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Abstract 
Motivation is essential because labour performance depends on motivation. The study presents vital motivation factors influencing labour productivity and the relationship between social compliance, motivation, and productivity for decision-making. The construction industry in the U.K. is to become the largest construction market by 2030. However, construction productivity in the U.K. is low relative to other industries, resulting in a skilled labour shortage and low productivity growth. Hence, the opportunities for research to improve productivity in constructing for the future through motivation by social compliance. The study conducts a critical literature review of 32 significant motivation and productivity articles from construction and other industries in an online database to identify 31 factors. The findings indicate that motivation mediates social compliance and productivity.  The study developed a conceptual motivation framework that indicates a positive relationship with motivation, social compliance, and productivity. The next stage is empirically testing the framework on sites.    
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Introduction    
The bond between motivation and labour productivity is widely accepted. Enhancing labour motivation is vital to maximising productivity (Khan et al 2013). Social compliance enhances motivation (Razzaue and Eusuf 2007; Alam and Alias 2018). For effective management in constructing the future to improve productivity, it is imperative to understand factors with an edge to motivate labour. The construction industry essentially contributes about 6–10% of the GDP to many country's economies (Naoum 2016; Alaghbari et al 2019). In 2018 the industry contributed about 6% of the U.K.'s total economic output (Rhodes 2019). For management in constructing for the future to achieve the U.K. becoming the largest construction market by 2030 (Hairstans and Smith 2018), the government has called to cut the cost of construction by 33% and deliver 50% faster projects by 2025 (Rhodes 2019; Noruwa 2020). Additionally, construction productivity in the U.K. is low relative to other industries affecting skilled labour shortage and productivity growth (Jarkas and Radosavljevic 2013), which presents a significant opportunity to study to improve productivity. 

However, the importance of productivity to the economy has led to this area being researched. For instance, Olomolaiye (1990), cited in AlAbbadi (2020), identified supervision and management as the most influential factors. Maloney (1983) cited in AlAbbadi (2020), rewards systems and job security were identified to increase productivity. Sweis et al (2008) investigated factors affecting baseline productivity in the U.K., U.S.A. compared with Jordan, while Ejohwomu et al (2008) studied the impact of multiskilling on the U.K. workforce. Jarkas (2015) identified design errors, change orders and supervision as the most impactful factors. Alaghbari et al. (2019) in Yemen presented work experience, materials shortage, and site management as impactful factors. El-Gohary and Aziz (2014) ranked the management category the highest in Egypt. Johari and Jha (2020) in India presented feelings of accomplishment and respect the highest. Additionally, (Thomas and Yiakoumis 1987; Sonmez and Rowings 1998 cited in AlAbbadi 2020), and Kisi et al (2017) discussed proposing a framework to identify productivity factors. Jalal and Shoar's (2019) framework to model factors affecting productivity, the framework was not purely motivation. The DEMETEL used for factor reduction by (Ohueri et al 2018; Jalal and Shoar 2019) is complicated (Lin and Tzeng 2009). Eze et al (2020) motivation framework considered only tradespeople's views, and Alabbadi's (2020) motivation framework to enhance productivity in Jordan, the 'Rotated Component Matrix' used to design the framework has 19 variables. However, 20 variables reported in the framework need clarifying.

Though previous studies identified many factors influencing productivity, the effect of social compliance on productivity through motivation is limited compared with other industries (Alam and Alias 2018). Lack of motivation negatively influences productivity (Jalal and Shoar 2019). Several studies on productivity are classified as information technology (El-Mashaleh et al 2007), project delays (Sweis et al 2008) and health and safety (El-Mashaleh et al 2010). The studies on productivity mostly focused on external factors like health and safety, weather, materials, and technology (Sweis et al 2013). Additionally, the frameworks presented could be clearer hence the need for a simple and accurate framework to fill the above knowledge gap through social compliance (Alam and Alias 2018). The aim of the study is to identify the motivation factors that influence labour productivity to develop a conceptual motivation framework to improve construction labour productivity in the U.K. These factors are worth researching because they may lead to a deeper understanding of improving productivity. Automating construction tasks that could improve productivity seems unlikely except for prefabrication and tools due to a lack of capital investments (Kazaz et al 2008). The study grouped the motivation factors into four classifications and established the relationships between motivation, social compliance, and productivity for the development of the framework. 
Research Methodology 
The study employed a critical literature review to identify the motivation factors influencing productivity. The review process was governed by search and selection criteria adopted by Sadiq et al (2021) that helped arrive at the most pertinent papers to conduct the review on motivation and productivity and establish the research gap. The study searched construction and other industry journals publishing productivity books, articles, conferences and dissertations from Google Scholar, EBSCOhost, Springer, Scopus, Elsevier, and Emerald. The title, abstracts, findings, and conclusions relevant to the keywords were examined and selected the one with keywords. The 32 pertinent papers were reviewed to identify 31 factors mapped into four groups adopted from Kazaz et al (2008) are the most cited groupings that relate to the current research work derived by Vroom (1964); organisation, economic, physical, and physiological factors, which worked as (social compliance variables), productivity as (dependent variables) and motivation as (mediation variables). The study established a positive relationship between social compliance and motivation as hypothesis (H1), a positive relationship between social compliance and productivity as (H2) and a positive relationship between motivation and productivity as the (H3) for the framework.
Motivation Factors
Organisation factor
The organisation environment refers to how work is organised, the company's culture, and leadership (Hoel and Salin 2003). Productivity improvement has a link with the quality of management. What dictates a site to be productive is that the management understands productivity and how it can positively influence it (Alabbadi 2020). The review identified nine organisation factors from previous articles detailed in Table 1.1. Compliance with these factors could drive motivation. Together these factors with economic, physical, and physiological factors could drive motivation and productivity.                                                                  Table 1.1: Organisation Motivation Factors    

	Item
	Organisation motivation factors
	Articles

	1
	Working in a safe workplace
	(Aiyetan and Olotuah 2006; Alaghbari et al 2019; Eze et al 2020; Ohueri et al 2018; Borcherding and Garner 1981; Cherian and Jacob 2013; Njambi 2014; Andrew-Martin 2005; Lindner 1998; Chandrasekar 2011)

	2
	The style of the supervision
	(Kazaz et al 2008; Jarkas and Radosavljevic 2013; AlAbbadi 2020; Eze et al 2020; Ailabouni et al 2007; Jarkas et al 2015; Mahamid et al 2013; Rakib et al 2020; Abukhait and Pillai 2017; Alaghbari et al 2019; Noah and Steve 2012; Nasr et al 2020; Andrew-Martin 2005; Chandrasekar 2011)   

	3
	Provision of training facilities
	(Kazaz et al 2008; Khan et al 2013; AlAbbadi and Agyekum-Mensah 2019; Eze et al 2020; Ohueri et al 2018; Cherian and Jacob 2013; Abukhait and Pillai 2017; Chandrasekar 2011)  

	4
	Timely delivery of materials
	(Kazaz et al 2008; Jarkas and Radosavljevic 2013; Alaghbari et al 2019; AlAbbadi 2020; Jarkas et al 2014; Eze et al 2020; Borcherding and Garner 1981; Ugulu et al 2019; Chandrasekar 2011; Rakib et al 2020)  

	5
	Timely response to requests for information
	(Hiyassat et al 2016; AlAbbadi 2020; Jarkas et al 2014; Jalal and Shoar 2019; Mahamid et al 2013; Jarkas et al 2015; Rakib et al 2020; Lorincová et al 2019) 

	6
	Clear communication
	(Hiyassat et al 2016; Naoum 2016; Mahamid et al 2013; Noah and Steve 2012; Lorincová et al 2019) 

	7
	Provision of welfare facilities
	(Ugulu et al 2019; Chandrasekar 2011)   

	8
	The image of the company
	(Aiyetan and Olotuah 2006; Lorincová et al 2019) 

	9
	Availability of logistics supports
	(Alaghbari et al 2019; Eze et al 2020; Hossain and Roy 2016; Borcherding and Garner 198; Chandrasekar 2011; Rakib et al 2020)  




Economic factors
The construction industry is essential and affects every country's GDP. The industry contributes about 6–10% to many countries' economies, promotes employment growth, and links other industries (Dixit et al 2017). In 2018 the industry contributed 6% of the total economic output of the U.K. economy (Rhodes 2019). The critical literature review identified four major economic factors from previous articles detailed in Table 1.2. Compliance with these factors could drive motivation. Together these factors with the organisation, physical, and socio-psychological factors could increase motivation and give higher productivity.                                                                   Table 1.2: Economic Motivation Factors

	Item
	Economic Motivation Factors
	Articles

	1
	Financial package (Incentive payments, pay on time, commission, sharing profit, bonus)
	(Aiyetan and Olotuah, 2006; Kazaz et al 2008; Jarkas and Radosavljevic 2013; Khan et al 2013;  Zakeri et al 1997; Hiyassat et al 2016; AlAbbadi and Agyekum-Mensah 2019; AlAbbadi 2020; Jarkas et al 2014; Eze et al 2020; Gichunge and Musungu 2010; Widanagamachchi 2015; Ohueri et al 2018; Ailabouni et al 2007; Jarkas et al 2015; Mahamid et al 2013; Noah and Steve 2012; Samuel and Chipunza 2009; Abukhait and Pillai 2017; Njambi 2014; Hossain and Roy 2016;  Lindner 1998; Lorincová et al 2019; Chandrasekar 2011)  

	2
	Fringe benefits - provision of transport, telephone services, social Insurance, free medical facilities
	(Aiyetan and Olotuah 2006; Gichunge and Musungu 2010; Njambi 2014; Hossain and Roy 2016; Lorincová et al 2019) 

	3
	Having a safely secured job
	(Eze et al 2020; Gichunge and Musungu 2010; Samuel and Chipunza, 2009; Lindner 1998; Hossain and Roy 2016; Lorincová et al 2019)

	4
	Opportunity for promotions 
	(Aiyetan and Olotuah 2006; Zakeri et al1997; Eze et al 2020; Ugulu et al 2019; Lindner 1998) 

	5
	Provision of retirement benefits
	(Widanagamachchi 2015; Samuel and Chipunza 2009)   




Physical factors    
Physical factors refer to the work itself, a decent job, interest in work and many others detailed in Table 1.3. The literature review identified four major physical factors. Compliance with these factors could drive motivation. Together with organisation, economic, and physiological factors could drive motivation and higher productivity.
Table 1.3: Physical Motivation Factors

	Item
	Physical Motivation Factors
	Articles

	1
	Nature of the work itself 
	(Aiyetan and Olotuah 2006; Zakeri et al 1997; AlAbbadi and Agyekum-Mensah 2019; Lorincová et al 2019; Njambi 2014; Widanagamachchi 2015; Kazaz et al 2008)  

	2
	Flexible working hours conditions
	(Chandrasekar 2011; Samuel and Chipunza 2009; Abukhait and Pillai 2017)

	3
	Moving labour between different tasks 
	(Kazaz et al 2008; Khan et al 2013; Andrew-Martin 2005; Alam and Alias 2018; Hossain and Roy 2016) 

	4
	Performance feedback information
	(Chandrasekar 2011; Lorincová et al (2019) 




Physiological / Socio-psychological factors   
The physiological needs include the basic needs required for any person’s survival (Maslow 1943 cited in AlAbbadi 2020). In this framework, the physiological factors refer to the relationship between workmates and management, participation in decision-making, and many others, detailed in Table 1.4. The study identified 13 physiological factors from previous articles.  Compliance with these factors could enhance motivation. Combining these factors with organisational, economic, and physical factors could drive motivation to higher productivity.  
Table 1.4: Socio-Psychological Motivation Factors  

	Item
	Socio-psychological Motivation Factors
	Articles

	1
	Relationships among workmates and management
	(Aiyetan and Olotuah 2006; Zakeri et al 1997; AlAbbadi and Agyekum-Mensah 2019; Jarkas et al 2015; Mahamid et al 2013; Samuel and Chipunza 2009)

	2
	Work appreciation or recognition 
	Aiyetan and Olotuah 2006; Zakeri et al 1997; Eze et al 2020; Widanagamachchi 2015; Samuel and Chipunza 2009; Njambi 2014; Hossain and Roy 2016; AlAbbadi and Agyekum-Mensah 2019; Lindner1998; Chandrasekar 2011; Lorincová et al 2019)

	3
	Provision of health and safety facilities 
	(Aiyetan and Olotuah 2006; Eze et al 2020; Kazaz and Acıkara 2015; Ugulu et al 2019; 2011; Samuel and Chipunza 2009; )  

	4
	Ability to take part in decision making
	(AlAbbadi and Agyekum-Mensah 2019; Jarkas et al 2014; Samuel and Chipunza 2009; Lorincová et al 2019)  

	5
	Multiple skills for different tasks
	(Alaghbari et al 2019; Eze et al 2020; Naoum 2016; Ailabouni et al 2007; Mahamid et al 2013; Rakib et al 2020)  

	6
	Feelings of work accomplishment 
	(Aiyetan and Olotuah 2006; AlAbbadi 2020; Ohueri et al 2018; Johari and Jha 2020; Nasr et al 2020; Njambi 2014) 

	7
	Equal opportunities and fair treatment 
	(Hossain and Roy 2016; Lorincová et al 2019) 

	8
	Support from team members
	(Hiyassat et al 2016; Eze et al 2020; Cherian and Jacob 2013; Lorincová et al 2019)

	9
	Value and respect for one another
	(Lorincová et al 2019; Johari and Jha 2020) 

	10
	Freedom of choosing how to achieve tasks
	(Samuel and Chipunza 2009) 

	11
	Able to come out with innovative ideas 
	(Samuel and Chipunza 2009; Chandrasekar 2011; Lorincová et al 2019)

	12
	Free time or vacation 
	(Lorincová et al 2019)

	13
	Attendance at social functions
	(Suryani et al 2020)




SOCIAL Compliance - Motivation - Productivity
Social compliance implies conformity to standards. The standards comprise the relevant regulations of the respective country, ILO conventions regarding labour standards and rights, fair labour practices, working conditions, building standards, health and safety measures, and code of conduct (Alam and Alias 2018). Up-holding social compliance is a significant competitiveness factor that improves motivation and productivity (Razzaue and Eusuf 2007; Moazzem and Sehrin 2016). Rahman and Hossain (2010) affirmed that compliance improves productivity. However social compliance that could improve motivation and productivity has yet to become reality on sites. The management may need the knowledge and skills to implement desired compliance standards (Ullah et al 2013). This study addresses how compliance with motivation factors establishes positive relationships with motivation and productivity to influence management decision-making to improve productivity in the construction industry. The organisation, economic, physical, and socio-psychological factors (social compliance) identified worked as (independent variables), and whether social compliance has a positive relationship with productivity through motivation (mediating variables) and a positive relation with productivity (dependent variables).  
Motivation factor

Motivation is a process which activates productivity (Griffin and Moorhead 2011 cited in AlAbbadi 2020), describes motivation as a force that causes a person to engage in a particular behaviour. Motivation factors differ; therefore, labour is motivated by different motivators (Lunsford, 2009). Labour is motivated by intrinsic and extrinsic. Intrinsic motivation is performing tasks that lead to satisfaction (Herzberg1966 cited in AlAbbadi 2020). Conversely, incentives achieve extrinsic motivation (Herzberg 1966). Extrinsic motivators consist of financial rewards, bonuses, and benefits. Labour is intrinsically motivated when seeking self-expression, satisfaction, and exciting work. It is a desire that performs a job without external incentive (Herzberg 1966). Identifying motivation factors for compliance could be challenging, involving many intrinsic or extrinsic factors. What motivates one labour will not necessarily motivate another (AlAbbadi 2020); hence, this study focused on motivation factors that influence labour productivity on construction sites in the U.K. to establish the relationship between motivation, social compliance, and productivity.  
Labour Productivity factor

There are many deﬁnitions for productivity; however, they all broadly say the same thing. It is the input and output, where output implies the product produced and input implies resources such as labour, capital, technology, and materials for outputs (Saha and Mazumder 2015). Productivity is an economic concept defined as a ratio volume measure of outputs to a ratio volume measure of inputs (Hiyassat et al 2016). The industry depends on both inputs and outputs to complete projects. Combining these inputs drives companies to generate outputs (Saha and Mazumder 2015). The primary input to improved productivity in construction is labour (Swies et al 2013; Kisi et al 2017). The study proposed labour productivity despite the advancement of technology due to a lack of capital investment (Jarkas et al 2014). In many countries, construction labour accounts for about 30% to 60% of the total project costs (Fayek 2011). Because of the labour-intensive nature of U.K. construction, labour remains an essential productive resource. Measuring labour productivity is one way to evaluate the construction industry's performance (Hwang and Soh 2013). The simplest way to measure productivity is to compare estimated hourly labour and cost. The study establishes the relationship between motivation, social compliance, and productivity.
Assessing the Relationship Between Motivation and Social Compliance  
The motivation factors that could drive motivation differ in many countries. And individuals are motivated by different motivators (Lunsford 2009; Vroom 1964 cited in Alabbadi 2020). Additionally, upholding social compliance is essential to motivate labour (Razzaue and Eusuf 2007). Labour is motivated by social compliance, such as better wages, pay on time and welfare facilities (Baral 2010). Therefore, implementing a compliance policy on the identified factors could motivate labour. And enhancement of social compliance could give higher motivation. Hence, motivation depends on social compliance and hypothesised that: H1: There is a positive relationship between social compliance and motivation.
Relationship between Social Compliance and Labour Productivity
Generally, labour is likely to feel associated when supported. Labour involves themselves with their company when associated with welfare facilities (Glavas and Godwin 2013). Companies engaged in social compliance attract competent labour and improve productivity (Umeokafor et al 2014). Previous studies provided theoretical claims for positive relationships between social compliance and productivity (Siegel 2009). Social compliance enhances trustworthiness and reinforces relationships with labour. Implementing social compliance could drive productivity. It is hypothesised that H2: there is a positive relationship between productivity and social compliance.
Assessing the Relationship Between Motivation and Labour Productivity   
The relationship between motivation and productivity has been established. The earlier studies could not confirm direct links. Motivation is the cause of performance (Olusadum and Anulika 2018). Satisfaction occurs when motivators exist that increase motivation (Herzberg 1959). Lack of motivation negatively influences productivity (Jalal and Shoar 2019). Therefore, productivity depends on motivation (Dina and Olowosoke 2018). Motivated labour increases productivity (Hiyassat et al 2016). Labour's level of motivation can be intrinsically and extrinsically based. Positive job characteristics are essential in forming the relationship between motivation and labour productivity (Hackman and Oldham 1976). The review confirmed that motivation is linked with productivity (Johari and Jha 2020). Enhancement of motivation could improve productivity. Productivity depends on motivation and hypothesises that:     H3 there is a positive relationship between motivation and productivity.
Relationship Between Motivation, Social Compliance and Labour Productivity 
Social compliance motivates labour towards higher productivity. Social compliance enhances motivation and drives productivity (Alam and Alias 2018). A link between a positive work environment and productivity has been established (Battisti and Iona 2007). Labour becomes motivated by knowing their rights are protected. Social compliance ensures that all labour rights and practices are adhered to (Fukunishi and Yamagata 2013). Social compliance, motivation, and productivity are related. Motivation and productivity depend on social compliance, while motivation mediates social compliance and productivity (Alam and Alias 2018).  
Findings and Discussion 
The finding indicates that social compliance drives motivation and improves productivity (Razzaue et al 2007; Van-Woerkom and Meyers 2015; Alam and Alias 2018), and motivation improves productivity (Kazzaz et al 2008). The study grouped the 31 significant motivation factors into organisational, economic, physical, and socio-psychological factors (social compliance - Table 1.1-1.4) that work as an (independent variable), productivity as the (dependent variable) and motivation as a (mediating variable) detailed above and Figure 1. The framework Figure 1.0 suggests a positive relationship between motivation, social compliance, and productivity and that motivation mediates between social compliance and productivity. 
Research Contribution
The contribution to this study is the framework, and it is all about social compliance. The review of motivation and productivity detailed above suggests that motivation influences productivity (Kazzaz et al 2008). Moreover, social compliance positively influences motivation and productivity (Van-Woerkom and Meyers 2015). This framework is a conceptual motivation framework to improve construction productivity; the previous studies needed to have established that compliance with motivation factors drives motivation and productivity. The study examined 31 motivation factors influencing productivity into four groups per previous studies' classifications (Kazzez et al 2008). The groupings; organisation, economic, physical, and socio-psychological factors (social compliance) in Table 1.1-1.4 and in Figure 1 work as an (independent variable), labour productivity as the (dependent variable) and motivation as a (mediating variable) detailed in Figure 1.0. The groups could be used separately to drive motivation; together, they could give higher productivity.
Compliance and noncompliance

Compliance in this study is an aspect of the company management system concerned with the extent to which a company operates by the terms and conditions of labour motivation policy and practices. The degree to which an employer can monitor compliance is written as the parties' right to ensure contractors adhere to mandatory obligations (Alam and Alias 2018). The process of assessing compliance involves verifying during the pre-qualification assessment that labour meets the qualification standards. The contract compliance process includes employers creating an organised framework for contractors to report activities. Third-party Consultants may look for potential undiscovered compliance gaps and ensure compliance (Baral 2010). Noncompliance refers to failure to comply with motivation factors incorporated into the company policies by the authority having jurisdiction, the standards by industry-recognised quality management, or rules presented by a particular company that controls workplace motivation (Baral 2010). A company may be noncompliant if it fails to institute motivation provisions as part of its corporate policy. Recognition occurs due to compliance; whiles penalisation occurs due to noncompliance. Recognition of motivation compliance is required before a company is allowed to work. Certifications and recognition may be revoked if an individual or company becomes non-compliant. Individuals or companies that have become non-compliant will incur penalties. For labour, this likely means disciplinary action. For companies, this can be enforceable stop-work order. Failure to comply could be part of motivation lawsuits from labour against their employer. Compliance requires the implementation of codes of practice and policies that ensure the regulations on a day-to-day basis. 
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 Figure 1: Conceptual Motivation and Productivity Framework
Conclusion and Future Studies 
The review revealed that social compliance drives motivation and improves productivity (Alam and Alias 2018). And upholding social compliance is essential to motivate labour (Razzaue et al 2007; Van-Woerkom and Meyers 2015). The critical literature review identified 31 factors influencing labour productivity to develop a conceptual motivation framework that indicates a positive relationship between motivation, social compliance, and productivity. The review revealed that motivation mediates social compliance and labour productivity. The framework could enhance management decision-making to improve skilled labour shortage and low productivity growth. The next stage empirically tests the framework and establishes which motivation factor group could improve motivation and productivity in the U.K.
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