم ػًم انششكبد ٔػذو اسزًشاسٚخ انؼًم ثسجت انظشٔف انخبسعٛخ نهششكخ

7.14

ػذو ٔعٕد لٕأَ ٍٛرششٚؼبد رهضو انششكبد ثزطجٛك ثشايظ نزًُٛخ انًٕاسد انجششٚخ

7.15

ػؼف يزبثؼخ انششكخ نًزغٛشاد انسٕق انخبسعٛخ ( انؼًبنخ انًبْشح انًزٕفشح ٔانًٕاد
انغذٚذح انزٚ ٙزى ؽشحٓب ف ٙانسٕق)
اػزًبد انششكخ ػهٗ يمبٔن ٙانجبؽٍ ف ٙرُفٛز انًشبسٚغ

7.4
7.5

7.9

7.16

شاكش ٍٚنكى حسٍ حؼأَكى
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بذسصت
بذسصت

كبٛشة
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ٚؤرش

لهٛهت
لهٛهت

طت
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صذا
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