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Abstract

The well-being and productivity of the technical personnel working at the construction sites are highly affected by job
satisfaction (JS) and work-life balance (WLB). Numerous studies have been conducted on various aspects of |]S and WLB,
however, empirical studies on the impacts of personal demographics are scanty. This paper aims to explore the technical
personnel’s perceptions of JS and WLB by determining (1) the significant differences in the satisfaction levels and (2) any
significant clusters based on personal demographics. Data were collected from 307 respondents and analysed using the
Mann-Whitney U test and Cluster Analysis. The results reveal that technical personnel, who are older than 29, married,
work at the office rather than the construction site, work less than 54 hours a week, and have children, are significantly
more satisfied in terms of workload. It is noteworthy that male and single technical personnel, who work at the office rather
than the construction site and work less than 54 hours a week, are significantly more satisfied regarding chances for
personal development. As a result of the cluster analysis, three clusters were formed concerning JS. Additionally, three
clusters were formed for WLB factors and gender. The main contributions of the study are (1) a comprehensive
understanding of the impact of demographics on JS and WLB and (2) recommendations on how JS and WLB of the technical
personnel can be improved at the construction sites.

Keywords: Technical staff working at sites, Work-life balance, Work related stress factors, Gender inequality, Job
satisfaction

KiSISEL DEMOGRAFININ INSAAT SAHALARINDA CALISAN TEKNIiK
PERSONELIN i$ TATMINI VE IS-YASAM DENGESINE ETKISI

Ozet

Santiyelerde ¢alisan teknik personelin refahi ve verimliligi, is memnuniyeti (JS) ve is-yasam dengesinden (WLB) biiytik
olciide etkilenmektedir. JS ve WLB'nin cesitli yénleri iizerine ¢ok sayida ¢alisma yapilmistir, ancak kisisel demografik
6zelliklerin etkilerine iliskin ampirik ¢calismalar yetersizdir. Bu makale, (1) memnuniyet seviyelerindeki dnemli farkliliklar
ve (2) kisisel demografik ozelliklere dayali 6nemli kiimelenmeleri belirleyerek teknik personelin JS ve WLB algilarini
arastirmay! amaglamaktadir. Veriler 307 katilimcidan toplanip ve Mann-Whitney U testi ve Kiime Analizi kullanilarak
analiz edilmigtir. Sonuglar, 29 yas listii, evli, santiye yerine ofiste ¢alisan, haftada 54 saatten az calisan ve ¢ocuk sahibi olan
teknik personelin is yiikii acisindan anlaml diizeyde daha memnun oldugunu ortaya koymaktadir. Santiye yerine ofiste
calisan ve haftada 54 saatten az ¢alisan erkek ve bekar teknik personelin kisisel gelisim firsatlart konusunda anlamli
diizeyde daha memnun oldugu dikkat ¢cekiyor. Kiimeleme analizi sonucunda JS ile ilgili ii¢c kiime olusturulmustur. Ayrica
WLB faktérleri ve cinsiyet icin de ii¢ kiime olusturulmustur. Calismanin ana katkilari (1) demografik 6zelliklerin JS ve WLB
lizerindeki etkisinin kapsamli bir sekilde anlasiimast ve (2) teknik personelin |JS ve WLB'sinin santiyelerde nasil
gelistirilebilecegine dair énerilerdir. ] ] ]
Anahtar Kelimeler: Santiyelerde calisan teknik personel, Is-yasam dengesi, Isle ilgili stres faktorleri, Cinsiyet esitsizligi, Is
tatmini

Cite

Giircanli, G. E., Akboga Kale, 0., Artan, D., (2024). “Impact of Personal Demographics on Job Satisfaction and Work-Life
Balance of the Technical Personnel Working at Construction Sites”, Mugla Journal of Science and Technology, 10(2), 88-97.



mailto:gurcanlig@itu.edu.tr
mailto:ozge.akbogakale@idu.edu.tr
mailto:artande@itu.edu.tr

Glirkan Emre Giircanli, Ozge Akboga Kale, Deniz Artan
Impact of Personal Demographics on Job Satisfaction and Work-Life Balance of the Technical Personnel Working at Construction Sites

1. Introduction

The construction sector is recognized for its challenging
work atmosphere, which can cause substantial stress and
burnout among its personnel. Yet, prior studies have
indicated that job satisfaction and balance between work
and personal life can have a significant impact on
reducing stress levels and increasing overall well-being
[1-3]. Workload, payment, job security, compensation,
and opportunities for career advancement are crucial
determinants of job satisfaction in the construction
sector [4, 5]. Furthermore, attaining a satisfactory work-
life balance has been identified as a major contributor to
the contentment and retention of employees [6, 7].
Putting work-life balance policies in place can enhance
productivity and decrease absenteeism among
construction workers [8]. In addition, the behavior of
supervisors who provide family support may mediate the
relationship between work-life balance and job
satisfaction in small and medium-sized enterprises.
Collectively, it is evident that job satisfaction and work-
life balance bear significance in the construction sector.
By prioritizing these factors, employers can establish a
positive working environment that benefits both
employees and the organization as a whole. Nonetheless,
significant gaps still exist in our comprehension of job
satisfaction and work-life balance within the
construction industry. Further investigation is required
to ascertain the impact of varying job satisfaction and
work-life balance factors and policies on employee well-
being and productivity [9] to ascertain the effective
implementation of work-life balance policies in the
construction sector.

The job satisfaction and work-life balance of employees
in the construction industry, as well as other sectors, can
vary depending on various factors including job type,
working hours, and environment. Nonetheless, some
general differences can be discerned. Construction sites
are frequently linked with lengthy working hours,
arduous labor, and exposure to dangerous substances.
These elements may cause heightened levels of stress
and tiredness among construction workers, which can
have adverse effects on their work-life equilibrium [10].
Conversely, employees belonging to other industries
might enjoy more adjustable schedules and less
demanding physical work, leading to an improved work-
life balance [11]. However, it is essential to acknowledge
that maintaining a balance between work and personal
life is a multifaceted matter influenced by several factors
beyond the scope of occupation. Family obligations,
financial restrictions, and individual preferences all have
a part to play in achieving an individual's work-life
equilibrium [6].

Previous studies have sought to evaluate job satisfaction
and work-life balance, however, empirical studies on the
impacts of personal demographics on job satisfaction and
work-life balance are scanty.

This paper aims to explore the technical personnel’s
perceptions of JS and WLB by determining (1) the
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significant differences in the satisfaction levels and (2)
any significant clusters based on personal demographics.
Mann-Whitney U test was used to reveal the similarities
and differences in the technical personnel’s satisfaction
levels using binary groups of gender, age, marital status,
having/not having children, experience, work location,
weekly working hours, and the number of leave days per
month. Additionally, cluster analysis was used to reveal
the significant groupings of technical personnel based on
their levels of job satisfaction and satisfaction levels of
work-life balance.

2. Literature Review

2.1.Job Satisfaction

Job satisfaction is the level of contentment an employee
experiences due to the work she/he creates. This feeling
mainly depends on the individual's perception of
satisfaction. The sense of satisfaction cannot be observed
by others, it is a sensation of happiness and inner peace
that can only be felt, defined, and expressed by the
individual who experiences those feelings [12]. Job
satisfaction is an employee’s feeling of positive emotions
when evaluating his/her job or job experience [13].
According to Wilson (1995), job satisfaction is
determined by the value attributed to the job,
educational opportunities related to the work, and
chances to use personal qualifications during the process
[14]. Three major aspects of job satisfaction are (1) it is
an emotional response to a certain situation related to
the job, hence it cannot be observed but expressed, (2) it
is determined by the extent of the expectations met and
the needs covered and (3) represents various attributes
(e.g, the work in its essence, income, promotion
opportunities, management methods, colleagues) related
to each other [15, 16].

The importance of the job satisfaction concept began to
be appreciated in the early 1900s. It has been related to
life satisfaction and thus directly affects mental and
physical health. The factors affecting job satisfaction may
be categorized into individualistic and job-related
factors. Individualistic factors are the age, gender,
marital status, race, and education of the employee. Also,
the intelligence, sophistication level, and talents of the
one define how satisfied he/she could be in a particular
job. On the other hand, job-related factors are coworkers
and peers, pay, attitude of supervisors, job security,
opportunities for personal development, rational
responsibility distribution, and serenity of the
workplace. Job-related factors are more important for
job satisfaction as the employee spending most of
his/her time in the workplace, eventually is affected by
the environment (Table 1).

People seem to be more productive when they are happy
and enjoying the work they are carrying out. To maintain
this, the companies try to motivate their employees by
using some professional techniques such as organizing
extracurricular activities. Job satisfaction is directly
related to one's well-being, so to increase the work
performance of an individual managers should aim to
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enhance his/her job satisfaction. One of the most
important qualifications for a manager to obtain is the
ability to recognize the employees' needs and respond
conveniently.

Companies' prominent investment is their employees as
they are not only associated financially but also sharing
information and resources. They invest in their
employees through money and time until they are
trained and ready to take responsibility. This investment
pays off in great deals, but only if the motivation of the
employee is sustained, only then, the employee who is
trained and qualified for the job would be fruitful for the
company.

If job satisfaction could not be obtained, there would be
consequences such as absence, lateness, poor
productivity, violence at the workplace, and disorders in
the employees’ psychological and physical state. Under
these conditions, discomfort environment occurs at the
workplace resulting in lousy production. To sum up, job
satisfaction is crucial to both the employee and the
company by means of welfare and productivity.
Researches written on job satisfaction factors specific to
the construction industry are summarized in Table 1.

Table 1. Job Satisfaction Factors in the Literature

Factors References
Coworkers and peers [17]1[18]
Pay [16] [17]
Benefits, promotions [[16] 17]
Job security [16] [17]
Support and guidance from the supervisor [17] [19]
Opportunity for personal development [16] [19]
Respect and fair treatment received from  [16] [17]
superiors

Challenge in the job [16] [19]
Feeling of accomplishment you get from [16][17]
doing your job

Flex time [16]

The leadership provided by your superiors [17]
Ability to work independently [17]
Problems and pressure in the job [16]

The educational opportunities and support [17]
available

Feedback you get from others [17]
Amount of the responsibility [17]
Role ambiguity and conflict [21]
Internal and external networks [20]
Consistency [22]

2.2. Work-Life Balance

The concept of work-life balance (WLB) is defined as
having control over one's working life and balancing
responsibilities between home and work while
maintaining flexibility and participating in sociable and
individual activities outside of work [23]. This balance is
achieved and sustained by minimizing the conflict
between work and personal life roles, as stated by Clark
(2010) [24]. Numerous and diverse roles must be
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fulfilled throughout a lifetime, resulting in the emergence
of work-life conflict when attempting to fulfill multiple
roles concurrently [25]. Merrill (2021) claims that life is
dynamic and subject to change, necessitating adaptation
to meet new challenges [26]. These challenges include
finding the time to complete tasks and maintaining the
balance between work and personal life. Maintaining a
balance between prominent spheres of life, including
work, family, close friendships, and recreational
activities, is vital. Implementing work-life balance (WLB)
strategies elevates the quality of life and psychological
well-being. Improved employee morale positively
influences their productivity and commitment.
Furthermore, a substantial reduction in employee
absenteeism is a noticeable outcome. In addition,
achieving work-life balance is crucial for promoting the
well-being of children [27]. The key determinants
impacting an employee's work-life balance include the
quantity and quality of time spent with loved ones,
working hours, annual leave, childcare, marital status,
adaptability, and selflessness [22]. Researches written on
work-life balance factors specific to the construction
industry are summarized in Table 2.

Table 2. Work-Life Balance Factors in the Literature

Factors References
Amount of time with [16][17] [28]
family/friends [29]

Working hours [17][28]
Number of holidays [17][28]
Child care support [17]

Time away from home [17]
Educational value of your [17]
children's activities

Marital status [22]

3. Materials and Methods

The research gathered information by conducting in-
person interviews with 399 technical personnel
employed at construction sites in Istanbul, out of which
only 307 respondents were considered statistically
relevant. The study's survey comprised 24 questions that
encompassed open-ended, multiple-choice, yes/no, and
Likert-based questions. The initial segment of the survey
comprised 14 questions. Its purpose was to ascertain the
profile of employees by gathering their demographic and
professional information. The latter part was dedicated
to assessing the working conditions on-site with the help
of a Likert scale. To establish the pertinent questionnaire
factors, specific questions, and scales were selected
based on prior research. These have been previously
employed in numerous studies on this topic and have
undergone validity analysis [21, 30-33]. To ensure
reliability in the field study data, participant responses
were internally consistent and tested using the Cronbach
Alpha (a) statistical analysis procedure. Both Carfio and
Perla (2008) and Jamieson (2004) suggest that non-
parametric tests be used for Likert data analysis [34, 35].
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As such, this study employed the Mann-Whitney U test
using IBM SPSS version 25.

The Mann-Whitney U test is a non-parametric statistical
test utilized to compare two independent groups of data,
often determining whether there is a notable difference
between the means of two groups. In the context of job
satisfaction, the Mann-Whitney U test could be utilized to
contrast the job contentment of two groups of workers,
for example, those laboring in different departments or
those with various levels of experience [36, 37].

Additionally, cluster analysis was performed on the
dataset. Cluster analysis is a technique that allows for the
classification of study units based on their similarities,
providing insights into the shared characteristics of the
units and enabling general definitions of these classes to
be made [38]. The primary goal of cluster analysis is to
form homogeneous groups of objects described by a
diverse range of characteristics [39, 40]. While it is
generally assumed that data in cluster analysis should
follow a normal distribution, the principle of normality is
still applicable, and the normality of distance values
appears to be adequate. Additionally, there is no
requirement regarding the covariance matrix [41]. In
cluster analysis, grouping is done according to
similarities and differences. The inputs for the similarity
measures can be either the need for which similarity is
calculated in the data or the measure itself [42]. Cluster
analysis was performed in this study using a two-step
algorithm on IBM SPSS version 25.

Employed to cluster comparable objects or data points in
a group together, cluster analysis is a statistical
methodology. Cluster analysis is a versatile tool
applicable to market research, customer segmentation,
and research on job satisfaction and work-life balance.
Concerning job satisfaction, it can group employees
based on their levels of job satisfaction and identify
common characteristics between the groups [43].

4. Findings

4.1. Demographic Information

The demographic profile of the participants is shown in
Table 3. General characteristics of the participants
suggest that they are mostly married (64.0%) technical
personnel, aged between 26 and 34 years with a mean
age of 29.9 for women and 33.5 for men. They mostly
work for the principal contractor (64.1%) and possess 5
to 10 years of experience in the construction sector.
50.1% reported witnessing work-related accidents on
their sites, and 5% faced lawsuits. Occupational health
and safety specialists were present on 93% of the sites.
Approximately a quarter of the female respondents
reported experiencing gender-based discrimination for
various reasons. Among the male participants, ten
admitted to discriminating against women based on
challenges specific to the construction industry and
perceived lack of ambition among women. It is
noteworthy that long working hours and inadequate
days off are pervasive issues within this sector.

Table 3. Profile of Participants (Values in parentheses are %)

Female Male Total
Average * Std. Deviation 299 +6.3 33.5+9.5 31,8+8,3
Age Minimum 21.0 23.0 21,0
Maximum 56.0 68.0 68,0
. Single 56(30.3) 81(41.8) 137(36.0)
Marital status Married 129(69.7)  113(582)  242(64.0)
Number of participants with children 35(18.9) 62(31.9) 97(25.9)
Number of children (Average) 1.5 1.7 1.6
Age of youngest child (Average) 6.2 10.0 8.5
Average 5.9 9.5 7.7
Experience in the construction industry Minimum 0.3 0.4 0.3
(Year) Maximum 33.0 44.0 44.0
Std. Deviation 5.8 9.2 7.9
Average 3.9 8.2 6.1
Minimum 0.0 0.4 0.0
Experience in a construction site (Year) Maximum 30.0 41.0 41.0
Std. Deviation 4.3 8.3 6.9
Lo . . Office work mainly 90(48.6) 41(21.1) 131 (34.6)
Work location in the construction site Fieldwork mainly 95(51.4) 153(78.9) 248 (65.4)
Average 49.3 54.5 52.0
Minimum 8.0 9.0 8.0
Weekly working hour(s) maximum 90.0 112.0 112.0
Std. Deviation 15.6 16.4 16.2
Average 3.7 3.7 3.7
Minimum 0.0 0.0 0.0
bay off per month Maximum 15.0 24.0 24.0
Std. Deviation 2.4 3.0 3.2
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The study employs the Cronbach's alpha coefficient to
determine the capability of the factors and the associated
Likert scale to effectively evaluate the job satisfaction
and work-life balance of the technical personnel. The
findings reveal that the Cronbach's alpha coefficients for
both job satisfaction and work-life balance dimensions
are 0.887 and 0.843, respectively. These results reveal
that the instrument exhibits high reliability and internal
consistency. The Cronbach alpha coefficient satisfies the
threshold value of 0.7, as suggested in the literature [44].
George and Mallery (2003) state that a Cronbach's alpha
coefficient greater than 0.8 is indicative of good internal
consistency [45]. To ensure all criteria contribute to
internal consistency, Cronbach's alpha coefficient values
for each item should also be checked when an item is
removed. If an item's Cronbach's alpha value exceeds the
overall Cronbach's alpha coefficient, removal of that
criterion (i.e, workload) would increase the overall
Cronbach's alpha coefficient value [46]. Table 4
illustrates that no factors require exclusion since all
Cronbach's alpha values for remaining items are lower
than the overall Cronbach's alpha coefficient.

Table 4. Cronbach’s Alpha Value If Item Deleted for

Factors

Factor Cronbach’s

Alpha
Satisfaction degree on the factors of job 0.887
satisfaction
Workload 0.876
Payment 0.879
Job security 0.871
Respect and support from the management  0.871
Chances for personal development 0.876
Relationships with coworkers 0.884
Sense of success 0.883
Responsibilities 0.872
Working pressure 0.875
Promotions 0.874
Satisfaction degree on the factors of work- 0.843
life balance
Number of days off (holidays) 0.798
Extracurricular activities, time spent with 0.759
family
Working hours (daily) 0.804
Time spent in different cities or countries  0.841
Childcare support 0.838

4.2. Mann-Whitney U Analysis

In the first step of the study, the technical personnel’s
perceptions of job satisfaction and work-life balance
were explored using binary groups of gender, age,
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marital status, having/not having children, experience,
work location, weekly working hours, and the number of
leave days per month. To facilitate an equitable
distribution of responses across the groups, the median
was adopted to divide participants into two groups. This
resulted in a statistically sound sample size in each
binary group. The null hypothesis posits that no
discrepancies exist between the average scores of the
two cohorts recorded by professional assessors (e.g.,
those who hold over 5 years of work experience, as
opposed to those with less than 5 years of experience).

Age-based measures commonly feature in research on
contentment [47- 50]. As disclosed in Table 5,
respondents aged over 29 years expressed contentment
regarding their workloads. Groups under the age of 29
reported being content with childcare assistance for
work-life equilibrium, but expressed dissatisfaction
regarding the number of leave days, extracurricular
activities, and time spent with their family. This outcome
aligns with the fact that young civil engineers usually
demonstrate a higher level of sociability.

Table 5 displays those male respondents recorded more
prospects for individual advancement compared to
women. The response of female participants may be
influenced by the male-dominated construction site
structure, challenging physical conditions, the lack of role
models in the construction sector, and socio-cultural
factors.

Notably, unmarried individuals without children
perceive more opportunities for personal growth.
Groups over 29 years of age who are married with
children reported satisfaction with their workload. On
the other hand, individuals who are single or without
children expressed dissatisfaction with the number of
days off, extracurricular activities and time spent with
family.

The findings indicate that those with less than five years
of experience and those with more than five years of
experience in the construction industry had dissimilar
perceptions of "promotion". Respondents with 10 or
more years of work experience place greater importance
on promotion, which is also expected since those with
more than five years of experience are likely to be in
positions where they supervise subordinates [51- 53].
The study also found general dissatisfaction with work-
life balance factors. Specifically, individuals who are less
experienced and work for more than 54 hours per week
report finding the amount of holiday time, opportunities
for extracurricular activities, and family time to be
inadequate.
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Table 5. Arithmetic Mean Scores for Factors by Personal Characteristics
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4.3. Cluster Analysis

The purpose of the cluster analysis is to establish
whether the components are creating significant
groupings in relation to the socio-demographic questions
posed in the questionnaire survey. The study examines
separately the distribution of job satisfaction and work-
life balance factors, based on construction site work
locations.

When examining the clustering of job satisfaction factors
concerning work location at a construction site, three
clusters were formed using the TwoStep Algorithm with
ten (Workload, payment, job security, respect and
support from the management, chances for personal
development, relationships with coworkers, sense of
success, responsibilities, working pressure, promotions)
inputs. The cluster quality, as measured by the Average
Silhouette value of 0.3, was acceptable. The smallest
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cluster size was 94 (25.8%) and the largest was 172
(47.3%), resulting in a ratio of 1.83 between the sizes of
the largest and smallest clusters.

Additionally, clusters were formed for work-life balance
factors and gender. The TwoStep Algorithm produced
three clusters from five inputs, and the resulting cluster
quality score (Average Silhouette: 0.3) was deemed
acceptable. The smallest cluster was comprised of 28
members (29.8%) and the largest, 34 members (36.2%).
The largest cluster was 1.21 times larger than the
smallest. The clustering method optimally grouped the
factor variables, as confirmed by the homogeneous
distribution observed in both clusters (see Figure 1). The
obtained clusters produced meaningful results,
successfully grouping technical employees by their job
satisfaction and work-life balance in line with
expectations.
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Cluster Quality

T T T
A0 05 00 05 10
Silhouette measure of cohesion and separation

Work location in construction site 1

Job security 0,69
Respect and support by the management 0,67
Workload 0,63
Responsibilities 0,63
Chances for personal development 0,62
Promotions 0,56
Working pressure 0,54

Payment 0.4
Relationships with coworkers 0.33

0 025 05 075 1

Cluster Quality

I 1 1
-10 05 00 05 10
Silhouette measure of cohesion and separation

Gender

Extracurricular activities, time spent with family 0,66
Working hours (daily) 0,59
Number of days off (holidays) 0,55
Childeare support 0,11
Time spent in different cities or countries 0,1
0 0.25 0,5 0,7

Figure 1. Predictor Importance of Cluster Analysis

5. Discussion

The research on job-life balance at construction sites
found that work-life balance (WLB) and work culture
have a positive impact on employee loyalty and job
satisfaction within construction companies. This
relationship is partially mediated by job satisfaction. The
study also revealed that WLB has a negative association
with job stress, while having a positive relationship with
job satisfaction and commitment in transportation
companies. The relationship between work-life balance
(WLB) and its outcomes is moderated by the work
environment and training and development.

Work-life  conflict adversely affects employee
productivity, health, mental well-being, project
performance, and turnover rate in the construction
sector. Therefore, implementing stress management and
WLB strategies is crucial for enhancing employee well-
being and organizational performance.

Mann-Whitney test, it uses various binary groups, such
as female-male and married-single, to distribute the
responses evenly into two groups based on the median
value of age, experience, and project value, were
employed in the paper. The Mann-Whitney U test
uncovered significant differences between the groups
according to the gender and location of work at site (site
technical office or at the construction site where
activities are being performed.

The paper details the Cluster Analysis methodology used
to explore the relationship between work location and
gender factors among employees. The cluster analysis
outcomes are evaluated and presented for quality and
validity, showing the formation of three clusters for each
variable set. The results suggest that the optimum
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clusters were generated via factor variables, with the
subsequent groupings demonstrating success and
meaning in relation to technical employees' job
satisfaction and work-life balance. An acceptable cluster
quality is shown with an average silhouette of 0.3. The
Average Silhouette depicts the appropriateness of each
data point to its assigned cluster, marked from -1 to 1,
with higher scores signifying increased conformity.
Additionally, the text exhibits the sizes of the tiniest and
largest clusters and their proportional ratio to
demonstrate the balance or divergence of clusters.
Lesser ratios indicate a more balanced distribution.
Moreover, the results suggest that optimal clusters were
determined by the cluster analysis, considering factor
variables. The successful clusters yielded significant
outcomes regarding the expected groupings of technical
personnel's job contentment and work-life balance.

In light of the study's findings, it may be necessary to
explore ways to improve job satisfaction and work-life
balance for technical employees. Improving the job
satisfaction and work-life balance of technical employees
is essential for fostering a healthy and productive work
environment. To achieve this, organizations should offer
flexible work arrangements, such as adjustable working
hours and remote work options, enabling employees to
better balance their professional and personal lives.
Clear communication of job expectations and
performance goals helps reduce ambiguity and stress.
Managing workloads is crucial to avoid overwhelming
employees, and open dialogue about work-related
pressures is encouraged. Promoting the importance of
maintaining work-life boundaries, including
disconnecting from work outside of office hours, is
essential for mental well-being.
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Organizations should also support employees' mental
health, offer wellness programs, and ensure a healthy
workplace culture. Additionally, recognition and
rewards for outstanding performance, team-building
activities, and fostering an inclusive workplace culture
contribute to job satisfaction and work-life balance.
Furthermore, offering time off, involving employees in
decision-making, and investing in training and skill
development all contribute to a positive work
environment. Leadership should be supportive, and
feedback mechanisms should be in place to gauge
employee satisfaction and gather suggestions for
improvement. Cultivating a work culture that prioritizes
work-life balance from the top down is key to achieving
these goals, ultimately leading to a more engaged and
motivated workforce.

6. Conclusion

In the context of construction sites, it is crucial to
emphasize the paramount importance of job satisfaction
and work-life balance, as they profoundly influence not
only the safety, productivity, and retention of the
workforce but also the quality of work, team dynamics,
the health and well-being of employees, the company's
reputation, innovation and creativity, compliance with
labor regulations, and ultimately, customer satisfaction,
making them integral factors in the overall success and
sustainability of construction projects and the industry at
large.

The study once again reveals the difficult working
conditions in the construction sector. Long working
hours, indefinite working hours, lack of weekend
vacations and the disruption of work-life balance are
clear results. Participants are dissatisfied with the time
available for non-work activities, family and friends. In
addition to the work-life balance problem, workplace
stress levels and physical conditions at the construction
site were identified as issues that need to be examined in
detail and solutions sought. It is known that in terms of
physical conditions, noise level in the work environment,
hygiene conditions, lack of personal care and social areas
are the most prominent problems. According to findings
participants are dissatisfied with the impact of work on
their health, sleep patterns/quality and low energy
levels. Long working hours, problems in work-life
balance, workload and communication problems with
managers were found to be the most effective factors in
the participants' workplace stress. Another result is the
complaints about gender inequality in the field study, in
which the participants were almost half male and half
female. It is seen that women technical staff are subjected
to gender discrimination in different ways.

It is important to eliminate stress factors in the
workplace in order to ensure a humane working life, to
increase productivity and to prevent coronary heart
diseases, mental or psychosomatic diseases that may
occur in the future. This study aims to provide valuable
insights into key factors contributing to workplace stress
among technical staff in the Turkish construction
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industry. It examines gender discrimination on
construction sites, explores measures to address it, and
lays a foundation for future studies to investigate the
causal relationship between workplace stress and the
health of technical staff.

7. References

[1] Aruldoss, A. Berube Kowalski, K., Travis, M. L,
Parayitam, S. (2022). The relationship between
work-life balance and job satisfaction: Moderating
role of training and development and work
environment. Journal of Advances in Management
Research, 19(2), 240-271.

[2] Satpathy, D. I, Litt, D., Patnaik, B. C. M., Mohapatra, M.
D. (2019). Work-life balance as a parameter of job
satisfaction in the manufacturing sector.
International Journal of Mechanical Engineering and
Technology (IJMET). 10.

[3] Fayyazi, M., Aslani, F. (2015). The impact of work-life

balance on employees’ job satisfaction and turnover

intention; the moderating role of continuance
commitment. International Letters of Social and

Humanistic Sciences, 51, 33-41.

Giircanli, G.E., Akboga Kale, 0., Artan D. (2018).

Santiyelerde Calisan Teknik Elemanlarin Calisma

Kosullar1 Uzerine Bir Alan Calismasi. Calisma ve

Toplum, 4(59), 1987-2014.

[5] Mendis, M. D. V. S., Weerakkody, W. A. S. (2017). The

impact of work life balance on employee

performance with reference to telecommunication
industry in Sri Lanka: a mediation model. Kelaniya

Journal of Human Resource Management, 12(1), 72-

100.

Susanto, P., Hoque, M. E,, Jannat, T., Emely, B., Zona,

M. A, Islam, M. A. (2022). Work-life balance, job

satisfaction, and job performance of SMEs

employees: The moderating role of family-
supportive supervisor behaviors. Frontiers in

Psychology, 13,906876.

[7] Dziuba, S. T., Ingaldi, M., Zhuravskaya, M. (2020).
Employees’ job satisfaction and their work
performance as elements influencing work safety.
System Safety: Human-Technical Facility-
Environment, 2(1), 18-25.

[8] Apraku, K, Bondinuba, F. K., Eyiah, A. K,, Sadique, A.
M. (2020). Construction workers work-life balance:
A tool for improving productivity in the construction
industry. Social Work and Social Welfare, 2, 45-52.

[9] Adah, C.A,, Aghimien, D.O., Oshodi, O. (2023). Work-
life balance in the construction industry: a
bibliometric and narrative review. Engineering,
Construction and Architectural Management.

[10] Townsend, K., Lingard, H., Bradley, L., Brown, K.
(2012). Complicated working time arrangements: A
construction industry case study, ASCE Journal of
Construction Engineering and Management, 138 (3),
443-448,

[4]

[6]



Glirkan Emre Giircanli, Ozge Akboga Kale, Deniz Artan
Impact of Personal Demographics on Job Satisfaction and Work-Life Balance of the Technical Personnel Working at Construction Sites

[11] ILO Report: Working Time and Work-Life Balance
Around the World
https://www.ilo.org/global /publications/books/W
CMS_864222/lang--en/index.htm  Accessed 25
January 2024

[12] Erogluy, F. (2000). Davranis Bilimleri, 5. baski, Beta
Yayinlari, Istanbul.

[13] Locke, E.A. (1979). The Nature and Causes of Job
Satisfaction. In Handbook of Industrial and
Organizational Psychology, ed. M. Dunette. Chicago,
IL: Rand McNally, s:12971350.

[14] Wilson, F.M. (1995). Organizational Behavior and
Gender, Mc Graw Hill Book Company Londra, s:142.

[15] Spagnoli, P.,, Caetano, A. Santos, S. C. (2012).
Satisfaction with job aspects: Do patterns change
over time?. Journal of business research, 65(5), 609-
616.

[16] Horman, B. (2010). Tiirk insaat Sektériinde Orgiitsel
Baglilik ve is Tatmini. Istanbul Technical University.

[17] Malone E.E,, Issa, R.R.A. (2014). Predictive Models
for Work-Life Balance and Organizational
Commitment of Women in the U.S. Construction
Industry. Journal of Construction Engineering and
Management,140(3): 04013064.

[18] Dabke, S., Salem, O., Genaidy, A., Daraiseh, N. (2008).
Job Satisfaction of Women in Construction Trades,
(March), 205-216.

[19] Bannon, P. ]J. (2005). Managing Engineers: Seven
Employment Law Pitfalls and How to Avoid Them,
(October), 288-291.

[20] Estrin, T. (1980). Women engineers. Science (New
York, N.Y.), 209(4457), 636.

[21] Love, P. E. D., Edwards, D. |, Irani, Z. (2010). Work
Stress, Support, and Mental Health in Construction,
(June), 650-658.

[22] Giraldo, D. (2010). Washington State’s [-405 Project:
Women in Industry Leadership. Leadership and
Management in Engineering, 10(4), 153-161.

[23] Barnett, M. ]., Lindfelt, T., Doroudgar, S., Chan, E,, Ip,
E.]. (2022). Pharmacy-faculty work-life balance and
career satisfaction: Comparison of national survey
results from 2012 and 2018. Exploratory Research in
Clinical and Social Pharmacy, 5, 100112.

[24] Clark, A. (2010). Work, Jobs, and Well-Being Across
the Millenium (Chapter 14) in International
Differences in Well-Being by Ed Diener, Daniel
Kahneman, John Helliwell, Oxford University Press.

[25] Higgins, A. M. (2020). Work-Life Balance Best
Practices (Doctoral dissertation, Walden University).

[26] Merrill, J. S. (2021). Remote Work, Employee
Engagement, and the Implications of COVID-19
(Doctoral dissertation, The College of St
Scholastica).

[27] Erdirencgelebi, M. (2020). Work-Family Life Balance
in the Changing Business World, Turkmenoglu, M.A.
and Cicek, B. (Ed.) Contemporary Global Issues in
Human Resource Management, Emerald Publishing
Limited, Leeds, 53-72.

96

[28] Bowen, P. (2013). Workplace stress among
construction professionals in South Africa: The role
of harassment and discrimination. Engineering,
Construction and Architectural Management, 20(6),
620-635.

[29] Lawless, A. (2001). The Inherent Personality of
Women as an Asset to the Engineering Workplace,
36-40.

[30] Cooper C. L. and Marshall J. (1976). Occupational
sources of stress: a review of the literature relating
to coronary heart disease and mental ill health.
Journal of Occupational and Organizational
Psychology, 49(1), 11-28.

[31] Faragher, E.B., Cooper, C.L. Cartwright, S. (2004). A
shortened stress evaluation tool (ASSET). Stress and
Health, 20: 189-201.

[32] Leung, M. Y., Chan, I. Y. S. Yuen, KW. (2010). Impacts
of stressors and stress on the injury incidents of
construction workers in Hong Kong. Journal of
Construction Engineering and Management, 1093-
1103.

[33] English, ], Le Jeune, K. (2012). Do Professional
Women and Tradeswomen in the South African
Construction Industry Share Common Employment
Barriers despite Progressive Government
Legislation. Journal of Professional Issues in
Engineering Education and Practice, 138(2), 145-
152,

[34] Carifio, ]., Perla, R. (2008). Resolving the 50-year
debate around using and misusing Likert scales.
Med. Educ,, 42(12), 1150-1152.

[35] Jamieson, S. (2004). Likert scales: How to (ab)use
them. Med. Educ,, 38(12),1217-1218.

[36] Najimuddin, N. Abeysundara, S. (2019). Job
Satisfaction of the Factory Workers at the
Manufacturing Plant: A Case Study. Open Access
Library Journal, 6(4), 1-11.

[37] Marshall, C. (2020). Analysis of a comprehensive
wellness program's impact on job satisfaction in the
workplace. International Hospitality Review, 34(2),
221-241.

[38] Kaufman, L., Rousseeuw, P.J. (1990). Finding groups
in data: An introduction to cluster analysis, New
York: John Wiley and Sons.

[39] Bacher, ]. (1996). Clusteranalyse, 2(1), Auflage.
Oldenburg, Munich.

[40] Backhaus, K. Erichson, B., Plinke, W. Weiber R.
(1996). Multivariate Analysemethoden, 8. Auflage,
Springer, Berlin.

[41] Tathdil, H. (2002). Uygulamali ¢ok degiskenli
istatistiksel analiz. Ankara: Ziraat Matbaacilik A.S.
329-332.

[42] Johnson, A.R., Wichern, D.W. (1992). Applied
multivariate statistical analysis. International
Editions, New Jersey: Prentice Hall.



Glirkan Emre Giircanli, Ozge Akboga Kale, Deniz Artan
Impact of Personal Demographics on Job Satisfaction and Work-Life Balance of the Technical Personnel Working at Construction Sites

[43] Katebi, A., HajiZadeh, M. H., Bordbar, A., Salehi, A. M.
(2022). The relationship between “job satisfaction”
and “job performance”: A meta-analysis. Global
Journal of Flexible Systems Management, 23(1), 21-
42.

[44] Nunnally, ], Berstein 1. (1994). Psychometric
Theory, Mac Graw-Hill, NewYork.

[45] George, D., Mallery, P. (2003). SPSS for Windows
step by step: A simple guide and reference, 11.0
update, 4th Ed., Allyn and Bacon, Boston.

[46] Field, A. (2005). Discovering statistics using SPSS,
3rd Ed., Sage Publications, London.

[47] Amankwah, ]., Deh, I. Y., Agyemang, 1. K. (2013).
Demographic differences in the perceived best ways
of motivating employees. Int. ]. Innovative Res. Dev.,
2(8),414-421.

[48] Linz, S. ]. (2004). Motivating Russian workers:
analysis of age and gender differences. J. Socio-Econ.,
33(3), 261-289.

97

[49] Gaki, E., Kontodimopoulos, N., Niakas, D. (2013).
Investigating demographic, work-related and job
satisfaction variables as predictors of motivation in
Greek nurses. J. Nursing Manage., 21(3), 483-490.

[50] Urosevic, S. Milijicc N. (2012). Influence of
demographic factors on employee satisfaction and
motivation. Organizacija, 45(4), 174-182.

[51] Huddleston, P., Good, L. Frazier, B. (2002). The
influence of firm characteristics and demographic
variables on Russian retail workers’ work
motivation and job attitudes. Int. Rev. Retail Distrib.
Consum. Res., 12(4), 395-421.

[52] Kukanja, M. (2013). Influence of demographic
characteristics on employee motivation in catering
companies. Tourism Hosp. Manage., 19(1), 97-107.

[53] Wong, S., Siu, V., Tsang, N. (1999). The impact of
demographic factors on Hong Kong hotel employees’
choice of job-related motivators. Int. J. Contemp.
Hosp. Manage., 11(5), 230-242.



