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The conference brought together scholars, industry professionals/ pmcﬂtl;ﬂes s b tg)e blie ,_:
service officials/administrators, to explore cutrent developments and 2 ad X e |
onal economic growth_ |

organization of the construction industry for effective contribution to nati g p |
Original well researched and innovative contributions were presented and discussed 1n 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 fea?:ured in
the conference. The good news however is that we now have them produced and are available to

enhance understanding of the 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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Abstract

Constructean firms all over the worid have established culisores which have PPt 68 e cre.n
performances. Harmonising workforce” cultural diversities sith the sryamsation’s it it o mikectan
aonstruction firms bave found difficult to achieve. The study averd ameiyiciing forms in the N o
geopolisieal zome of Nigeria. The study is a desk research aimed at asszssing current management framessre .

a view [o identifying and improving the framesork that wewld best achiere the management of culfsra gever..

o o

1n the Nigerian construction firms. The methodology used i a desk research based om past siwsees on e
daversities management framework. Selection of hterature was infarmed rbrosgh onitme sarch :
studies on cultural diversities. The finding reveals that the sdemtified social idemfilies fram

determined by cultural identities was some camponent; different from the establiched it ‘
necessitating the extension of the framework to includs values which are part of the degper comparen; of deserais
Values explicate the drive bebind the attitudes and bebaviour display by indeweduals. 1t is expected that ibrough

the intrinsic behind the individual, subunits, and organisational bebayiowrs wewld be revezes

FRerr SWIrE o

cognizance of the value drive of their workers by paying more attenfion fo their wor€lons ai ive
atd better performances.

Keywords: Construction firms, Diversity management, Nigerian cuilural coniex. Valses. Workers' &
Introduction
Construction firms all over the world have an  performances, and no proper monit
established culture which has impact on the s‘{.‘i";:ycd gainst tare. reoccal: nce. He
orgamsanonal performances. Nigerian  plethora of studies have c..\h the 2
construction industry as per Nigenan bureau of overruns (ume and cost and effect of
of statistics (2016) contributed about 3.99% to 10 construcuon project performance (A
nominal Gross Domestic Product (GDP) arfd Odejnn}m, 24}96; '\lbmi f_ q;\__ Lf
- which placed it side by side with other sectors EUOZ' cate_d n -’a:dm} et o, ; | r The
of the country in terms of functionality to the dearth of research on the mmpac |
’ factors on construchon  Ofganisa

economic growth of the naton. : i S
performance. Construcgon WOrX

teams of workers and professionas, an
. . . Y o R cretal factors st
(1933 has idennfied that social tactorss

culture have effect on team EHEtH

e

Other factors (which are refemed 1@

Notwithstanding these benefits rendered by
the industry to the stakeholders, and the
nation at large, the industry has often been
criticised for poor performance (Nzekwe ¢f 4,
0015; Ubani and Ononuju, 2013). This has  factors are Orgad
wiracted  several concerns from the  culrure, and cull

e O WLl SR T ooy, . W O, . T rarvertir e dmMIDAct
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Wt TR fachk the capabeliry ¢ .
— wotkers' culbure with  behaviowr of every  smeomder  of  de

e frmme’ culitare thes oftentimes rosult mto  organisaton I agrecment with Guw busssess
com ity whxh servamahiy affects ponaple (Schen, 1990 Ompanessnons sty
et TERECE. Numerous ogamsanons all over  povste or public bave deep sested <
Nigerm are umsure of what n takes o Owoyerm and Sheehan, 2011 ther mfurrces
effoctvely manage diversity  (Ugbo and omganmanonal  busmess As 3  ssruesd
Ukpere, 2014). Consgraction firms are not left  consequence of formang 3 growp, members
out Bamgbade, o al, 2014). It s thus needful comng from different sub coltures framd »
w develop s framework for managing  umque belbief and value system whah o
drversary withan the Nagemn context different from other orgamsanons but relatve

and common to them (Seymen and Bolar

| 'nforrunately, Do coocentrated attention on 2002). It s thus 2 key to ommmmeanocs
these soft sreas by construcoon firms unal  performance.
recently. Presendy researchers have focused
on these areas and explorng possible solunon  Research evidence shows that there = =
smmed at reducing the ncgative influence of  relationship between orgamsatonal culnare
these soft factors (Hall, 1999; Ankmab and  and performance. Organsanons with 2 recond
Proveshs, 2004; Damty # al, 2007). of high performance are assocated with
strong, well developed cultures (Helinegel &
Literature Review al, 1992). Reasons adduced are that stoog
cultures provide for a better fit berwern
Caulrure strategy and culture, strong cultures Jead
Cadrare is complex, and broadly defined by  mncreased commimment by emplovees. ORes

dfferent authors in different forms depending  and Chatman (1996) have mdscated that

on the area of interest (Groeschl and Doherty,  strong :
2000 It is applied to organisatons, performance. Kotter and Heskett (1992) have
individuals, and group. Organisational culture shown thar firms with swong culnures

emerging concept that cropped from outperform those with weak culrures
o ‘“P _ Sorensen (2002) discovered that fmm with
Organisation culture is defined as the guiding  strong cultures exhibit supenor periommancs
mcIp) 1sat and more rehable performance stable

business in terms of workers' relationship to  environmenis %nd that even
one another, behavioural and moral standard, ~ environments firms with *smm:]m
relationship to their work, ethics, policies, ~ enhance performance. Also, m?:muncc =
modes of operations, rituals, which are made, culture have less vamable perform® =
] ¥ 3 o P v
20d amended overtime and affected by the  increased reliability u; | {“;‘ﬁ “m”‘f"m_ be
social settings (Ng # /., 2003). competiive €AVIFOT s and vahES
Mg conmdqtd strong “_‘h““ o 1mmm€‘f.‘“ *:w
widely shared g(?’Rﬁg” m.:

volatle
culnanes
stroag

and

Organisational culture became prominent in S - e j‘?
the management field in 1980s, it is regarded throughou % d:g weak if those oS F
ivinal tool to understand Chatman, 1996) 32 v 4
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Jaraoned mgamunnml‘
with two strata ot

i detectable and
ﬂm-lmx':tt".tv:mhti'c.:i. The detectable
b:a‘smesa puilding, attre, cun@uct
je of practice, RATTRUVES,

’!‘P‘::;:; l'::gmgt, and ntuals. f:;lsoa,l the
! ' nnotes shared values,
andetectable stratum co

belief, and suppositions of businegs
K stonal members. In addition, Schclp
“;g;gf disclosed that organisational culture 1s
no& the overt behaviour or visible artefacts
shat one might observe if one were to visit the
company. Rather it is the assumptions which
lie behind the values and which determine the
behaviour patterns and the visible artefacts
sach as architecture, office layout, and dress
codes.

However, Baker (1980); Deal and Kennedy
(1982) 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
unsanctioned 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 firm, but that is without
no effort. In a related study carried out in
Nigeria, Prince-Abbi (2002) found that
organisational culture influenced
organisational effectiveness.

Uﬂdgmtnnding organisational culture would
entail explanation on the individual cultyre
presented under individual culturg] diversities
which made up the workforce, Organisationai
culture has  similarities with the national

miCIOCOsm Qf 8°mety an d be : i ‘
some 1spects 0 socety (Hangy 10,

krah, 2007, Hofstede, _2001)’ cited in
CQﬂ_nctes IhOse . ’

it therefor,
: o i ¢
affscted 1o oy . DBARMSIONS  qem .3 i

Cultural diversities component leveig

Culmral diversities dr¢ the simiante, .
differences that exist among people f
1994; Kremner and Kinichi, 2004,

extension for  OIgATISALON,  workf,
diversity 18 the MWMErous  existenc
differences and sunilanties  of ndivyg

engaged in an OrganIsAton whc:rci_;y ever.
individual 15 unique and different from |,

others (Thomas, 2006, Kreitner and Kingg),

2004). This is conceptuahsed as surface le..
diversities termed the demography diversi.

that comprises identities such as age, geod

race, and ethnicity (Ashton, 2010 in Bezithy.
2015). The second part is the underly,
diversities which entails component such
religion, cognitive, class, family (Pellcd,‘wﬁ:f’
Harrison ¢ al, 2002). The third part is the
deeper diversities such as values, nomm:,
culture, belief, ethics (Pelled, 1996; Harmison #
al, 2002), these are variables [hat. d..mvcs
behaviour of individuals, and organisations.
Dwelling on the last dimension, and focqsm't:
precisely on values which are intrnsic
component  behind individuals,  and
organisations behaviours.

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 utlised to
exemplify cultural collections, organisations,
and entities, to track down vicissitudes as over
time, and to explicate the drive behind the
fitﬁfu@es and  behaviour  displayed by
individuals (Schwartz, 2012). Although many




Though the make-up of values may be
wasversal,  individuals  and  groups  differ
swbstantally in the relative importance each
agtmbute to the values. That is, individuals and
groups bave different value “prorities” ot
“hierarchies”  (Schwartz, 2012). Therefore,
every value is distinct from others because of
the motivadonal goal that undetlies it.
Schwarer (2012) idenafied the existence of ten
hasic values which encapsulate all possible
values. The ten values according to Schwartz
(2012)  are,  self-direction,  stimulation,
hedonism, achievement, power, conformity,
security,  tradition,  benevolence, and
universaism,  which  connotes  that
organisations, and individuals across all social
coatext holds different values. Team within an
organisation can also possess different values
which mn relation to other teams can affects
performances.

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
culrure 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 positive relationship with
organisational performance implying that
value system of an organisation impacts
positively on organisational performance. If
the value of the members of a group does not
match with values of the other team members’
conflicts can ensue from such relationships.

e DN il Bastlt Einvtroneent Conference (NABECON 2017)

Conceptual framework

Rescarchers developed  germane
conceptual framework on diversity
management as it affects workforce diversity
and  organisational performance (Ogho and
Ukpere, 2014). Most of the framework
focused on the primary, underying level or
both but seldom on the three level diversities
in a single study (Loliya, 2016). Olsen and
Martins (2012) build up a framework based on
the research on instrumental and terminal
values by Rokeach (1973). The framework
relates two of the acculturation management
strategy, integration and assimilation (Betry,
1984; Cox and Finley- Nickelson, 1991) with
dual values for diversity. The uniqueness of
the model is seen in the products of the
intersections of the two-acculturation strategy
with dual values for diversity (instrumental
and terminal) as shown in Figure 1.0. The
instrumental integration approach has 2
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 otganisational 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 th_ree
levels mentioned above with recommendation
that future researchers should look at d_le
organisational sub-units for closer analy’?ls.
Furthermore, the cultural identities which
informed the social identities within the

have




e
ot oy P
O s

g S

!"'V“' T e Y Mmmﬂ ”A!‘ML(&QN‘?QZJ

o e T
/ Taominal | Asgimilation Integration
/ 3 instruments!
vaiee / | Ingtruments!
Type | Iwetrumental Asslmilation Integration
| _ -1
Value
Yerminal Dua-Value Dual-
msn:l‘ Assimilation Integration /
( Assimlilation Integration
v
- ——
Acculturation
Strategy
Figure 1.0: Olsen Typology of Approaches to Diversity Management
(Olsen and Martins, 2012) X
i
Workforce Diversity ]
(WD)
] Primary diversity (Age,
i Gender, Ethnicity)
’ v Secondary diversity J
| Organisational (Politics, Religion,
' Culture Class, Cognitive style)
/ {ORGCQ) Tertiary diversity Performance
| . (Values, Beliefs, Group
'X ;whr‘:’ norms, Attitudes,
F mmatios Fetneplions) Individual level
’ Motivation Group level
'{ Reward Diversi
f? Orientation [ f M“J
/ A g anagement
/I -Clm.t K& (DM) Team level
B Acculturation
Dual value for
diversity iy
I : Organisational
ff / Social Identity I evegl
f Team Contingency
theory

| / (organisational sub

|

| | ( units) Weak or strategies
|

_ ,f M
Flgme 26’ Cone ‘ :
igure 2,; €ptual fram

208y ework for maqn e i iti

‘ . agement of diversities (Author’s concept,




o Nutional Batst Linstronment Conferemp (INABLCON 2017

Nigerian confext are all at the sucface level
diversitics (I.ﬂh}'a 2016). However, research
has gone beyond thus with later realsation that
the deeper aspect of diversies, though not
\'iﬁihlt, drives the autionmm of e ;'_;h
'lrrcspcuﬂ\‘tf of their surface level diversities
(,‘ichwntl?. 2012). Values reflect the nfluences
to which individuals and groups are exposed,

Rased on this, the deep level diversity which
focuses on values 18 incorporated in this
framework. This is expected to address the
problem from the roots as 1t tackled the issues
from the individual undetlying cultural pattern
within the Nigena context, and not the
western  cultural pattern  (Mofope, 2013).
Combination of these theories presents the
conceptual 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
the impact of direct relationship between
organisational culture that has value for
diversity but without a diversity management
plan, on organisational performance. In this
figute (2.0) 2 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 sutvey, 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

collection

tield The data are .;.ulmi-.'f from

| [
OF past stuchies of researchers i the particuisd
#). This type ol

field of wnterest (Junejps, 201

teapatch 18 elfective i teomis of cost, T

sccessthility and l’lj;il!‘, of the wmlormation

which can be used as benchmark in the
"Jl",-‘")“

rescarch praocess (Juneja, 2018, | ravis, Z

Ihe desk research te hnigues adopted fesr Ui

study 18 onhine desk research. ata ¥
sourced from journals, and technical report
The two approaches to online de sk researche
which are directly browsing the specifi
information from reputable sites on hne, and
used of engines  such
www.google.com, and  www.yahoo.com
(Juneja, 2018; Travis, 2016) was adopted for

this study.

search

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 wotkforce diversities to the organisational
cultute 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
petformances. 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 .workfort_:e
diversity at values divetsity dimenston to aid
better performances.
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