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Abstract: This study aims to investigate the factors that influence job happiness among building
construction workers in Bangladesh. The research used a quantitative research design and collected data from 290
construction workers through a structured questionnaire. The collected data were analyzed using descriptive
statistics and structural equation modeling. The study used both primary and secondary data sources. In this study,
we used a structured questionnaire, with 1 indicating strongly disagree and 5 indicating strongly agree. A purposive
sampling technique was used to collect data from Bangladesh construction sector. The research findings revealed
several factors that contribute to the job happiness of construction workers. These factors include inspiration,
personal traits, and working condition. This study also revealed that moderating factors such as the monitoring
factor system can improve job happiness in this sector. Overall, the study suggests that employers in the
construction industry should focus on providing inspiration, personal traits, and working conditions to their
workers. By addressing these factors, construction companies can improve the job happiness of their workers,
which can lead to increased productivity.

Keywords: human relations, inspiration, job happiness, monitoring, personal traits, working condition,
construction worker, Bangladesh.
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1. Introduction

Job happiness is an essential factor in determining
the well-being and productivity of workers in any
industry. In the construction industry, job happiness is
important not only for the individual worker but also
for the success of the project and the safety of all those
involved. In the literature review, we will explore the
relationship between various factors, including human
relations, personal traits, working conditions,
inspiration, and monitoring, with job happiness among
construction workers. Human relations, including
communication, cooperation, and teamwork, have been
found to have a positive impact on job happiness
among construction workers [1]. Positive human
relations can enhance job happiness and promote a
sense of belonging among workers, leading to higher
levels of job happiness. Personal traits such as
optimism, self-efficacy and resilience have also been
found to be positively associated with job happiness
among construction workers. Workers who possess
these traits are better able to cope with job demands
and stress, leading to higher levels of job happiness.
Working conditions, including safety, equipment,
salary, workload, job security, and welfare facilities,
have also been found to be important predictors of job
happiness among construction workers [2]-[4].
Workers who have better working conditions are more
likely to experience positive emotions and job
fulfillment, leading to higher levels of job happiness.
Inspiration,  which  includes job  happiness,
organizational commitment, and work inspiration, has
been found to be positively associated with job
happiness among construction workers [4]. Workers
who are inspired by their work and committed to their
organization are more likely to experience job
fulfillment, leading to higher levels of job happiness.
Monitoring, which includes supervision, feedback, and
performance appraisal, has also been found to play a
positive role in promoting job happiness among
construction workers [5]-[6]. Workers who perceive
higher levels of monitoring are more likely to
experience positive emotions and job fulfillment,
leading to higher levels of job happiness.

Overall, these studies suggest that various factors,
including human relations, personal traits, working
conditions, inspiration, and monitoring, can have a

significant impact on job happiness among construction
workers. By understanding these factors, employers
can take steps to enhance job happiness, leading to a
more productive and safer work environment for
everyone involved.

1.1. Research Questions

v What are the factors that contribute to job
happiness among building construction workers in
Bangladesh?

v' What strategies can construction companies in
Bangladesh implement to improve the job happiness of
their workers?

v" How does the monitoring system as a
moderator of building construction workers in
Bangladesh influence their job happiness?

1.2. The Objective of the Study

The objective of the study on job happiness factors
affecting building construction workers is to identify
the key factors that contribute to the happiness of
workers in the construction industry. This study aims to
explore various factors such as inspiration, personal
traits, human relations, monitoring, and working
conditions that can influence the happiness of
construction workers.

2. Literature Review

2.1. Personal Traits and Job Happiness

Numerous studies have examined the relationship
between personal traits and job happiness. Positive
traits such as optimism, self-efficacy, emotional
intelligence, and work ethic have been found to be
associated with higher levels of job happiness. Self-
efficacy, which is the belief in one’s ability to perform
tasks successfully, has been found to be positively
associated with job happiness [7]. Emotional
intelligence, which refers to the ability to recognize,
understand, and manage emotions in oneself and others,
has also been found to be positively associated with job
happiness [8]. Workers with high emotional
intelligence are better equipped to manage workplace
relationships, handle stress, and communicate
effectively, leading to higher levels of job happiness.
However, not all personal traits have a positive
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relationship with job happiness. For example,
neuroticism, which is the tendency to experience
negative emotions, has been found to be negatively
associated with job happiness [9]. Similarly,
individuals with a low level of conscientiousness,
which refers to the tendency to be organized,
responsible, and reliable, tend to have lower levels of
job  happiness [10]. To conclude, personal
characteristics significantly impact job happiness.
Optimism, self-efficacy, emotional intelligence, and
work ethic have positive associations with job
happiness, whereas negative traits such as neuroticism
and low conscientiousness are negatively associated
with job happiness. Employers can enhance positive
personal traits by offering training, coaching, and
mentoring to cultivate more positive and gratifying
work atmosphere.

H1: There is a positive relationship between
personal traits and job happiness.

2.2. Human Relations and Job Happiness

Human relations involve how people interact within
an organization and their relationships with each other.
The concept of human relations is linked to job
happiness as it highlights the importance of
establishing a positive and supportive workplace where
employees feel respected and valued. Several studies
have investigated the connection between human
relations and job happiness. For instance, it was
revealed that job happiness was linked to social support
from colleagues and supervisors, which is a critical
element of human relations [11]. As found in [12], staff
who felt a sense of belonging to their organization were
more likely to be satisfied with their work,
demonstrating the significance of creating a favorable
organizational culture that promotes community and
belonging.  Additionally, according to [13],
communication, leadership, and teamwork were factors
that contributed to job happiness in the manufacturing
sector. These are all human relation aspects, implying
that developing positive work atmosphere that supports
teamwork, effective communication, and supportive
leadership can improve job happiness. As proposed in
[14], organizations can increase job happiness by using
the skills and commitment of their entire workforce,
which necessitates teamwork and collaboration, and
provides employees with a greater say in decisions that
impact their work. Job happiness can be enhanced by
being part of a team, tackling challenging and
innovative tasks, participating in decision-making, and
being acknowledged for outstanding accomplishments
[15]. To sum up, building positive human relations is
crucial for improving job happiness among employees.
Organizations that prioritize establishing a supportive
and favorable work environment, encouraging a sense
of community, and promoting effective communication,
leadership, and teamwork can boost job happiness in

their employees.
H2: There is a positive significant relationship
between human relations and job happiness.

2.3. Inspiration and Job Happiness

Job happiness and inspiration are important factors
that influence job happiness and employee well-being.
Research in this area has focused on exploring the
relationship between inspiration and job happiness as
well as identifying the factors that contribute to both
inspiration and job happiness. In this literature review,
we examine the recent research on inspiration and job
happiness, with a focus on studies published since 2021.
Recent research suggests that inspiration is positively
related to job happiness. For example, [16] found that
inspiration was positively associated with job
happiness among a sample of employees in the IT
industry in China. Another study [17] found that
inspiration mediated the relationship between job
resources and job happiness among Pakistani
healthcare workers. In addition, as found in [18],
coworker support, transformational leadership, and
meaningful work were all positively related to
inspiration among Chinese employees [19].

H3: There is a positive significant relationship
between inspiration and job happiness.

2.4. Working Conditions and Job Happiness

As stated by [14], the quality of working conditions
and workplace facilities plays a vital role in influencing
both job happiness and productivity. Employees are
increasingly inclined to change jobs in pursuit of better
working conditions. Hence, it is imperative to prioritize
the provision of satisfactory work conditions and
facilities to enhance job happiness. This was
exemplified in the research on job happiness among
South African Quantity Surveyors [15]. Despite
working in consistently unsafe conditions, a significant
number of respondents emphasized the significance of
secure working conditions.

H4: There is a positive relationship between
working conditions and job happiness.

2.5. Job Happiness

In addition to inspiration, several recent studies
have explored the factors that contribute to job
happiness. For example, as found in [19], job
autonomy, job happiness, and social support were all
significant predictors of job happiness among Chinese
employees. According to [20], job resources, job
demands, and job crafting were all important factors
that contributed to job happiness among Korean
employees. Recent research suggests that inspiration is
positively related to job happiness and that both
inspiration and job happiness are influenced by various
factors in the workplace. Factors such as workplace
spirituality, coworker  support, transformational
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leadership, meaningful work, job autonomy, job
happiness, social support, job resources, job demands
and job crafting have all been found to contribute to
inspiration and job happiness. These findings have
important implications for employers and managers
who seek to promote employee well-being and job
happiness.

2.6. Moderating Effect of the Monitoring Constructs
on Job Happiness

The moderating effect of monitoring job happiness
among Malaysian  construction  workers  was
investigated in [5]. The study found that monitoring
had a significant moderating effect on the relationship
between job happiness and turnover intention among
construction workers. Workers who perceived higher
levels of monitoring reported lower turnover intention,
indicating that monitoring can play a positive role in
promoting job happiness and job happiness among
construction workers. According to [6], the moderating
effect of monitoring was investigated on the
relationship between job stress and job happiness
among Korean construction workers. The study found
that monitoring had a significant moderating effect on
the relationship between job stress and job happiness.
Workers who perceived higher levels of monitoring
reported higher levels of job happiness, indicating that
monitoring can mitigate the negative effects of job
stress on job happiness. Overall, these studies suggest
that monitoring can have a positive moderating effect
on job happiness and job happiness among construction
workers. Workers who perceive higher levels of
monitoring are more likely to experience positive
emotions and job fulfillment, leading to higher levels
of job happiness.

H5: There is a positive relationship between
monitoring and job happiness.

H6: Monitoring constructs can moderate between
personal traits and job happiness.

H7: Monitoring constructs can moderate inspiration
and job happiness.

H8: The monitoring construct can moderate human
relations and job happiness.

H9: The monitoring construct
working conditions and job happiness.

can moderate

3. Research Method

3.1. Conceptual Framework

The objective of this research study is to determine
how five distinct factors, namely human relations,
inspiration, personal traits, and working conditions,
contribute to job happiness within the construction
industry in Bangladesh. To explore the impact of these
four factors (personal traits, inspiration, human
relations, and working conditions) on job happiness, a
single moderator, ‘monitoring,” was introduced to
examine the moderating effects. The model

representing these relationships is illustrated in the
accompanying Figure 1.

Fig. 1 Conceptual framework (SmartPLS 3.2.9)

3.2. Nature of Data, the Selection of Respondents,
and Sampling Technique

In this study, we decided to use primary data
because secondary data was deemed unsuitable. We
gathered perception-based data from 290 construction
workers in various districts of Bangladesh. We
employed purposive sampling to select the participants
because this study had a specific objective to achieve.
Purposive sampling is appropriate when researchers
need to collect specific preferred data from a particular
group of people who meet certain criteria set by the
researchers [21]. This sampling technique is convenient
when researchers use the sample to conform to specific
criteria [22]. We used this sampling technique to gather
data from construction workers who could provide us
with adequate information on various factors such as
human  relations, inspiration, job  happiness,
monitoring, personal traits, and working conditions as
perceived by them.

3.3. Demographic Information

A total of 290 respondents were deliberately
selected from diverse construction companies across
various districts in Bangladesh (n = 290). The
distribution of sample respondents based on
demographic factors, including gender, age, education
level, and years of experience in the sector, is presented
in Table 1 as part of the questionnaire.

According to the data presented in Table 1, it can be
observed that approximately 96% of the participants in
the study were males. The age distribution of the
respondents reveals that the largest portion, 145
individuals (50% of the total 290), falls within the age
range of 21-30. Additionally, Table 1 indicates that
45% of the respondents (131 individuals) have
completed their primary education, while 25% (73
individuals) have reached secondary or higher
education levels. Furthermore, it shows that 40% of the
respondents have accumulated 3-4 years of
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professional experience.

Table 1 Demographic information about the respondents

Number of respondents Percent

Male 218 96%

Gender Female 12 4%
Total 290

21-30 years 145 30%

31-40 vears 116 40%

Age of respondent 31 vears and above 2 10%
Total 290

Iiliterate a7 30%

Education status of Primary 131 45%

the respondent Secondary and Higher 73 25%
Total 290

1-2 vears 102 35%

3-4 years 116 40%

Experience 4 vears and above 73 5%
Total 290

3.4. Univariate Normality Test

According to [23], data is considered to exhibit
normal distribution if the skewness falls within the
range of -2 to +2 and the kurtosis falls within the range
of -7 to +7. In the current table, both the skewness and
kurtosis values fall within this threshold ranges. This
indicates that our data can be classified as normally
distributed.

Table 2 Descriptive statistics

N Mean 5td. Deviation Skenmess
Statistic Statistic Statistic Statisfic | Sed Eror
[ PTEL 250 3.843 758 -0.789 0.
PTED 250 3886 T4 103 0
PTE3 250 3743 78 073 0.
PTES 250 372 747 076 0.
ep 290 3.99 687 “0.64 0.
Tnsp 250 3.952 718 -0.604 0.
Tosp 250 4034 650 0617 [
Toepd 250 57 700 0657 0.
[Tnsps 290 4.00 711 ~0.699 0.
HRI 290 2.052 767 883 0.
HRL 250 57 .73 0,730 0.
HRS 250 214 3 0.366 0.
HRY 250 2114 £ 0972 0.
HRS 290 210 668 0.
WCl 250 3.40 864 .54 0.
WL 250 3262 54 39 [
We3 250 330 91 0321 0.
WCH 250 314 E5: 250 0.
WCs 290 3.252 5 0310 0.
THP 250 3.734 779 [
T2 750 3352 X 143 [0
TS 250 364 z 0645 0.
THP4 290 3.80 1302 0.
JEPS 290 3.762 697 0370 0.
on] 250 387 875 L1006 0.
o) 250 3559 514 093 0.
on] 250 3503 879 073 0.
ot 290 3732 597 0379 0.
Mon§ 250 3.597 535 0.3 0.

3.5. Multivariate Normality Test

To identify potential influential outliers in our
analysis, we conducted Cook’s distance analysis, as
illustrated in Figure 2. Cook’s distance can serve
multiple purposes, such as identifying noteworthy data
points that greatly impact the validity of the analysis or
highlighting areas in the dataset where collecting
additional data points would be beneficial.

Multivariate Normality by Cook's Distance
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Fig. 2 Multivariate normality

4. Results
4.1. Model Evaluation

4.1.1. The Measurement Model

Creating Validity and Reliability Table 3 displays
the AVE, CR, and Cronbach’s alpha results for
determining the research model’s convergent validity.
All latent variables or model constructs have AVE
values greater than 0.50. The values of AVE for human
relation, inspiration, job happiness, monitoring,
personal traits and working condition are 0.725, 0.821,
0.841, 0.637, 0.789, and 0.755, respectively because
the AVE values for all constructs are greater than or
equal to 0.50, which is acceptable. All model
constructs have CR values greater than or equal to 0.80
(0.929, 0.958, 0.941, 0.839, 0.937, and 0.939). Because
the CR value is greater than or equal to 0.80, it is
acceptable. Cronbach’s alpha, on the other hand, was
used to assess the internal reliability of the model
structures. Cronbach’s alpha results are shown in Table
4 (0.906, 0.945, 0.905, 0.75, 0.911, 0.919) and they are
all acceptable because they are greater than or equal to
0.70. These findings indicate a strong relationship
between the model construction’ indicators (see Table
4). Furthermore, as shown in Table 3, the convergence
validity of all model constructs is determined by
examining their loading values; according to [24], the
loading values of the constructs for each indicator of
the latent variable should be greater than >0.70 [25]. In
this study, four items were eliminated because of their
lack of factor loading values (ILV=0.60 -0.70). After
the aforementioned items were removed, the structural
model was run to determine the influential factors that
actually cause the happiness of construction workers in
Bangladesh. Also, these findings support the research
model’s convergence validity, indicating a high level of
correlation between all construct indicators (Table 3).

Table 3 Exploratory factor analysis with indicator reliability and
model fitting information (SmartPLS software 3.2.9)

Factor Factor

Wame Indicator Loadine sSM sD T value ji:d ca CR AVE
HR.1 < Humzn Relabion 0.875 0.801 0.184 4743 0.766
HF2 < Human Relation 0524 | 0765 | odst | 4470 | 067
Duman "5 Fomen Relation 051 | 0784 | 0079 | a7es | 0724 | 006 | 0529 | o7s
HE4 = Humzn Relation 0.888 0.811 0.183 4838 0.789
HRS < Humen Relation 0516 | 0756 | 0173 | 4545 | oses
Trspl < [ospirati 0531 | 0531 | oonl | sisu | ose?
Tnsp < nspirati 0536 | 0936 | oot | oress | oste
Inspiration | Inepd < 0.889 0.888 0.018 48967 0.790 0945 0.938 0821
Inspd < Inspiration 0924 0923 0.013 70310 0854
InspS < 0.848 0.846 0.024 36.089 0.719
TEP1 < Tob Happiness 0528 | 0928 | 0011 | sesu | 08el
e o | T2 < o Happiness 0895 | 0898 | 0015 | 60466 | 0.808 | 0505 | 0s41 | osn
JHPS =- Job Happmess 0.924 0.923 0.015 61.723 0.854
Mon2 = M 0.831 0.753 0.209 3976 0.691
Mon? <- Maoni 0700 | 0626 | 0242 | 288 | 0450 | 075 | 083 | 067
Moot < Monitoring 08¢ | o778 | 0213 | son | o7
PTE] < Persomal Traits 0506 | 0504 | oows | s | osa
p;‘.!qc{al PTE2 < Perzonal Traits 0.886 0883 0.023 38713 0. EB,{ 0911 0937 0789
Taits PTES <- Personal Traits 0874 0872 0022 40383 0.764
PTEA4 <- Personal Traits 0.886 0.886 0.018 49.702 0.785
WC < Working Condifion. | 0692 | 0892 | 0016 | 57.368 | 0.796
- WCZ = Working Condition. 0.886 0.885 0.015 38.404 0.785
oVort? | W3 < Werkine Condition | 0882 | 0882 | 0016 | 53477 | 0778 | 019 | 0339 | 0735
WC4 < Working Condition. | 0624 | 0823 | 0025 | 33367 | 067
WCS <. Working Condition | 0660 | 0859 | 0020 | 4312 | 0740
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Table 4 Reliability indexes and criteria (SmartPLS software 3.2.9)

Reference
ngle et al. (2012), Sarstedt et al. (2017)
2013

Reliability Indexes Criteria
| AVE =0.50 | Hair
CR =0.80 €
| Alpha =070 | 2008)
ILV 0.60 to 0.70 | Hair 1.(2012)
IR =0.40 Hulland, J. (1999).

Notes: AVE - average variance extracted; CR - composite
reliability; o — the Cronbach alpha; ILV - indicator loading value;
IR - indicator reliability

Table 3 also indicates that all T-statistic values were
larger than 2.33 at the 1% level of significance, proving
that the outer model loadings are highly significant.
Therefore, our SEM model can be accepted based on
the above evidence. Generally, a global goodness fit
(GoF) measure can be conducted for path modeling,
defined as the geometric mean of average commonality
and average R”"2 (particularly, endogenous variables)
[26].

Formula for calculating GoF = Y (AVExR"2)

In this study, the GoF value was 0.49 (R"2 = 0.316,
average AVE = 0.76. Therefore, as evident, the value
of GoF exceeded the largest cutoff value (0.36),
indicating that the proposed model of this study had
better explanation power than that based on the
recommended values of GoF small = 0.1, GoF medium
= 0.25, and GoF large = 0.36 [27].

4.1.2. Discriminant Validity

For determining the discriminant validity of the
model constructs based on the Fornell-Larker criterion,
the researchers compared the values of the square root
of AVE of each latent variable, which must be higher
than its correlations with all other latent variables. The
square roots of the AVE coefficients should be
confirmed in the correlation matrix and the diagonal
[28]. As revealed in Table 5, the discriminant validity
established that AVE root square values are higher than
correlations with any other constructs or latent
variables of the model.

Table 5 Discriminant validity (SmartPLS software 3.2.9)

1 2 3 4 5 6
1. Human Relations 0.851
2. Inspiration 0.094 0.906
3. Job Happiness 0.069 0.406 0.917
4. Monitoring 0.038 -0.012 0.106 0.798
5. Personal Traits 0.063 0.468 0.332 0.05 0.888
6. Working Condition 0.019 0.24 0.431 0.015 0.124 0.869

4.1.3. HTMT Analysis

Table 6 HTMT test (SmartPLS software 3.2.9)

1 | 2 [ 3 4 3 6

1
2. Ins

3. Job Happiness 0.076 0.436
4. Monitoring 0.043 0.053
5. Personal Traits 0.071 0.499
6. Working Condition 0.050 0.260 0468 | 0.039

4.2. Common Method Bias Test

Variance inflation factors (VIFs) range from 1 to 10
and upward. The VIF tells us what percentage of
variance is inflated for each coefficient. In interpreting
the variance inflation factor, generally, 1 represents not

correlated, 1-5 moderately correlated, and greater than
5 represents highly correlated [29]. To examine the
influence of multicollinearity among the variables,
VIFs were calculated and found to have a maximum
value of 1.63 (Table 7), which is at a permissible limit
as recommended by [29]. Thus, there is no
multicollinearity problem in the factors. A VIF larger
than 3.3 is said to be a sign of pathological collinearity
and a sign that a model might have common method
bias. Here, our model (Table 7) is said to be free of
common method bias because the values of all VIFs
are equal to or lower than 3.3 [30].

Table 7 Regression weight (SmartPLS 3.2.9)

Eypothesss Beta | SM | SD | LL | UL
Parsomal Trai= > Jab

T Deci
Statistics | Vahies BESIAN | gomare

0.16% | @173 [ 0055 | 0061 (0273 3.084 0.002 | Suppested | 0.033 | 1286

0241 0239 | 0.060 | 0125 | 0362 4.038 0.000 | Supposted | 0.063 | 1.348

—c Not
Hapmin 0026 | 0033 [ 0061 | -0.146 [ 0.100 0415 0.675 s ed

»
Weddng Condition > | 0350 | 0346 | 0.055 | 0239 0455 | 6378 | 0.000 | Supported | 0169 | 1062

Not
Supported

002 | 1011

ol
Lh;'?:nmf > Tch 009 0104 [ 0054 | D157 | 0155 1738 0082 0.023 | 1.006

R Square 0316
SRME. 0.043

QF value 0.255
Notes: SRMR < 0.08 [31]; R®> 0.30 [28]; Q*Value > 0 [32]-[33];
Collinearity Statistic (VIF) < 3 [34]

4.3. Structural Model Assessment

The structural model can be examined by
incorporating the estimation of the path coefficients
and the variance explained (R* values). Specifically, we
measured all the relationships of the hypothesized
model by describing un-mediating relationships
separately. Moreover, using the bootstrapping
technique with (5,000 re-samples), we generated
coefficients and t-statistics. The structural model
represents the path coefficients among the dependent
and independent constructs. This model suggested that
four independent factors, human relations, inspiration,
personal traits, and working conditions, were
considered to relate to job happiness in construction
workers in Bangladesh. Also, a single mediator
construct (monitoring) was considered to relate to job
happiness. As per our analysis of variance-based SEM
using SmartPLS, the findings revealed that all
hypotheses were supported except H3. Further, those
corresponding relationships produced t-values higher
than 1.96 at a 5% level of significance.

After applying structural equation modeling through
SmartPLS software, personal traits were significantly
positively related to job happiness (B = 0.169, t =
3.084, p < 0.01), inspiration was significantly
positively related to job happiness (B = 0.241, t =
4.038, p < 0.01), and working condition was
significantly positively related to job happiness (B =
0.350, t = 6.378, p < 0.01). So, our hypotheses H;, H,,
and H, were supported. But Human Relations and
Monitoring were not had significant relationships with
Job Happiness (B = 0.026, t = 0.419, p > 0.05), and (B =
0.094, t = 1.738, p > 0.05), respectively. Thus, our
hypotheses Hz and Hs were supported.

As suggested in [35], R? values for endogenous



182

latent variables are considered 0.26 (significant), 0.13
(reasonable), and 0.02 (insignificant), whereas [36]
recommended R? values for endogenous latent
variables as 0.67 (significant), 0.33 (reasonable) and
0.19 (insignificant). Table 7 indicates that the
coefficient of determination (R?) is 0.316 for the
dependent variable, i.e., Job Happiness, explaining that
the five independent variables can explain 31.6% of the
variance of Job Happiness for Bangladeshi construction
firms. This result is accepted in compliance with [35].

The predictive variables in this model are
characterized as having small, medium, or high impact
sizes based on f2 values of 0.02, 0.15, and 0.35,
respectively [35]. This model’s results indicate that all
associations are extremely influential since all 2
values are more than 0.02.

Here, the model fit information shows that the
standardized root mean squared residual (SRMR) is
0.043, which is also less than the suggested good fit to
the data [31] (SRMR < 0.08)]. The fit indices showed a
good model fit for the data (Table 7). When PLS-SEM
exhibits predictive relevance, it can well predict the
data points of indicators. A Q? value larger than zero
(Q? value > 0) for a certain endogenous latent variable
indicates that the PLS path model has predictive
relevance for the constructs [37]. Table 7 shows that
the four independent constructs were relevant to the
single-dependent construct (Job Happiness) because
the Q° value is greater than zero.

Mons

wes

~ Fig. 3 Path model (SmartPLS 3.2.9)

4.4. Moderating Effect

When considering the moderator construct
‘monitoring’, it was revealed that the monitoring
variable dampens the positive relationship between
personal traits, human relations, working conditions,
and job happiness. On the other hand, monitoring
strengthens  the positive relationship  between
inspiration and job happiness. Therefore, Hg, Hg and Hy
were supported.

Path coefficients with moderating variables The figure for moderating variables

Variable names:
I dent variable HR
Moderator: Monitoring =
Dependent variable TH : —— e S
T dardized Regression Coefficients:
HR-->JH 0.047
ttoring-->JH 0.093
Low HR High HR
HR x Monitoring-->JH -0.117
Figure 02: Human relation and job happiness
Variable names:
I dent variable Insp
Moderator: Monitoring =
Dependent variable TH v
Unstandardized Regression Coefficients: e
Insp-->JH 0230
toring—>JH 0.098 \
Insp x Monitoring-->JH 0.111 Low Ins High Ins
Variable names
Independent variable: PTE
d Monitoring =
Dependent variable JH . e wans 2 073,
L dardized Regression Ci o
PTE-->JH 0.165
ing-—->JH 0.098
PTE _x_Monitoting-->JH 0023 Low PTE High PTE
Variable names:
Independent variable: wC
Moderator: Monitoring = .
Dependent variable JH i
Unstandardized Regression Coefficients:
WC--=TH 0.344
Monitoring-->JH 0.098 Low We High wc
WC x Monitoring-->JH -0.142

Fig. 4 Monitoring effects for research variables

5. Discussion

The research findings largely correspond to prior
research, providing further validation for existing
knowledge regarding job happiness. Specifically, we
observed a significant positive correlation between
personal traits and job happiness, which is consistent
with the findings of [7]-[10]. This suggests that
individual characteristics, such as personality traits,
strongly influence job happiness. Furthermore, we
discovered a substantial positive association between
inspiration and job happiness, supported by the
research of [16]-[18]. This indicates that experiencing
inspiration at work has a beneficial impact on job
happiness.

Additionally, our study reveals that favorable
working conditions have a significant positive effect on
job happiness, in line with studies by [14] and [15].
This highlights the importance of comfortable physical
surroundings in promoting individual job happiness.
However, we unexpectedly found little impact on job
happiness  regarding interpersonal  relationships,
contradicting the results of other studies. This
emphasizes the need for further research into the
dynamics of interpersonal relationships and their
influence on job happiness.

Regarding  moderating  effects, our study
demonstrates that monitoring plays a crucial role in
strengthening the relationships between human
relations, inspiration, working conditions, and personal
traits, which is consistent with the research conducted
by [7]-[10], [14]-[18]. This implies that effective
monitoring enhances the impact of these factors on job
happiness, underscoring the significance of supervisory
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practices in establishing a positive work environment.

This study aligns with previous research by
confirming the positive relationships between personal
traits, inspiration, and working conditions and job
happiness. However, our finding of an insignificant
influence of human relations on job happiness provides
a fresh perspective. Additionally, we emphasize the
significant moderating effect of monitoring on the
relationships between various factors and job
happiness, reinforcing the notion that effective
monitoring practices can enhance job happiness.
Further research is necessary to deepen our
understanding of these relationships and explore other
potential factors that contribute to job happiness among
individuals in different contexts.

5.1. Managerial Implications

As revealed, several management ramifications
from the study on job happiness elements impact
building construction workers that might enhance the
overall satisfaction and productivity of workers in the
construction sector. Clear objectives should be set by
managers and reflect their employees’ beliefs and
aspirations. To promote employee engagement and
motivation, they should also offer chances for
advancement and development, rewards for excellence
in work, and open lines of communication. By
providing sufficient safety supplies and training as well
as making sure that the working environment is secure
and comfortable, managers should place a high priority
on the welfare of their employees. They should also
guarantee that workers have access to the tools and
equipment they should perform their tasks properly and
efficiently. By developing a culture of support,
acknowledgment, and personal growth, managers may
encourage good personality qualities such as resilience,
flexibility, and positivism. Through instruction,
coaching, and mentoring, they may help employees
acquire these qualities. Managers in the construction
sector may use these elements as a general framework
for building a positive and fulfilling workplace that
encourages employee satisfaction and job happiness.
By doing this, they may raise the organization’s bottom
line by enhancing productivity and decreasing
turnover.

5.2. Practical Implications

The study has some useful ramifications that
construction  businesses could consider  when
promoting the well-being and happiness of their
workers at work: each unique attribute of the output
have already been covered. As a result, employers may
think about selecting workers who have a good attitude
and motivation for their work. To help staff members
enhance their abilities and confidence, they may also
provide training and development programs, which can
improve their happiness at work. Working conditions
are the second discovery. By doing this, businesses

may guarantee that the workplace is secure, orderly,
and furnished with everything needed for workers to do
their jobs well. The provision of suitable safety gear
and financial support for facility upkeep and
maintenance may both enhance employee well-being.
The third factor is inspiration. As a result, businesses
may aid workers in discovering meaning and purpose
in their jobs by offering them chances for professional
growth and recognition. The development of a strong
business culture and mission statement may also assist
employees in making a connection with the bigger
picture of their job. Monitoring is the last moderating
component. As a result, businesses can effectively
monitor and oversee employees and offer regular
feedback and assistance. Employee motivation may be
boosted by setting clear standards, mentoring, and
rewarding good work. Additionally, variables including
job  happiness, character qualities,  working
environment, and motivational factors may function as
moderators of the observation factor. Finally, we draw
the conclusion that construction businesses may foster
a productive work environment that is advantageous to
both the employees and the business as a whole by
emphasizing the health and happiness of their
employees while they are at work.

5.3. Limitations and Further Scope for Research

It is important to acknowledge the limitations of this
study, which was conducted in a single nation, as it
poses several significant constraints. To gain a more
comprehensive understanding, it is essential to
compare the findings with studies conducted in
different countries and cultural contexts. This will
allow for a more robust analysis of workplace
happiness among construction workers on a global
scale. Additionally, while the study examined
numerous work satisfaction variables that are
applicable to real-life business settings, there may be
other variables that were not explored in this research.
Exploring additional moderating variables in future
studies can provide further insights into the factors that
influence workplace happiness among construction
workers. The authors of this study encourage future
researchers to consider these limitations and build upon
them to enhance the knowledge surrounding the
happiness of Bangladeshi construction workers in their
work environment. Conducting further research will
contribute to a more comprehensive understanding of
the subject and facilitate the development of targeted
strategies and interventions to improve job happiness
and well-being within the construction industry in
Bangladesh.

6. Conclusions and Recommendations
The study conducted on job happiness factors
affecting building construction workers reveals that
multiple elements play a role in shaping their overall
job happiness. One significant factor is inspiration, as
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workers who find motivation and inspiration in their
work tend to experience higher levels of job happiness.
This can be fostered through the establishment of clear
goals and objectives, providing opportunities for
personal growth and advancement, and recognizing and
praising exemplary performance. When workers are
inspired, they are more likely to feel a sense of purpose
and satisfaction in their roles.

Building construction employees’ job happiness is
significantly impacted by their working circumstances
as well. Higher levels of employee happiness are
correlated with access to secure and enjoyable working
surroundings, suitable tools and equipment, and helpful
coworkers. Employees’ general happiness with their
jobs is significantly impacted when they feel safe and
supported at work. Furthermore, among building
construction employees, fair pay, benefits, and job
security have a big impact on their happiness at work.
Employees are happier and more satisfied in their jobs
when they are paid fairly for their work and have a
secure position. Personal qualities such as resiliency,
flexibility, and optimism are also critical for happiness
at work.

Workers that possess these traits are better equipped
to handle the difficulties typical of the building
construction sector, such as long hours, physically
taxing activities, and tight deadlines. When people
have these qualities, they are better able to deal with
challenges and have a positive view, which increases
their enjoyment at work. In conclusion, it is feasible to
raise the job happiness of building construction
employees by putting an emphasis on elements such as

boosting motivation, improving working
circumstances, and nurturing personal traits that
promote resilience and optimism. Managers and

employers may use these components as a roadmap to
develop a happy and productive workplace that
benefits both workers and the company as a whole.

Workers that possess these qualities are better
prepared to deal with frequent issues in the building
construction industry, such as long hours, labor
demands, and tight deadlines. People that possess these
characteristics are better at dealing with problems and
have a positive attitude, which boosts their love for
their profession. To summarize, increasing job
happiness in the construction business is achievable by
concentrating on components such as raising
motivation, improving working circumstances, and
cultivating character attributes that foster resilience and
optimism. These factors may be used as a guideline by
managers and employers to build a productive
workplace that benefits both employees and the firm as
a whole. Organizations may foster an environment in
which employees feel valued, motivated, and pleased
by prioritizing these qualities, which leads to increased
productivity and overall success.
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