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FOt"<\7,ud ' " 'I 1->31'OJlccrn at! 8 -vcral .coriornres are grappllng ,

'tll II IS bccolllt' n g l L , fl' did' . \JIll'\-
~conorrll( .. gn>" . ~ . m'ml loymellt 1, rc, JIl auon ~U1 ow pro ucnvrtv, Nigl!n"
,;)ntr'JcttOn• n~~uJt~ngIn ~n.Jwtndguill r 'quires the contributi 0 of all sectors of the economy d I

. t t re ('SSt n ~U1 I • bJ . t).jU$t COOlIJlgOll 0 . l ,I' t hy the foundation for a sustama t! cconorrllc growth. ..
n1 i.' "lp,d re '0'- 'ry nit u S •o Y lor.l ,< •

. indusn r presents a rna]or source of economic activities prQvidinV ~
10 con. rru cnon m us ry "11' .) •
, .e. . rural base f r productivity and good quality of life, as we as generatJ.ng if)'
IntrastrUC,oes fur millions of unskilled semiskilled and skilled workforce. It also gcnl:!rli'J
?PPo~I'nl b th formal and informal sectors and has potentials for foreign exchange tarnin~
t11 come ,(J

from me trade in construction materials and export of professional services-

The conference brought together scholars, industry professionals/practitioners and se~ior publi-:
service officials/administrators, to explore current developments and advances l~ the re-
organization of the construction industry for effective contribution to national ec~norruc ~owth.
Original well researched and innovative contributions were presented and discussed in the
conference.

The proceedings have indeed been through an unplanned long gestation period, due largely to
the tardiness of the peer-review process of sifting the papers from the very many that featured in
the conference. The good news however is that we now have them produced and are available to
enhance .un~erstandi~g ~f ~e very wide range of issues pertaining to positioning the
construction industry In Nigeria for national economic growth.

Welcome, to ,an appreciation of the enormous potentials and challenges existing in Nigeria'S
construction industry; as you go through the papers in the proceedings.

Prof. I. Mbamali
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COlXt'ftJTared srtenzsoa on
~ ~ by construcDon 6nns until
~. Ptcsendy ttSeL~ ~e focused

Ce5e U'I2S s.nd cxp)onng posriblc solnnon
~ me oegabT'e mBuc:oce of
~ ~ t2ctoz:s ~ 1m; _'nkab and

CuI"ltc
Li:!JE!'II't is compkx, and broadly defined. by
d!ih:tcor mtbm:s 111 different fmms depending
00 the area of interest (Grocst:hl and Deberry,

'.1JI It is applied to otpUsations,
od!ridttah" and group. Organisational culture
IS m aner.gtng concept that cropped up from
gmenl cnhutt (Hofst.ede.. t980; 20(1).
~ culture is ddined as the guiding
priscipleg that diuas the a~notW
business Ul ktmS of ,oriers' rd2tionsbip to
one 2l1Othet. ~-.,ou.mI and moral stan~
relationship to their worlt, ethics, po~
modes of Opet2tions .. ritu21B, wtucb sre made,
and amended ove:rttme and affecttd by me
social settings ! gil al; 2003).

,organisational culture became prominent to

the .management field in 1980s" it is regarded
tool ro understand

COOSCQ'ltxncc

£:ro;m ~ffcr~ nn~L~re
":IWq'-X: hehei and '\
C:: Zfelt:£:

Research evidence
rebrioashrp between
and performance, Otguw;UH)IDS

of hlgh performance Me

strong. well developed C".l]ruru 'H !'_.

1992. Reasons ~ are ~ ....
cultures provide for ,1 bene fi be U'C't' ,

Stt2tegy and cnlmre, Stt1lO.1l

increased commnmear by ~1NiV

and ~tIIWl 199~ ve m t:eC. ~:.t~

strong culture eahances
performance, Koner snd H
shown rh2t fu:ms nh_
outpafotm those q.·uh
Sorensen l-OO..) discovered W{
srroog cultures exhtbu SU~'\C p<" :
and mare rebable pe.rfomun«
ennronmetlrs and IDlt
envuonments iinns u'uh W\..,*,l~ C"

enhsnce ~oananc~- .\Is ;t,. tirro. \\lW . a~ --:
cul(lJJ'C have l~ \ ble pcrt~\Itluni"c ~J

ed rcI:uiliilitY an rut\. ~,,- ....
mcrcu . _.trore can '
C01llP<"tiave e{wuonnlt"U~. ;\ CUI ~

'~.L. a~.u1'~
coo51dereO sttOn~ It U1: • lo. J

are ~iddy sharcU 3lt~ LO~ ~x ~~J
..L ,nT!ln~ nOll \'-.' ,throughout w~ ~I!:<-- J! th ~ n~)t:ll:: ..,.

C~ 1996) lJl.d \~ ,



{ f!lkt1~JJiJjt(JbJ ..2f)Jj.,L.-.-- -- .
~ ~ ~ IIIlRlIl'n;..,,;( 'uhtttal cl,"rahit compc>n or 1.evt18,..

~;_ •. ,.,,4 ., "~tO " (tj\J l 1&'11!IC1,1 )( (uh1.l I rliv ~(l4'ti ~r-t' th~ in»,b.otic :.:'
" .....:' "f tlat. "'t~i} lUff t. n ' til t \'l(J t an on.g pcoplt If ••

ttl ~. . 1 t()94~ Ilnd Kinichi, 20(14;,' I'~
i .ti' 1l1\AtJ! lUi •,I' 0' "j~UI'r~ h I t\ ~U~.Ulo I')tU'Ill'tIOIl '(Jr ()tr~rH'iiitJtJl)t VI')! ',HI:

60"'\l l,tr H I ,I dlVl'f It I tL t,u1n 'I'" It (:~ 11'::'1-1:
'Oi" \.le~(I hlb c nflu

L. 11 OJ (Cft,&){ ('t; and fUll': Ylt.it, r)f Inth I',
ti .~, The (wI ((ttl J

(Ct' bl~ ~hll cl \ ~ditl" rnrc, conduct et'lgugcu ill an ory,f\IlJbilt1 m wJu.:rciJY e', :,
c4\1 11 ~\1 (0 ~,) !:'I', ' individual Hi unlUU~ • lid d.U Tl'n f,' If I'

''h Ie of prRcti(~ nan trv , 'or!' cs, \A1lgU SO' and limal.,.Also the others (Ihomas, 2()06; Krcrtner «nd Kif 'I.
n tb 1 ~~\e StTllWI11 ~()ntlotes shsred value, 2004). 1bis is c-ooceptualifiCd @ "urf:t(J; k-Y~
~ t4(!(U br!i f, and suppositions of business ctiversities termed the demography dJVtr·.If:,

1JlJ!soooalmembers- In addition, Schein that comprises identities such as ~c, geoo
\989) disclosed that OPQtiooal culture is race, and ethnicity (Ashton, 2010 in R "l,ub-"{

frC)t the overt behaviour or visible artefacts 2015). The second part is the uoderl;lI.
mitt one might observe if one were to visit the diversities which entails component such .
oompany. Rlther it is the assumptions which religion, cognitive, class, family (pelled, 199r
lie behind the values and which determine the Harrison et al., 2002). The third part is th.
behiviow: patterns and the visible artefacts deeper diversities such as values, norms.
such as architecture, office layout, and dress culture, belief, ethics (Felled, 1996; Harrison tt
codes. al., 2002), these are variables that dnves

behaviour of individuals, and organisations.
Dwelling on the last dimension, and focusing
precisely on values which are intrinsic
component behind individuals, anti
organisations behaviours.

......
':r

However, Baker (1980); Deal and Kennedy
(19B2) and Peters and Waterman (1982) stated
that aside organisational culture every
individual working within an organisation
similarly possesses individual culture spread
alongside shared culture and these
unsanctioaed practices may nurture or
obstruct management's overall goals. This
connotes that organisational culture cannot
function in isolation, during operations, it
relates, and integrates other cultures into the
overall culture of the fum, but that is without
n~ e~ort. In a related study carried out in
Nlgt~, . Pnnce-Abbi (2002) found that
organ~'4~onal culture influenced
orgaru.satlonaleffectiveness.

Und~tanding organisational culture would
entail c:.mlanation on th . eli 'dual

-1' '. e inc Vi culture
presented under Individual cultural div "
which made up the kf ersitiea,'Wor Loree 0 ' ,
culture has similariti. .' rgantsatlonal
culture of the COUlltry.es, With the national
. , , S.tnce or~njo' .

n'Uc.rocostnof society d b ~atlon IS aan ears Si_~l_...! '
some respects to' .uuuantles insoaety (Hand .

. - Ankrah, 2007' H· c., d Y)1985 CIted in, ,Olste e 2001) ,
C?~o~es tho,se Q ~s. ' ; It therefore
affected" by _~I rgam atlons are h'
~h_ ·l;.whr""I...I:""'. 1>1"~

Values
Values are vital for elucidation of social, and
personal organisation, and change (Durkheim.
1897/1964 and Weber, 1905/1958). Values
are central in all facets of life and discipline
(Schwartz, 2012). Values are utilised to

exempli,~ cultural collections, organisations,
~d entities, to track down vicissitudes as over
~e, and to explicate the drive behind the:
~tt1~~es and behaviour displayed b\
individuals (Schwartz 2012) Alth h ., ' . oug mam
authors have wntten on. this " '1 genenc Issue
~eevance of the values construct in the '
literature lack unif . - ........~~.-
al orm conceptLon of

vf ues, ?f the subject matter and .
o relatIonships between th
consistent experiential ese values, and
them (Hi401~- approaches to m

UUl and Pilla' 20However th VlO, 04; Rohan
, e etnergen' f '

methodology d el ce 0 values theory
Sch . ev oped f.r .
• Wartz (1992) hoo 1.. _om the stud"



J::{utiynvJ lWl~J·;alilJUJJtlJtJLUnJmmt.(~l.d1HiGQN ~fJJ.1J _
Tl'H~~h the make up o v lue rnav b~' Conceptual framework
u.Ui\"('tu!, indrviduals and gruups diff r Rest! irchcrs have developed germane
3lJbs,~awUly in the rcbth ..C' irnporranco carh conceptual fl'SII nework un dlvcr!)ay
artribll,t'C to the \-'ltlues. That is, mctiviliunj<ll unci mnnngcmcrtt itS It «ffects workforce drvcrst ..'Y
~roup' ha\'"c differenr value "priorides' or [lUU cJrKltlliualion:ll performance (Ogbo and
;:hietUChlcs" (Schwartz, 2013). Therefore, Ukpcrc, 2014). Most of the framework
~ ,"'lllue is distinct from others because of focused on the primary, underlying level or
the motivational goal that undcdies it. both but seldom on the three It.'Vc1 diversities
Schwartn (201:"')identified the existence of ten in a single study (I...oliya, 2016). Olsen and
bas,' \ lues. which encapsulate all possible Martins (2012) build up a framework based 011

,."3luc, The ten values according to Schwartz the research on instrumental and terminal
.:. 1":') are, self-direction, stimulation, values by Rokcach (1973). 'The framework

hedonism achievement, power, conformity, relates two of the acculturation management
security tradition, benevolence, and strategy, integration and assimilation (Betty,
uni,ersslism, which connotes that 1984; Cox and Finley- Nickelson, 1991) with
organis!ltions, and individuals across all social dual values for diversity. The uniqueness of
contest holds different values. Team within an the model is seen in the products of the
organisation can. also possess different values intersections of the two-acculturation strategy
which in relation to other teams can affects with dual values for diversity (instrumental
perfor:trumces. and terminal) as shown in Figure 1.0. The

instrumental integration approach has a
resemblance with Ely and Thomas (2001)
integration-and-learning diversity perspectives,
it creates an inclusive climate that allows
individuals to maintain and express their
various backgrounds and group memberships
while discouraging conflict, in line with
suggestions of Olsen and Martins (2012). This
offers a wider range of options for
organisations to choose from in managing
their workforce diversity. This is in line with
contingency theory which stated that
organisations should tack diversities based on
the situation at hand (it depends approach).
Having a network of numerous options would
realise this. Figure 1.0 depicts the expansion
of Olsen and Martins (2012) framework for
diversity management of workforce with the
influence of organisational culture for
optimal organisational performance at the
individual, group, and organisational levels. It
is also on the premise of other theories such
as social identity, and contingencies theories.
Olsen and Martins (2012) model only
captured process and outcome at the ~ee
levels mentioned above with recommendation
that future researchers should look at the
organisational sub-units for closer ana1y~.
Furtheonore the cultural identities which
informed the social identities within the

The nature of the construction work
necessitates teamwork. Egan (2002) stated
that for construction industry to be more
successful, effective teamwork is inevitable.
Nevertheless, teamwork experiences
challenges such as misinterpretations, poor
communications, poor contributions from
team members, and lack of organisation. Since
culture affects organisations, it also connotes
that culture affects teamwork (Olsen and
Martins, 2012). The team imbibe the culture
of the organisation since it is a subset of the
organisation. How the culture of the
organisation influences the team members
knowing that each member of the team
possesses a unique culture? Social identity
comes to bare to understand this concept.
People working in group are being controlled
by values that the team stands for, and view
other outside their groups as an outsider
(Tajfel and Turner, 1985). This is in line with
Okafor (2008) who also found that shared
values have pos.ttlve relationship with
organisational performance implying that
value system of an organisation impacts
positively on organisational performance. If
me value of the members of a group does not
match with values of the other team members'
conflicts an 'ensue from such relationships.
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. j ManagementfApproaches to Divers tyFigure to: Olsen Typology 0
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Nigt1'l3f1 CfJJHt'.x.,' 'It II .4t The ,ud I~ t It v I
dWc'rs.icic8 (LolJ~. LOt6) 1I0WI\'I'I, rC"!(, It. h
11:11.)Hone be;'oOL.l tlu \l'lth 1.:l.ICI tt (lll. 11011 ," I

d1C: deeper IUlpe I (1{ (lI"enu(IL", 1IIIIIIj h ,u,~
~ri5jbl~. dnvcs titt' Il riOII, (If 1}(,(lpl(
Ilresrrc&,;nv~ ("Ii WC'lf lI\l f" It·" I di\!" I I1l1e "

(Schw rUt 201 ..). Vuluc:"s rdl, I thl' IIIOtll'IILC.'"

10 w}uddnd",i\lutll'i nd t(l\ lut,)tI III • (' 1'1)1\ ',1.

Hl1$t { on thI" the tic> p level dl\ r-:-llly wluch
f~ uses on vulu '8 j. incorporated in thia
(r.lflltwork. Thi is e, peer 'u to uddress the
Froblcm from the roots 1\5 it tackled the issues
from the individulll underlying cultural pattern
within the Nigeria context, and not the
western cultural pattern (Mofope, 2013).
Combination of these theories presents the
oonceprual framework for this study as shown
in Figure 2.0.

The conceptual framework presents the
various constructs (organisational culture,
cultural diversities, team culture) as it relates
to organisational performance. The figure 2.0
shows that diversity management (mediating
variable) leverages the independent variables
(organisational culture) to bring about
organisational performance. It also shows the
relationships between the diversities within
the team, and diversity management acting as
intervening variable to mitigate the impact of
cultural diversity for a successful
organisational performance. Lastly, it shows
th.e impact of direct relationship between
organisational culture that has value for
diversity but without a diversity management
plan, on organisational performance. In this
figure (2.0) a one-headed arrow indicates a
direct relationship while two-headed arrow
shows interaction between the constructs. The
validation and testing of the framework will
be carried out by means of a pilot survey, and
using Partial least square (PLS) statistical
software package for analysis and this would
be address as the research progresses.

Research Methodology

Desk research
Desk research is a research carried out
without having to gather data afresh from the

",td 'IlH till .. 1(' :l'IJlIlfCd h"lII (1,lIcrIH)1l

ul (Milt !lIllth. I ", H r ," tH" m fh(' p:l1U1 uh'
ftdd III Ifllt I( ( (llIlI'I • 'I(H H, lid I~'p of
Hill IIi I. III t H" IIVI In II PH flf (l1e', ",,,",
II( (t"lIIf""ff~' IIIII I IJII dll)' ()I d,,' IfJI'lrIIl:AflllI1

whit'll 'HI )" II\(lJ:, h,-", hlll"'~ HI rJJI'
n'lltlllllJ j11'1(("" (]11II1·1~• .'(JlH, J'if"" I 1.11111)
11It, tlt'IIk J('lIt flit h ho

( 11II''ItIf ),Icfl/l'" tll'l' j}jj

IIIIU}' l~ onlutc d"IIX n'lIe tC ". I ):.1... III I '/
r ourccd Irorn )tJUJllaJIt, ;111<1 lnh,,'I ...J TI p"r'
The two approach '/I 10 I/IIJ;O <.1t· k I( (';IT( f,l'
which arc directly br()wlJlllg Ih(. ipefl(,f
information from reputable sncs on hne, ~(I(l
used of search cngjncg such :a~
www.goog1c.com.andWW%yaboo.C!J.ID
Ouneja, 2018; Travis, 2016) was adopted for
this study.

Conclusion

Construction firms in Nigeria have an
organisation culture which spells out the
mode of operations, and patterns of
behaviours among diverse workers. Beside
this, is the individuals' culture which makes up
the workforce diversities. Improper balancing
of workforce diversities to the organisational
culture for realisation of firms 'set objectives
many times resulted into conflicts which
hamper the organisations performances. The
strength of every organisation lies in their
ability to leverage their workforce diversities
to achieve overall organisational
performances. Value diversity which is the
invisible part of the diversity dimension that
drives the actions and behaviour of people is
least paid attention to by many managers.
Managing workforce diversity with focus on
the value component through a strong
organisational culture that have value for
diversity would connote addressing the
diversity issues from the intrinsic underlying
the individuals behaviours. It is recommended
that construction firms should take
cognizance of the value drive of their workers
by paying keen attention to .their ~vorkfor~e
diversity at values diversity dimension to atd
better performances.
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