A CRITICAL EVALUATION OF ORGANIZATIONAL CULTURE AND ITS IMPACT ON CONSTRUCTION PROJECT COMPLETION RATE IN NIGERIA

ABSTRACT

This study was carried out on a critical evaluation of organizational culture and its impact on construction project completion rate in Nigeria using Malcolm Associates Construction Companies Minna, Niger State as case study. To achieve this 4 research questions were formulated.  The survey design was adopted and the simple random sampling techniques were employed in this study. The population size comprise of the entire staffs of Malcolm Associates Construction Companies Minna, Niger State Nigeria. In determining the sample size, the researcher purposively selected 65 respondents while 50 respondents were validated. Self-constructed and validated questionnaire was used for data collection. The collected and validated questionnaires were analyzed using four Likert scale of  Strongly Agreed(SA), Agreed(A), Strongly Disagree(SD) and Disagree(D) with frequency tables and percentage. The result of the findings reveals that; Organizational culture is immensely significant in construction and non construction organizations; Organizational culture determinants such as empowerment have a humongous significant impact on project construction success; Consistent project completion success is based on the organizational culture embraced by construction organizations; The commitment relationship between various workers towards the target of project completion is influenced by organization's cultural orientation and to mention only but a few. Based on the above findings, the researcher recommended that, having discovered that the significance of organizational culture can not be over emphasized and the nature of project tasks performed by construction organizations are inter-dependently accomplished, it is therefore advisable that construction organizations like any other cooperate organization should strengthen and bond their organizational culture with employees through top or senior officers relating to other staffs not just based on leadership skills but also by operating on the bases of cultural orientation. Hence this will help to compel employees to operate on the same bases.
CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND OF STUDY 
The construction sector, according to Ashworth et al. (1997), is one of the most important sectors of the economy, employing a varied variety of skilled and unskilled people. These professionals offer a wide range of products and services, including building design, alteration, and refurbishing, as well as building and civil engineering structural repairs. These interactions, on the other hand, are designed to help the company achieve its goals and objectives. As a result, in order to achieve as many objectives as feasible, businesses operate within the context and emphasis of a certain organizational culture.

Organizational culture is defined as a set of shared assumptions, values, and ideas that teach employees what is acceptable and undesirable conduct. This set of ideas has a considerable influence on employee behavior as well as organizational efficiency. In the early 1980s, Peters and Waterman's best-selling book In "Search of Excellence" popularized the concept. Its roots may be traced back to the 1940s, when the early human relations view of organizations arose according to Hatch (1993).

According to Durkheim in Hatch (1993), organizational culture is the shared set of beliefs, ambitions, values, conventions, and work routines that influence how members of an organization connect to one another and collaborate to accomplish organizational goals. Organizational culture, in essence, defines the various ways in which organizational members carry out their responsibilities and interact with others both inside and outside the company.

Culture, on the other hand, is seen as an essential predictor of management practice; hence, culture is a critical success element in the execution of building projects (Weber, 2007).

According to Armstrong, as described in Weber (2007), culture allows individuals to recognize purpose alignment and inspires them to higher levels of achievement, because shared values make people feel good about the organization and commit their capacity and potential really to the firm. A strong community naturally serves as a motivation. Empowerment, decisiveness, a learning mentality, and cooperation are some of the qualities of a healthy company culture. At this point, culture is the actual driver for greater achievement and a genuine source of competitive advantage that competitors struggle to imitate.

The value of corporate culture in construction organizations cannot be emphasized since it serves as an inherent code of operation geared at project completion (Weiner, et al 2005). Construction companies are led by a broad collection of individuals, resulting in a vast spectrum of human behavior (Marosszeky 2002). Individuals with complicated habits and/or personalities, he believes, have a significant influence on project performance. Cultural differences, in particular, may generate disputes in human interaction, limiting construction organizations' ability to fulfill specific tasks (Tijhuis, 2011). As a result of these restrictions, a cooperative corporate culture that orients and binds people toward job completion, organizational success, and priorities is required. As a result, it may be said that, in the majority of organizations, corporate culture plays a crucial part in the success or failure of construction enterprises. According to Cameron & Quinn (1999), organizational culture should be addressed as a vital component in regulating and reinforcing cooperation, increasing quality results, and promoting creativity in order to accomplish a project. On the other hand, the accomplishment of construction organizations on project completion is significantly dependent on the dimension of organizational culture accepted by the organizations and the direction of the culture chosen. As a result, the purpose of this study is to look at the impact of organizational culture on building project completion. As a result, this is attainable through well-defined objectives.
1.2 STATEMENT OF PROBLEM
The construction sector has continued to bemoan the industry's poor performance, with several projects unable to exceed or even meet customer expectations (Egan, 1998). As a consequence, prospective clients will continue to demand increased efficiency upon project completion. According to Hofstede (2011), the difficulty of most construction firms to finish projects and meet customer expectations is based on a few main problems, which include running over budget, missing deadlines, dangerous construction, and client unhappiness. According to his opinion, all of these intimidating features are encapsulated in a single key feature of an organization called as "Organizational Culture."

Organizational culture is a logical instrument established by senior management to purposefully influence employee behavior. Corporate culture is viewed as the normative glue that binds the group with their surroundings, engagement, adaptation, shared goals/values, and absorption of workforce-related duties in today's construction sector. However, in this context, culture acts as a mechanism of attaining corporate goals via completing projects. According to Trompenaars (2004), organizational culture has a substantial impact on performance because it influences how participants approach work, whereas the efficacy of each construction organization is associated with the type of culture embraced by the company. As a result, the scope of this study has been enlarged to investigate the influence of organizational culture on construction project completion rates in Nigeria.
 1.3 OBJECTIVES OF THE STUDY
The principal purpose of this research is to critically evaluate organizational culture and its impact on construction project completion rate in Nigeria. To  achieve the aim the following objectives were formulated:

1. To examine which organizational culture type are currently present dominant in the construction industry.

2. To examine if there are any culture dimension that are statistically significant to project completion.

3. To create a conceptual model of the relationship between organizational culture and project completion rate.

4. Evaluate project organizations to establish their specific cultural orientations and level of performance.

1.4     RESEARCH QUESTION

What type of organizational culture is actively dominant in the construction industry?

Is there any culture dimension that is statistically significant to project completion?

What is the specific cultural orientation of your organization?

Has the cultural orientations of your organization influence their level of performance?

1.5 SIGNIFICANCE OF THE STUDY
Because of the relationship between culture and project completion, many people and construction organizations will benefit from this work. More specifically, culture serves as the social glue and generates a we-feeling, thus counteracting the inevitable processes of differentiation that occur in organizational life. Organizational culture has a common system of meanings that serves as the foundation for collaboration and achievement. It should be noted that if these tasks are not performed satisfactorily, culture will dramatically affect an organization's performance.

Specifically, those that will benefit from this work includes: the government, business managers, Directors/Employers, Employees, Scholars/Researchers Statistical Bodies and Agencies, and most importantly construction companies.

1.6  SCOPE OF THE STUDY

This study on the analysis  of the impact of organizational culture on construction project completion rate covers only 

1.7  LIMITATION OF THE STUDY

The limitations of this study includes: 

a. Finance: Due to the economic difficulty that the people, including the researcher, are experiencing, the prospect of a greater sample size, which would have enabled the study to reach a larger region, has become impossible; thus, this work will be limited to only manufacturing companies/industries in the South Eastern part of Nigeria. 

b. Time: It was not surprising that the researcher was limited by timeframe as it posed a direct challenge to the effective coverage intended in the course of this report. It is the intention of the researcher to interview all the employees of the selected manufacturing companies but because of numerous activities of the researcher which borders on both academics, work schedules and other social activities it became relatively impossible to explain the intention. 

c. Attitude of respondents: The majority of workers fail to collect the questionnaires, and some who do collect pay urgent attention required in filling and returning it, and others did not return theirs at all. Others were less accommodating and may have provided untrustworthy information because they were afraid of being exposed, despite the researcher's promise that all information would be treated with the utmost secrecy and only for education purpose. 

This research was hampered by a lack of cooperation from all personnel and, more specifically, a lack of support from the administration of the organizations, as well as administrative bottlenecks. The researcher overcame the above constraints by devoting more money and time to the research work, as well as attempting to persuade respondents by providing them with gifts/presents in order to ensure prompt cooperation and the provision of reliable and relevant information as might be required to achieve the goal of this work, which is to determine the extent to which an organization's culture can influence or improve..

1.8 DEFINITION OF TERMS

1. Adaptability: This refers to the ability of the company to scan the external environment and respond to the ever-changing needs of its customers and other stakeholders. (Attributes: Creating change, customer focus and organizational learning). 

2. Consistency: This refers to the organization’s core values and the internal systems that support problem solving, efficiency, and effectiveness at every level and across organizational boundaries. (Attributes: Core values, agreement, and coordination and integration). 

3. Culture: This can be defined as the commonly held beliefs, attitudes and values that exist in an organization. Or more simply, it is the way we do things around here - Furnham and Gunter (1998:25). Culture can also be referred to as the unique configuration of norms, values, beliefs and ways of behaving that characterize the manner in which groups and individuals combine to get done – Eldridge and Crombie (1974:13). 

4. Involvement/Commitment: This is the degree to which individuals at all levels of the organization are engaged in pursuit of the mission and work in a collaborative manner to fulfill organizational objectives. (Attribute: Capability development, team orientation, and empowerment). 
5. Leadership: This consists of interpersonal influence, exercised in a situation and directed, by means of the communication process, towards the attainment of a specified goal or goals. 

6. Organization: This can be defined as a conscious, coordinated social unit, composed of two or more people, that functions on a relatively continuous basis to achieve a common goal –Robbins (2008:434). 

7. Organizational Culture: This refers to a system of shared meaning held by members that distinguishes the organization from other organizations. (Robbins, 2008:435). 
8. Organizational Development (OD): This refers to a planned systematic process in which applied behavioural science principles and practices are introduced into an ongoing organization towards the goals of effecting organizational improvement, greater organizational competence and greater organizational effectiveness.

9. Organizational Effectiveness: This refers to the extent to which an organization as a social system, given certain resources and means, fulfils its objectives without incapacitating its means and resources and without placing undue strain upon its members. 

10. Performance: This is the measurement of how well organizations do their jobs. Stoner et al (2001:305). 

11. Team Orientation: This refers to the degree to which work activities are organized around teams rather than individuals. 

CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literatures that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1
CONCEPTUAL FRAMEWORK

Culture

The concept of culture has been described and interpreted in a variety of ways. Community, according to Parsons and Shils (1952), is a set of principles, standards, and symbols that govern the processes and behavior that people go through while making decisions. They also contend that society influences how people interact with one another. Similarly, Trompenaars and Hampden-turner (2004) described culture as a collective structure of meanings that determines what people pay attention to, how they act, and what they value. This shared systems of interpretation differ from one culture to the other, which means that people from different cultures will have different viewpoints and opinions on what culture means to them.Furthermore, the meaning that people confer on an organisation, as well as its formation, procedures, and policies, can be culturally defined (Trompenaars, et al 2004).

According to these scholars, cultural elements are subjective and have a profound impact on human conduct. Hofstede's definition of culture is the "collective programming of the mind that separates the representatives of one society or category of people from others" (Hofstede, Hofstede and Minkov, 2005, p.6).

From the viewpoint of these authors, it could be deduced that the elements of culture are intangible and one that has significant effect on human behavior. Hofstede’s perspective on culture takes a relatively different approach by defining the concept as the “collective programming of the mind that distinguishes the members of one group or category of people from others” (Hofstede, Hofstede and Minkov, 2005, p.6). According to the author, mind programming starts within the first ten years of puberty and is heavily influenced by peer groups present at the time as well as the external world (Hofstede, 2011). This concept was based on a study conducted in the 1900s and published in Cultures and Organization: Software of the Mind, which used IBM workers from 50 branches to investigate cultural gaps between countries (Shi and Wang, 2011). His results showed similarities in organizational practices (organizational culture) amongst the employees, which are learned when a person joins an organization as well as some marked differences in organizational values, which he termed “national culture”. The disparity present in the results is evidenced by his argument that the term “culture” cannot be used to collectively examine culture in an organizational setting or in a national context, since values (national culture) are developed at the early stages of youth and remains firmly rooted in the mind (Hofstede, Hofstede and Minkov, 2005; Minkov, 2018).

However, the focus of this study is on organizational culture and its effect on organizational success. As a result, the construct of corporate culture is most important on this reason, and it will be highlighted and addressed in the following paragraph.

Organizational Culture

Given a constantly evolving world and ongoing insights into organizational effectiveness, science organisations, like any others, are rethinking what they do and how they can better identify and achieve their goals and objectives. Once priorities have been established, it is important to discuss the style of culture required to advance these goals and objectives to ensure the effective execution of the necessary improvements. Furthermore, the literature on organizational effectiveness has been emphasizing the role of culture in empowering and optimizing the value of its intellectual assets, especially human resources. This is particularly important in knowledge intensive organizations, such as publicly funded scientific laboratories, Construction companies etc. This review of the organizational culture literature makes it clear that;

(1) Culture is essential for both successful construction organizational change and maximizing the value of human capital 

(2) Culture management should become a critical management competency, and 

(3) while the right culture may be a necessary condition for organizational success, it is by no means a sufficient condition. An important challenge for managers is to determine what the most effective culture is for their organization and, when necessary, how to change the organizational culture effectively.

The idea of organizational culture has piqued the interest of organizational scientists and practitioners who had become disillusioned with the dominant formalistic, quantitative organizational analysis. The focus on organizational culture diverted attention away from the practical and technological dimensions of management (the so-called hard side), which could be more easily quantified and empirically studied, and toward the behavioral and symbolic aspects of management (the soft side), which involved in-depth, qualitative analyses of organizational existence. This focus on the qualitative, symbolic aspects of organizations and management stimulated a large literature on leadership. In addition, specialized literature emerged around particular variants of organizational culture considered increasingly important for success in the modern business world, such as change-oriented culture, learning culture, innovating culture, team-and project-oriented cultures. More recently, attention has turned to identifying and creating an organizational culture that facilitates agility; promotes alliances, partnerships and networks; encourages knowledge management; fosters corporate responsibility and/or moral integrity; and embraces diversity. The concept of organizational culture has generated a massive literature with enormous popularity. In the 1990s, a literature yielded over 2500 hits (Alvesson, 2002). It is a significant body of literature and the idea of corporate culture has been fundamental to much subsequent study on organizational effectiveness.

Organizational culture encourages the acceptable approach to know the challenges, where participants learn, feel, and set the values, goals, behavior, habits, and norms that encourage high levels of achievement. (Marcoulides and Heck, 2003; Schein, 2000) 

The value method and the job practice approach are the two key methods that have been observed in the various concepts of corporate culture (Khan et al, 2010). Scholars contend that corporate culture is based on a set of common beliefs that has a profound impact on workplace behaviour (Peter and Waterman, 1982; Khan et al, 2010; Schneider, Ehrhart and Macey, 2013; Amin, 2017). Organizational culture has been described as a common set of principles, beliefs, and basic assumptions formed and adopted by a given community before being taught to new participants as the established method of solving internal and external problems (Schein, 1983; Schein, 2010).

Cooke and Rousseau (1988) characterized organizational culture as the common values and beliefs that guide the actions of members of a given unit. As a result, these writers conclude that corporate culture is made up of certain distinct elements that perpetuate behavioral habits among group members.

Proponents of the work-practice approach emphasize that employee practices in the day-to-day operation of an organization are at the heart of organizational culture. Van Den Berg and Wilderom (2004) defined organizational culture as collective perceptions of work practices that exist within units in an organization. In the same vein, Hofstede, Hofstede and Minkov (2005) termed organizational culture as a system of shared work-practices influenced by symbols, heroes and rituals which carry meanings that can only be interpreted by the members in a given work environment. Furthermore, Hofstede (2011) strongly emphasized that value is not an element of organizational culture; as they are developed in the first ten years of a person’s life before he or she enters a work setting. Nevertheless, Van Den Berg and Wilderom (2004) disagrees with this argument as they insist that the development of values do not only occur at the early stages of life but also …”derived from the existing practices within an organization, department, or work unit’.

The study of organizational culture and performance is advantageous since the cultural values are observable and measurable. Thus it can be compared across organizations and directly related to individual and organizational performance (Siehi and Martin, 2008). Undoubtedly, the organization’s performance is a function of the potential return to the inculcation of strong culture into the organization’s systems enabling it to execute its routines. Scholars and practitioners have constantly argued that both financial and non-financial measures should not be used to determine the organizational performance (Harold and Darlene, 2004; Kaplan and Norton, 2005; 
Rajendar and Jun Ma, 2005). Performance is a broader indicator that can include productivity, quality, consistency, and so forth. On the other hand, performance measures can include results, behaviours (criterion-based) and relative (normative) measures, education and training concepts and instruments, including management development and leadership training for building necessary skills and attitudes of performance management (Richard, 2002).

Furthermore, Kotter and Heskett (1992) discovered that firms with “adaptive values” had significantly higher long-term performance than companies with just short-term performance. Collins and Porras (1999) have both supported this in their research on long-lived, financially successful companies. To obtain a more complete picture of the relationship between culture and results, it is important to use both financial and non-financial metrics. A high level of organizational performance is associated with an organization that has a strong culture that includes a well-integrated and effective set of values, beliefs, and behaviors (Cameron and Quinn, 2009). 

Many researchers, however, noted that culture would only be linked to superior performance if the culture is capable of adapting to changes in environmental conditions. Furthermore, the culture must not only be widely shared, but it must also have distinct characteristics that cannot be imitated (Lewis, 20019). According to Kreitner et al. (2002), diversity is the multitude of human differences and similarities that occur between individuals. The goal of diversity is to raise awareness, acceptance, empathy, and respect for individual differences. It is centered on fostering an environment in which everyone feels valued and accepted. To put it another way, valuing diversity entails a cultural shift toward viewing employee differences as a valuable resource that can contribute to organizational success. Managing diversity is concerned with allowing individuals to contribute to their full capacity. It works on transforming an organization's culture and technology so that employees can be as productive as possible. Education, Compliance, and Exposure are three main mechanisms for progress in managing diversity.

Furnham and Gunter 1993) state that a good culture is consistent in its components and shared amongst organizational members, and it makes the organization unique, thus differentiating it from other organizations. However, a high performance culture means little more than any culture that will produce a high level of business performance. Stoner J.A.F (2001), in the study carried out in Harvard Business School by Kotter J. and Heskett J. in 2005 over 200 companies opined that the effect of good organizational culture will include among other things:-

Organizational culture can have a significant impact on a firm’s long-term economic performance

Organizational culture will probably be an even more important factor in determining the success or failure of firms in the next decade.

Organizational culture that inhibit strong long-term financial performance are not rare; they develop easily, even in firms that are full of reasonable and intelligent people.

Although tough to changes, organizational cultures can be made more performance enhancing.

Heinz Weihrich and Harold Koontz cited in Stoner J.A.F (2001), in their opinion say that the effectiveness of an organization is influenced by the organization culture, which affects the way the managerial functions of planning, organizing, staffing, leading and controlling are carried out.

According to Kandula (2006), He maintains that due to differences in organizational culture, some strategies do not yield the same results for the same location. A positive and strong culture can make an average individual perform and achieve brilliantly, whereas a negative and weak culture may demotivate an outstanding employee to underperform and end up with no achievement. Therefore, the organizational culture has an active and direct role in performance management.

Schein (1992) suggests that the performance of any organization is dependable on the culture as culture is even more important today than it was in the past. Increased competition, globalization, mergers, acquisition, alliances, and various workforce developments have created a greater need for:

• Coordination and integration across organizational units in order to improve efficiency, quality and speed of designing, manufacturing, and delivering products and services.

 • Product innovation

 • Strategy innovation

• Process innovation and ability to successfully introduce new technologies, such as information technology.

 •Effective management of dispersed work units and increasing workforce diversity

• Cross-cultural management of global enterprises and/or multi-national partnerships.

• Construction of meta-or hybrid-cultures that merge aspects of cultures from what were distinct organizations prior to an acquisition or merger.

• Management of workforce diversity.

• Facilitation and support of teamwork.

In addition to a growing need to respond to these external and internal developments, corporate culture has become more critical because, for a rising number of organizations, intangible properties, rather than physical assets, now constitute the primary source of value. Maximizing the importance of workers as intellectual assets necessitates a community that encourages intellectual interaction and enables human and corporate learning, new knowledge formation and use, and a desire to exchange knowledge with others. Today's culture must play an important role in promoting:

 Knowledge management

ii. Creativity

iii. Participative management

iv. Leadership

According to Schein's (2001, 2005, 2002) theory, organizational culture is characterized as "a pattern of shared basic assumptions that the community learned as it solved its problems of external adaptation and internal integration, that has worked well enough to be considered legitimate and, therefore, to be taught to new members as a correct way to interpret, think, and feel in relation to those problems."

According to Schein, corporate culture is the learned product of collective interactions, and it is largely unconscious (Schein, 2000). Culture, according to Schein, is a three-tiered concept. The observable organizational structures and assorted artifacts comprise the first stage of culture. Dress codes and overall office tidiness, for example, are artifacts that reveal much about the ethos of the company. According to Schein, the first category is difficult to interpret since it reflects the most simplistic cultural phenomenon, i.e. only reflections of real business society. For example, behavior – a cultural artifact – is affected by a plethora of influences other than a company's culture (Schein, 2000). The first cultural level also consists of various quality systems as well as information systems and database connected with safety and the control/monitoring of operations (cf. Reason, 1981). Similarly, cultural artefacts can be considered to include accident statistics, sick leave and corresponding indicators, which correctly interpreted, can be used to form conclusions about the deeper characteristics of an organization’s culture. This interpretation requires effective and diverse research methods and an understanding of the internal dynamics of the culture.

Maintaining An Organizational Culture For Effective Performance

Armstrong (2006) further opines that every organization has its own unique culture which every member is expected to abide by. There are three major factors that play a significant role in sustaining organizational culture. They are:

Selection

Top management / Executives

Socialization

Selection: Selection process is concerned with luring people who have the skills, knowledge, abilities and capabilities to perform a job creditably in an organization. It is believed that those who are hired will match and fit in very well with the mapped out jobs and values of the organization. During the selection process, information provided to candidates about the organization and information about the candidates are given to the organization so as to know whether one fits in or mismatches. Selection is therefore a two way process, allowing either party to quit if felt otherwise. By an organization passing through a selection process, helps to sustain the organizational culture because they will select those candidates who meet the organizational values and requirements based on their culture.

Top Management/Executives: The executives of an organization contribute to a large extent in sustaining the organization culture. Their actions will speak louder than voice, through what they say, how they behave and how they go about their jobs. They institute the cultural norms as to whether taking risk is worth doing, adequate dressing code, actions that could likely lead to promotions, demotions etc.

Socialization: New employees need some orientation and indoctrination before they could properly fit into the organization well. New employees are most likely to question the organizational customs, beliefs and norms that are in place. It is the sole responsibility of the organization to help the new employees adapt to the culture of this organization and this is what is referred to as socialization. Non-conformist are always shown the ways out.

The Functions Of Organizational Culture On Performance

Zhang (2006) highlight several functions of organizational culture;

The guiding function of organizational culture: The guiding function of organizational culture refers to the culture that lead the whole organization and all the employee’s personal value and behavioural orientation towards the goal of organization. The essence of the construction of outstanding organizational culture is to set up internal force mechanism. The construction of the mechanism makes vast staff recognize that the organization is striving for lofty goal, which not only can produce creative tactics but also can make staff dare to make individuals sacrifice for realizing organizational goal.

The standardizing function of organizational culture: Through establishing common value system, organizational culture forms unified thought, make faith from a kind of tendency on the staff’s psychological deep layer, and then a kind of response mechanism reconstructed in the transformation. As long as there is an inducement signal from outside, positive response will take place, and turn into the anticipated behaviour rapidly. By coordination and self-control, the collision of restrain to employees is weakened, the conflict of autonomy psychology with the reality of being managed is relieved, which makes a unifying, and harmonious organization from the top to the bottom.

The agglomerating function of organizational culture: Organizational culture is the group consciousness created by the staff together. It is a kind of binder, unites the people of all respects and all levels around organizational culture, and makes cohesiveness and centripetal force to organization. Organizational culture connects employee’s personal thoughts and feelings, and destiny with the safety of organization closely. At the same time, employee has a sense of ownership and acceptance to the organization.

The motivating function of organizational culture: Organizational culture emphasizes on regarding people as the centre, its core is to create common values. Outstanding organizational culture means creating a kind of atmosphere that everybody is paid attention to and respected. Excellent cultural atmosphere usually may produce a kind of incentive mechanism which makes each member’s contribution get other employee’s and leader’s appreciation and reward in time. By this way, encouraging the employees dare to dedicate themselves, make unceasing progress and constant innovation in order to realize self-value and the development of organization. In addition, the establish of organizational culture, not only influence enterprise itself, but also have a certain impact on public, as well as domestic and international enterprises, it forms a part of social culture while improving enterprise’s popularity, that is to say, organizational cultures has enormous radiating function.

How To Change An Organizational Culture

Changing an organization’s culture is incredibly complex, but cultures can be modified. For example, Lee Lacocca came to Chrysler Corp in 1978, when the corporation seemed to be just weeks away from bankruptcy. It took him only five years, but he transformed Chrysler's traditional, inward-looking, and engineering-oriented society into an action-oriented, market-responsive culture. According to the facts, cultural transition is more likely to occur when most or more of the following criteria are met:

A Dramatic Crisis: This is the shock that undermines the status quo and calls into question that relevance of the current culture. Examples of these crises might be a surprising financial setback, the loss of a major customer, or a dramatic technological breakthrough by a competitor. Executives at pepsi cola and Ameritech even admit to creating crises in order to stimulate cultural change in their organizations.

Turnover in Leadership: New top leadership, which can provide an alternative set of key values, maybe perceived as more capable of responding to the crisis. This would definitely be the organization’s chief executive but also might need to include all senior management positions. The hiring of outside CEOs at IBM (Louis Gerstner) and General Motors (Jack Smith) illustrate attempts to introduce new leadership.

Young and Small Organization: The younger the organization, the less entrenched its culture will be. Similarly, its easier for management to communicate its new values when the organization is small. This again helps explain the difficulty that multi-billion dollar corporations have in changing their cultures.

Weak Culture: The more widely held a culture is and the higher the agreement among members on its values, the more difficult it will be to change. Conversely, weak cultures are more amenable to change than strong ones.

If conditions support cultural change, you should consider the following suggestions:

Have top management people become positive role models, setting the tone through their behaviour.

2.Create new stories, symbols and rituals to replace those currently in vogue.

3.Select, promote, and support employees who espouse the new values that are sought.

4.Redesign socialization process to align with the new values

5.Change the reward system to encourage acceptance of a new set of values.

6.Replace unwritten norms with formal rules and regulations that are tightly enforced.

7.Shake up current subcultures through transfers, job rotation, and or termination.

8.Work to get peer group consensus through utilization of employee participation and creation of a climate with a high level of trust.

Implementing most or all of these suggestions will not result in an immediate or dramatic shift in the organization’s culture. In the final analysis, cultural change is a lengthy process-measured in years rather than months. But if the question is, “can culture be changed?” the answer is “YES”.

Furthermore, cultural change typically refers to radical versus limited change. It is not easy to achieve, it is a difficult, complicated, demanding effort that can take several years to accomplish. There are three basic types of cultural change (Trice and Beyer, 1991):

Revolutionary and comprehensive efforts to change the culture of the entire organization.

Efforts that are gradual and incremental but nevertheless are designed to cumulate so as to produce a comprehensive reshaping of the entire organizational culture.

Efforts confined to radically change specific subcultures or cultural components of the overall differentiated culture.

Strategies for effecting cultural change include (Schein, 1992);

Unfreezing the old culture creating motivation to change.
Capitalizing on propitious moments – problems, opportunities, changed circumstances, and/or accumulated excesses or deficiencies of the past.

Making the change target concrete and clear.
Maintaining some continuity with the past.
Creating psychological safety through a compelling positive vision, formal training, informal training of relevant groups and teams, providing coaches and positive role models, employee involvement and opportunities for input and feedback, support groups, and addressing fears and losses head on

Selecting, modifying, and creating appropriate cultural forms, behaviours, artifacts, and socialization tactics

Cultivating charismatic leaders

Having a realistic and solid transition plan

Exercising risk management by understanding and addressing the risks and the benefits as well as the potential inequitable distribution of these risked and benefits

Culture And Managerial Action On Performance

Although founders and managers play an important role in the creation, preservation, and communication of organizational culture, this same culture forms and governs the behavior of all workers, including managers. For example, culture affects how managers conduct their four primary functions: planning, arranging, guiding, and controlling. When considering these roles, we can differentiate between top managers who develop organizational principles and norms that promote imaginative, inventive behavior and top managers who encourage a traditional, cautious approach by their subordinates. It should be noted that the kinds of values and norms can be appropriate depending upon the situation and type of organization.

Planning: Top managers in a company with a creative culture are more likely to inspire lower-level managers to engage in the planning process and cultivate a versatile approach to planning. They are more likely to be open to fresh ideas and able to take chances associated with the production of new goods. Top managers in a conservative company, on the other hand, are likely to prioritize formal top-down planning. Suggestions from lower-level managers are likely to be subjected to a systematic approval process, which can dramatically delay decision making.. While this methodical approach may increase the standard of decision-making in a nuclear power plant, it may have unintended consequences. Previously, at conservative IBM, the planning process had become so formalized that managers spent the majority of their time assembling complex slide shows and overheads to defend their current positions rather than thinking about what they should be doing to keep IBM abreast of changes in the computer industry. When former CEO Lou Gerstner took over, he used every tool at his disposal to eliminate this culture, including constructing a brand-new campus-style headquarters to change managers' mindsets. IBM’s culture is undergoing further changes initiated by its new CEO, Samuel Palmisano.

Organizing: What kinds of organizing will managers in innovative and in conservative cultures encourage? Valuing creativity, managers in innovative cultures are likely to try to create an organic structure, one that is flat, with few levels in the hierarchy, and one in which authority is decentralized so that employees are encouraged to work together to find solutions to ongoing problems. A product team structure may be very suitable for an organization with an innovative culture. In contrast, managers in a conservative culture are likely to create a well-defined hierarchy of authority and establish clear reporting relationships so that employees know exactly whom to report to and how to react to any problems that arise.

Leading: In an innovative culture, managers are likely to lead by example, encouraging employees to take risks and experiment. They are supportive regardless of whether employees succeed or fail. In contrast, managers in a conservative culture are likely to use management by objectives and to constantly monitor subordinates’ progress towards goals, overseeing their every move.

Controlling: Managers analyze and enhance efficiency in different ways depending on whether the organizational culture values formality and caution or creativity and transition. Managers who want to foster risk-taking, creativity, and innovation understand that there are many pathways to success and that failure must be recognised for creativity to succeed. As a result, they are less concerned with employees doing their jobs in a fixed, predetermined manner and strictly adhering to predetermined targets and are more concerned with employees being agile and taking the initiative to come up with ideas for improving efficiency. Managers in innovative culture are also more concerned about long-run performance than short-run targets because they recognize that real innovation entails much uncertainty that necessitates flexibility. In contrast, managers in cultures that emphasize caution and maintenance of the status quo often set specific, difficult goals for employees, frequently monitor progress toward these goals, and develop a clear set of rules that employees are expected to adhere to.

The principles and standards of an organization's culture have a significant impact on how managers conduct their management functions. The degree to which managers buy into their organization's principles and norms affects their worldview as well as their behavior and decisions in specific situations. Managers' decisions, in turn, may have an effect on the organization's results. As a result, corporate culture, managerial behavior, and organizational success are all intertwined. This connection is visible at Hewlett-Packard (HP), a pioneer in the electronic instrumentation and computer industries. HP, which was established in the 1940s, created a culture that grew out of the company's founders, William Hewlett and David Packard's, strong personal beliefs. In 1957, Bill and Dave, as they are known within the organization, formalized HP's culture with a declaration of corporate goals known as the "HP way." The fundamental principles guiding the HP way emphasize treating everyone with honesty and fairness, including consumers, vendors, workers, stockholders, and society in general. Bill and Dave contributed to the development of this culture within HP by recruiting like-minded individuals and allowing the HP way to direct their own behavior as managers. Although the Hewlett – Packard example and our earlier example of IDEO illustrate how organizational culture can give rise to managerial actions that ultimately benefit the organization, this is not always the case. The cultures of some organizations become dysfunctional, encouraging managerial actions that harm the organization and discouraging actions that might lead to an improvement in performance. Recent corporate scandals at large companies like Enron, Tyco, and Werldcom show how damaging a dysfunctional culture can be to an organization and its members. For example, Enron’s arrogant, “success-at-all costs” culture led to fraudulent behaviour on the part of its top managers. Unfortunately, hundreds of Enron employees have paid a heavy price for the unethical behaviour of these top managers and the dysfunctional organizational culture.

Organizational Culture: The Role Of The Leadership

Other definition in organizational theory have been investigated in the same way that scholars have attempted to discover and establish a common measurement of organizational culture and a coherent description of the construct. Among them are the issues of leadership and organizational culture, which are being investigated to see whether there is a constructive connection between the two principles (Ogbonna and Harris, 2000). Previous research on organizational culture and leadership concluded that there is a clear correlation between the founder of an organization and its corporate culture because of their ability to control and form organizational culture.

Schein (1983) examined the role of the founder in the creation of organizational culture and concluded that the personality and cultural experiences of the founder strongly determines the culture that would be imbibed by the followers, since the founder brings in his own assumptions and initiates the process of corporate culture development by imposing the type of organization values and beliefs which should be adopted . However, he reasoned that these assumptions would have to tested and validated by the followers before they are accepted as the right way to respond to internal and external problems (Schein, 2010). Hofstede (1990) supports the Schein (1983)’s argument by reiterating the significance of the effect which founders and leaders can have on the process of culture formulation, as their values undoubtedly become members’ organizational practices.

Recent research on the relationship between leadership and culture has also found a clear and constructive relationship between the concepts (e.g. Ogbonna and Harris, 2000; Berson, Oreg, and Dvir, 2008; Simosi and Xenikou, 2010); Acar, 2012; Steers and Shim, 2013; Warrick, 2017); Gil, Rodrigo-Moya, Morcillo-bellido (2018); Gil, Rodrigo-Moya, Morcill (Hazana Abdullah, Shamsuddin and Wahab, 2019).

Leadership, according to Ogbonna and Harris (2000), can affect the creation of cultural traits like innovation and creativity, which contributes to organizational effectiveness. Furthermore, he indicated that issues relating to organizational culture formation can be resolved if more attention is directed to the type of leadership that exist in any given organization. In the same vein, (Harris et al., 2010) agrees that leadership can significantly influence the development of values and systems which can encourage the creation of an innovative culture. They further maintained that an innovation-oriented culture would generate channels and opportunities for empowerment and growth with organizations. Similarly, (Acar, 2012) empirically examined the relationship between organizational culture and leadership with results that confirmed leadership as crucial for the development of a strong culture which can help to facilitate work conditions that foster work effectiveness.

As a result, it is possible to conclude that leadership will facilitate the development of specific cultural elements within an organization. However, some scholars have suggested a positive correlation between leadership and culture, although from a different perspective. According to this viewpoint, such leadership behavioral behaviors are determinants of organizational culture. After conducting a study on the impact of leadership on organizational culture in 32 business units of a Greek service organization, (Simosi and Xenikou, cited in Ogbonna 2000) results established that leaders ,who arouse feelings of motivation and creativity amongst their followers, are able to create a platform for the development of an organizational culture that promotes positive work values. Interestingly, (Acar, 2012, cited in 
Hofstede 1990) supports this point, claiming that certain cultural characteristics can only be developed through leadership styles that encourage inspirational motivation, contingent rewards, and empathy for individuals. (Steers and Shim, 2013) examined the impact of leadership actions on organizational culture by focusing their research on two major car brands. Their findings suggested that leaders who cultivate intimate relationships with their subordinates and implement incentive programs can have a significant impact on the creation of work cultures that represent the company's core values.

Though various factors can influence organizational culture, work culture is primarily influenced by leaders, who play critical roles in cultivating, developing, and maintaining cultures (Warrick, 2017). According to the evidence presented above, the concepts of leadership and organizational culture are inextricably linked, as the common values, beliefs, norms, and assumptions of members of a given unit are the result of leadership influences.

Cultural Dimensions On Organizational Performance

Hofstede is credited with groundbreaking work on cultural measurement (1990). Previously, Hofstede established four dimensions of culture on success and highlighted the most significant cultural variations in a multinational corporation. Individualism versus collectivism, power distance, ambiguity avoidance, and masculinity and femininity are the four dimensions. These four dimensions were discovered by comparing the value of workers and managers employed in the IBM Corporation's 53 national subsidiaries. It can be concluded that organizational culture comprises of unique quality or character of a company meanwhile the managers are challenged to search for the “strong” culture that probably could improve the organizational effectiveness because it is strongly believed that there are cause and effect associated with each cultural dimension on organizational performance.

Organizational culture is a concept in organizational studies and management that defines an organization's psychology, behaviors, experiences, beliefs, and values (personal and cultural values). It is known as "a particular set and groups within an organization that govern how they communicate with one another and with stakeholders outside the organization.".

This concept goes on to define organizational values as “beliefs and ideas about what kinds of goals members of an organization should follow, as well as ideas about the acceptable kinds or standards of conduct organizational members should use to achieve these goals.” Organizational values are used to create organizational norms, rules, or standards that prescribe acceptable types of behavior by employees in specific circumstances and regulate the behavior of organizational members against one another in order to achieve organizational goals.

Much research on organization culture is dominated by a preoccupation with a limited set of meanings, symbols, values and ideas presumed to be manageable and directly related to effectiveness and performance (Alvesson, 2002). Moreover, organizational performance is excessively conceptualized from a financial point of view and its indicators are mostly financially grounded (Savoie and Morin, cited in ALVESSON, M. (2002).

Alternative interpretations are suggested by Savoie and Morin (2002), and their collaborators consider organizational effectiveness from a variety of viewpoints, including interactionist, interpretativist, and political perspectives. They guarantee that “complexity and uncertainty in the effectiveness model are (...) needed to map the complexity and ambiguity of organizations” (Cameron, 1983). Organizational effectiveness and success, according to Morin and Savoie (2002), are social constructs derived from the representations, desires, and conceptions that affect the creation of people and groups in relation to activities, outcomes, and processes. As a consequence, multiple social representations of effectiveness are explored and suggested, such as the economic, the psychosocial, the systemic, the political and the ecological representations (Savoie and Morin, 2002). Cultural dimensions can be divided into the following sub-headings:

Power Distance: This is dimension of culture that refers to the inequality among the people of a nation.

Individualism: This is dimension of culture that refers to the extent to which people in a country prefer to act as individuals instead of members of groups.

Masculinity/femininity: This is dimension of culture that refers to the degree to which “masculine” value prevails over “feminine” values.

Uncertainty Avoidance: This is dimension of culture that refers to the preference of people in a country for structured rather than unstructured situations.

Long-Term Orientation: This is dimension of culture that refers to the preference of people in a country for long-term values as opposed to short-term values.

Strong Versus Weak Culture On Organizational Performance

While all organizations have cultures, some tend to have more robust, deeply ingrained cultures than others. Initially, a strong culture was described as a consistent collection of beliefs, values, assumptions, and practices shared by the majority of the organization's members. The emphasis was on (1) the degree of consistency of beliefs, values, assumptions, and practice across organizational members, and (2) the pervasiveness (number) of consistent beliefs, values, assumptions, and practices. Many early proponents of organizational culture tended to assume that a strong, pervasive culture was beneficial to all organizations because it fostered motivation, commitment, identity, solidarity, and sameness, which in turn, facilitated internal integration and coordination. Some, however, noted that a strong culture might be more important for some types of organizations than others. For example, volunteer organizations may need to stress culture more than business organizations. Still others noted potential dysfunctions of a strong culture, to the point of suggesting that a strong culture may not always be desirable. For example, a strong culture and the internalized controls associated with it could result in individuals placing unconstrained demands on themselves, as well as acting as a barrier to adaptation and change. A strong culture could also be a means of manipulation and co-optation (Perrow, 1979). It could further contribute to a displacement of goals or subgoal formation, meaning that behavioural norms and ways of doing things become so important that they begin to overshadow the original purpose of the organization (Freeman, 1991).

Culture was initially viewed as a means of improving internal integration and communication, but organizations with an open system view realized that culture is often essential in mediating adaptation to the environment. The conventional definition of a strong culture could be at odds with organizations' willingness to adapt and evolve. Seeing organizational culture as essential for promoting organizational creativity, acceptance of new ideas and perspectives, and required organizational change may necessitate a different, or more complex, perspective on organizational culture.

According to Schein (2010), a healthy organizational culture is commonly regarded as a conservative power. In contrast to the view that a strong organizational culture could be dysfunctional for modern business organizations that must be change-oriented, he contends that just because a strong organizational culture is relatively stable does not imply that the company would be immune to change. Even if strong organizational cultures were not traditionally change-oriented, it is possible for the substance of a strong culture to be. He suggests that the culture of modern organizations should be strong but limited, differentiating fundamental assumptions that are pivotal (vital to organizational survival and success) from everything else that is merely relevant (desirable but not mandatory). Today's organizations, which are marked by rapidly evolving cultures and internal workforce diversity, need a strong corporate culture that is less pervasive in terms of prescribing specific norms and behavioral habits than might have existed in the past. Collins and Porras (2004) endorsed this viewpoint in their well-known study (Built to last) of companies with high and long-term results.
Nigerian Construction Industry 

In Nigeria, as in most developing countries, the construction industry is central to the country's economic activities. According to Cooke (1988), the construction industry accounts for roughly 60% of the nation's capital investment and 30% of GDP. 

Furthermore, the construction industry is said to have contributed about half of the total stock of fixed capital investment in the Nigeria economy (Olaloku, 1987). The industry also generates employment opportunities which place it second to the Government in the employment of labour (Husseini, 1991cited in Cooke 1988). 

When the construction industry was booming in the 1970’s, the country’s economy experienced similar effects during that time. However, from early to mid 1980’s, the industry underwent a jolt and its influence was felt in all facets of national life (Isiadinso,cited in Cooke 1988).

Ezirim(2010) stated that the lull in construction of early 80’s was not limited to Nigeria alone. The lull also existed in Western Europe and America. But the parent companies of these big timers in our midst were not only able to keep afloat the stormy ocean but were able to expand their sales. They were able to do this through initiative, innovation and analysis. 

Consequently, the Federal and State governments resorted to taking foreign loans as a quick solution to the problem. However, some of the measures taken by Government in order to revitalize the economy have further aggravated the situation. 

One clear consequence of this trend is that the cost of imported raw materials and subsequently of the finished goods has significantly increased (Husseini, 1988). These significant increases as stated by Mbachu and Nkado (2004) have obvious negative consequences for the major players and the industry; undermining the viability and sustainability of the industry.. 

The Construction Process 

The construction process begins when a client recognizes the need for a building product (a constructed facility). Various stakeholders must then be involved in order for this facility to be realized. As a result, construction is a project-oriented operation (Fellows et al., 2002). A project, according to Turner (2006), is a short-term endeavor that requires the pooling of various resources to achieve a particular short-term goal. Another formal definition provided by Hobday (2000) is that a project is any activity with a defined set of resources, goals and time limit. Newcombe (2003) defines a project as a coalition of powerful individuals and interest groups. As previously stated, this coalition is needed due to the extensive fragmentation and specialization within the construction industry. This alliance, also known as a supply chain, must be formed in order to put together the different specializations, labor, money, and other resources needed for the project. Given that organizations are usually groups of people cooperating and/or working together to accomplish particular goals that no single person can achieve (Mullins, 2005), these construction supply chains can also be considered as organizations, or more properly as a multi-organization. (Cherns and Bryant, 1984), and all the pre-requisites for effective functioning of an organisation apply, including a common objective and an appropriate organisational culture that is congruent with the environment (Thompson, 1993). Pant et al. (1996) described a project organization as a temporary undertaking formed as a separate, autonomous unit for carrying out particular time-bound activities. As a result, it is fitting in this study to refer to such construction project organizations as construction project organizations (CPOs). As a result, in this research sense, the CPO is analogous to what Cherns and Bryant (1984) refer to as a temporary multi-organizational structure (TMO).

The Construction Project Organisation CPO)

The Client, Consultants (an Architect and/or Civil Engineer, Quantity Surveyor, Structural Engineer, Mechanical and Electrical Engineer, and Project Manager depending on the form and size of the project), Main Contractor, Subcontractors, and Suppliers are usually key players within this CPO or TMO (Cherns and Bryant, 1984; Chua et al., 1999; Soetanto et al., 1999). Contracts specify the CPO's terms of engagement (Cherns and Bryant, 1984). Regardless of these contracts, the CPO's ability to effectively execute a project is dependent on the ability of partners to collaborate as a team against a shared goal. It is not uncommon to find participants pulling in different directions or working towards company objectives rather than project objectives. When the project is complete, the temporary multi-organisation coalition breaks up and the various participants go on to join other CPOs on new projects (ibid). The tendency therefore has been for participants to take a short-term view of projects and to focus more effort on trying to secure the next project rather than focus on the on-going project (Hsieh, 1998). 

Culture Within The Construction Industry 

According to Newcombe (2003), the partners in the project consortium engage with the project in two main arenas: cultural and political, with the cultural arena reflected by the project participants' philosophy or common beliefs. As a result, cultural problems are still in the spotlight (Ofori, 2000). In an attempt to flesh out this cultural arena, Abeysekera (2002) described culture inside construction as the "characteristics of the industry, approaches to construction, competence of craftsmen and people who work in the industry, and the aims, principles, and strategies of the organizations they work in." In essence, culture within construction is about what is carried out, how and when it is done, who is involved and why certain things are done the way they are. These perceptions of culture as applied to construction are consistent with the earlier generic definitions of culture posited by the likes of Bodley (1994). The insight derived from Abeysekera (2002) is particularly useful as it fulfils the need to see culture through the eyes of construction industry members. As the discussion thus far has shown, culture must be an essential factor for every organization in every industry. Because of the nature of contracting, internationalization of procurement, joint ventures, and the transition and application of novel philosophies and practices such as partnering, JIT management, Supply Chain Management, and TQM from comparatively more competitive industries such as manufacturing and retail, this becomes more important in building (Riley and Clare Brown, 2001). As aptly stated by Hall (1999), the project-based arrangements that characterise the production of the built environment make the potential impact of culture even more pronounced than in any other industry.

Several significant contributions have been made in support of this claim. According to Maloney and Federle (1990), the culture of a construction organization is a primary determinant of success within that organization. It was also discovered to have an impact on the degree of engagement and transparency, decision-making approaches, communication efficiency, and working relationships (Hall, 1999; Low and Shi, 2001; Skitmore et al., 2004), rendering otherwise competitive managers and organizations ineffective and dissatisfied while working across cultures. They demonstrated that any organisation that wanted to carry out or manage a construction project successfully in another country had to understand the culture of the host country clearly. According to Ofori (2000) culture had an influence on the choice of foreign parties in joint ventures. Ngowi (2000) also showed the difficulties associated with the implementation of such foreign philosophies as TQM in developing countries, with their successful implementation usually requiring changes to the shared assumptions, frames of reference and understandings that most organisations have developed. This is because these philosophies and practices are invariably embedded with their own set of cultural beliefs, norms, values and assumptions (cf. Riley and Clare-Brown, 2001). Similar findings were also reported in Pant et al. (1996), although in this case the emphasis was on the incompatibility of imported project organisational structures with local attitudes and values in Nepal. Culture has also been found to be a potential source of competitive advantage by some researchers, especially in the face of increasing globalisation. Through a survey of Australian contractors working internationally, Jefferies et al cited in Handley (1997) found cultural awareness to be an element of competitive advantage. The cases of the Bangkok Expressway extension project (Handley, 1997; Masaoka, 2003) and the rebuilding of the Croatian motorway from Zagreb to Split following years of war (Eaton Consulting Group Inc., 2002), also provide further evidence that besides institutional gaps, cultural gaps hamper the efficient execution of projects. Cultural differences between the Japanese contractor Kumagai Gumi, their local associates, and the client, for example, affected project execution and subsequent outcomes in the former case. Human interaction elements continued to distract focus from either schedule or budget in the latter case, which included nine distinct nation-state cultures and two starkly different corporate cultures. Soetanto et al. (1999) discovered at the project level that the quality of interrelationships between project participants essentially influences total project success and individual participant performance. Although these interrelationships were not examined within the context of research into culture, it is reasonable to infer that culture must be an important factor. It also has an influence on the propensity for litigation (Fenn et al., 1997; Phua and Rowlinson, 2003), and the attitudes and behaviours towards such aspects as health and safety (Cooper, 2000). These influences can lead to positive or negative outcomes (Hampden Turner, 1994; Handy, 1995), and to this extent culture merits serious consideration. However, research into these issues within the construction research community has been very limited and disparate (Ankrah and Proverbs, 2004). Whilst some industries have had the benefit of research drawing from the general principles and models espoused by culture researchers for industry-specific research, for instance food retail (Ogbonna and Harris, 2002) and manufacturing and services (Guest et al., 2003), quite a significant body of the existing literature on culture in construction tends to be anecdotal. For example, Barthorpe et al. (2000) presented a profile of the UK construction industry, citing the hierarchical structure, wage structure, and confrontational nature of contracting as factors that set the tone for the industry's culture, but failed to provide any systematic research to back up these assertions or demonstrate the extent to which these factors impact the culture and output of the industry. This and many other literature including renowned construction industry reports such as Latham (1994) and Egan (1998) have highlighted the more negative aspects of culture within the construction industry, in particular traits such as being litigious, antagonistic, dangerous and dirty, sexist and discriminatory (cf. Latham, 1994; Egan, 1998; Barthope et al., 2000; Duncan et al., 2002; Loosemore, 2002; Rooke et al., 2001). This has fueled misleading stereotypes of the construction industry's history. Though culture has a broader reach than these myths imply (cf. Abeysekera, 2002), there has been no rigorous study into culture to demonstrate what the full range of the industry's culture is, and to empirically investigate the extent to which it influences the industry's productivity. As suggested by Barthorpe et al. (2000), this offers an interesting area of study of the industry in the form of culture.

The Delivery Process 

The distribution mechanism is divided into many stages. Briefing, sketch plans, working sketches, site operations, and input are the five main phases as described by the RIBA. A more appropriate grouping of phases from a project management standpoint could be as set out in studies such as Lim and Mohamed (1999), Takim et al. (2003), and Ahadzie et al. (2006), with the six phases of creation, preparation, specification, tender, installation, and operating process (Figure 2.3). Kwakye (1994) identifies these stages as well, but the preparation process is omitted and a contract reporting phase is added.

Project Delivery Process



Figure 2.1 The process for delivering a construction project [Adapted from Lim and Mohamed (1999) 

Although the satisfactory implementation of the project in both of these stages is crucial to the ultimate performance of the project (Ahadzie et al., 2006), the design process is often the focal point in examining project success, as seen in Figure 2.3 above. This is because, according to Lim and Mohamed (1999), the construction process is when all of the project priorities, such as time, expense, efficiency, and safety, are put to the test. Whilst this may be true in many cases – certainly in the traditional approach – it is not always the case. In more recent times, the envelope for examining success has been extended to cover the pre-construction phases and the operational phases; a situation that can be attributed in part to such developments as whole-life costing, PFI and other modern ways of approaching project delivery. Generally however, the construction phase still remains the key phase for examining performance outcomes as reflected in many discussions on the performance of the construction industry.

Culture And Construction Industry Performance 

Organizational culture has long been recognized as having a significant impact on performance outcomes. This recognition has been articulated both indirectly and expressly in a variety of contexts, most notably in mainstream organizational behavior and management literature (cf. Baker, 2002; Smith, 2003; Tharp, 2005). According to Smircich (1983) and Hatch (1993), the concept that business organizations have a cultural consistency that is important for results dates back to the 1970s, as demonstrated by the publication of Business Week in 1980 with the cover story “Corporate culture: The hard-to-change beliefs that spell success or failure” (Business Week, 1980 in Smircich) (1983) In particular, Deal and Kennedy (1982) and Peters and Waterman (1982) were instrumental in popularising this notion that certain cultural orientations lead to organisational effectiveness and strong performance. Others (cf. Ouchi, 1981; Schein, 1985; Kotter and Heskett, 1992; Alvesson, 2002; Smith, 2003) also made similar assertions, although many of these assertions were based only on anecdotal evidence, which rightly or wrongly were described as being selective (Denison and Mishra, 1995). Empirical studies to validate the relationships between culture and success have been few and usually unfavorable (Wilderom et al., 2000). According to Denison and Mishra (1995), this is primarily due to criticism of the application of positivist approaches to the social sciences. In such studies (cf. Denison and Mishra, 1995), it was discovered, for example, that the cultural traits of involvement and adaptability were strong predictors of growth, whereas consistency and mission were strong predictors of profitability. Christensen and Gordon (1999) and Wilderom et al. (2000) also catalogued other empirical studies that uncovered similar relationships. Beyond just particular cultural orientations, it has also been noted by Deal and Kennedy (1982) and Kotter and Heskett (1992) that there are correlations between strong cultures and the strong performance of some organisations. In this case, a strong culture is defined by the extent to which core elements of the culture are accepted by all levels of the organization (Thompson, 1993). Clearly, there is a solid foundation in the literature for the theory that the ethos of the CPO influences the success of building projects. This is the primary theory that this study aims to investigate. As a first step, it is crucial to comprehend the concept of culture and how it came to be so influential in success outcomes.

2.2 THEORETICAL FRAMEWORK
Theoretical review: Dynamic Capabilities theory

In order to facilitate a well-grounded appreciation of organizational culture and its dynamics in an organizational setting, this section will provide an overview of the Dynamic Capabilities theory, upon which this research is based. Teece, Pisano and Shuen (1997)’s research work on Dynamic Capabilities and Strategic Management, was an important reference on the discussion of what constitutes competitive resources and capabilities in an organization (Bleady and Ali, 2018). The Dynamic capabilities theory has also been subject to varying definitions in an attempt to effectively capture what comprises sources of competitive advantages that can improve a firm’s chances at surviving in the ever-changing business environment.

According to Teece et al (1997), Dynamic Capabilities is defined as “the firm’s ability to integrate, build and reconfigure internal and external competencies to address rapidly changing environments” (1997, pp 516). Dynamic Capabilities allow corporations to develop and assign resources that sustain efficient business performance (Teece et al, 1997, (Eisenhardt and Martin, 2000; Teece, 2007). Similarly, (Eisenhardt and Martin, 2000) defines Dynamic Capabilities as organizational practices that integrate, reconfigure, acquire and distribute resources in the quest for competitive advantages that would help to create flexibility in responding to market changes. Dynamic capabilities constitutes a system of resources which enterprises can integrate, reconfigure, remodel and assign for the purposes of achieving competitive advantage (Ludwig and Pemberton, 2011 cited in (Bleady and Ali, 2018). It is a set of configurable resources which a firm can utilize for the process of adapting in the business environment characterized by changes (x, Stockport, Smith, Klobas and Sohal, 2015).

From the definition above, it is generally agreed that for a resource to be dynamically capable of responding to market changes, it must be readily configurable, adaptive, and transferable in order to respond adequately and timely to external conditions that may affect business’s performance. Furthermore, the Dynamic Capabilities framework establishes that maintaining superior business performance in a market characterized by technological changes can only be possible by refining internal organizational and managerial policies and procedures. In addition, (Teece, 2007) argues that the high-flyers in the marketplace are those firms that have developed flexible structures and processes, coupled with effective management control, which allow them to deploy resources in order to achieve new sources of competitive advantage.

Douglas McGregor's Theory X and Theory Y:

In his 1960 management book, “The Human Side of Enterprise”, Douglas McGregor made his mark on the history of organizational management and motivational psychology when he proposed the two theories by which managers perceive employee motivation. He referred to these opposing motivational methods as Theory X and Theory Y management. Each assumes that the manager's role is to organize resources, including people, to best benefit the company. However, beyond this commonality, they're quite dissimilar.

Theory X Management

According to McGregor, Theory X leadership assumes the following:

Work is inherently distasteful to most people, and they will attempt to avoid work whenever possible.
Most people are not ambitious, have little desire for responsibility, and prefer to be directed.
Most people have little aptitude for creativity in solving organizational problems.
Motivation occurs only at the physiological and security levels of Maslow's Needs Hierarchy.
Most people are self-centered. As a result, they must be closely controlled and often coerced to achieve organizational objectives
Most people resist change.
Most people are gullible and unintelligent.
Essentially, theory x assumes that the primary source of most employee motivation is monetary, with security as a strong second.

The Hard Approach and Soft Approach

Under Theory X, management approaches to motivation range from a hard approach to a soft approach. The hard approach to motivation relies on coercion, implicit threats, micromanagement, and tight controls -- essentially an environment of command and control. The soft approach, however, is to be permissive and seek harmony in the hopes that, in return, employees will cooperate when asked. However, neither of these extremes is optimal. The hard approach result in hostility, purposely low-output, and extreme union demands. The soft approach results in increasing desire for greater reward in exchange for diminishing work output. It would appear that the optimal approach to human resource management would be lie somewhere between these extremes. However, McGregor asserts that neither approach is appropriate since the foundations of theory x are incorrect.

The Problem with Theory X

Drawing on Maslow's Hierarchy of Needs, McGregor argues that a need, once satisfied, no longer motivates. The company relies on monetary rewards and benefits to satisfy employees' lower level needs. Once those needs have been satisfied, the motivation is gone. This management style, in fact, hinders the satisfaction of higher-level needs. Consequently, the only way that employees can attempt to satisfy higher level needs at work is to seek more compensation, so it is quite predictable that they will focus on monetary rewards. While money may not be the most effective way to self-fulfillment, it may be the only way available. People will use work to satisfy their lower needs, and seek to satisfy their higher needs during their leisure time. Unfortunately, employees can be most productive when their work goals align with their higher level needs. McGregor makes the point that a command and control environment is not effective because it relies on lower needs for motivation, but in modern society those needs are mostly satisfied and thus no longer motivate. In this situation, one would expect employees to dislike their work, avoid responsibility, have no interest in organizational goals, resist change, etc., thus creating a self-fulfilling prophecy. To McGregor, motivation seemed more likely with the Theory Y model.

Theory Y
The higher-level needs of esteem and self-actualization are continuing needs in that they are never completely satisfied. As such, it is these higher-level needs through which employees can best be motivated. In strong contrast to Theory X, Theory Y leadership makes the following general assumptions:

Work can be as natural as play if the conditions are favorable.
People will be self-directed and creative to meet their work and organizational objectives if they are committed to them.
People will be committed to their quality and productivity objectives if rewards are in place that address higher needs such as self-fulfillment.
The capacity for creativity spreads throughout organizations.
Most people can handle responsibility because creativity and ingenuity are common in the population.
Under these conditions, people will seek responsibility.
Under these assumptions, there is an opportunity to align personal goals with organizational goals by using the employee's own need for fulfillment as the motivator. McGregor stressed that Theory Y management does not imply a soft approach.

McGregor recognized that some people may not have reached the level of maturity assumed by Theory Y and therefore may need tighter controls that can be relaxed as the employee develops.

XY Theory Management Application - Business Implications for Workforce Motivation

If Theory Y holds true, an organization can apply these principles of scientific management to improve employee motivation:

Decentralization and Delegation - If firms decentralize control and reduce the number of levels of management; managers will have more subordinates and consequently will be forced to delegate some responsibility and decision making to them.
Job Enlargement - Broadening the scope of an employee's job adds variety and opportunities to satisfy ego needs.
Participative Management - Consulting employees in the decision making process taps their creative capacity and provides them with some control over their work environment.
Performance Appraisals - Having the employee set objectives and participate in the process of evaluating how well they were met.
If properly implemented, such an environment would result in a high level of workforce motivation as employees work to satisfy their higher level personal needs through their jobs (http://www.envisionsoftware.com/articles/Theory_X.html).
2.3 EMPIRICAL REVIEW

Nii (2007) in the study  “investigation into the impact of culture on construction project performance” stated that there is a common belief that the culture of the construction industry is one of the factors that has an impact on its performance. The culture of the construction industry at the project level is often associated with such attributes as fragmentation, antagonism, mistrust, poor communication, short-term mentality, blame culture, casual approaches to recruitment, machismo and sexism. These attributes are in turn associated with project outcomes like litigation, poor health and safety performance, and inferior quality. Whilst such associations are helpful to the extent that they focus attention on the failings of the industry, and point to aspects that need to be improved, they are arbitrary and often based on no more than anecdotal evidence, and as such do not provide a systematic basis for assessing the real impact of culture on performance. The research was thus undertaken to look for empirical evidence of a relationship between cultural orientations and project performance outcomes. Adopting social cognitive theory and defining culture as the unique configuration of solutions – embodied in attitudes, behaviours and conditions that a construction project organisation and its members adopt in dealing with problems at the project level, the study employed a quantitative research methodology in investigating the culture within the project coalition, also referred to in the research as the construction project organisation (CPO). CPOs were profiled to determine their cultural orientations. Several project performance indicators were also assessed and the relationships between these performance measures and the cultural orientations were examined. Analysis revealed five principal dimensions of culture along which project organisations differ. These dimensions are workforce orientation, performance orientation, team orientation, client orientation and project orientation. With the exception of performance and client orientation, the other dimensions of culture were found to be significantly associated with project performance outcomes. These associations were modelled using multiple regression, and from these models it can be inferred inter alia that projects with higher workforce orientation have better participant satisfaction and innovation and learning outcomes. Projects with higher team orientation have better participant satisfaction and health & safety and quality outcomes. Likewise projects with higher project orientation have better health & safety and quality outcomes. Although causality cannot be assumed, these findings support the thesis that culture matters. It is therefore recommended that project participants – and in particular contractors, devote more effort and resources towards improving the orientations of their CPOs in respect of the dimensions of culture identified as having significant association with project performance outcomes, particularly workforce, team and project orientations.
CONCEPTUAL MODELS 

In trying to understand social systems, irrespective of the context, models are used (Hofstede, 2001). Models are considered as simplified designs for visualising objects, processes, systems or concepts too complex to grasp (Fellows and Lui, 1997). As indicated by Hofstede (2001), in this simplification process associated with the development of models, a certain level of subjectivity enters the process. This not withstanding, the model must capture and represent the reality being modeled as closely as practical and include the essential features of the reality whilst being easy to use (Fellows and Lui, 1997). 

Although models of organisational culture have been criticised for oversimplifying a complex phenomenon, it is also recognised that such models serve an important role in guiding empirical research and theory generation (Hatch, 1993). An example of such a model showing how organisational culture impacts performance, completion rate and satisfaction is provided in Robbins (1998) and is reproduced below for illustrative purposes (Figure 2.2). An examination of the elements labelled as objective factors in this model shows that they mirror some of the dimensions of culture. An organisation can have a high or low orientation in respect of any of these dimensions, and these orientations will have implications for both performance, completion rate and satisfaction.





Figure 2.2 A conceptual model of the impact of culture on performance, completion rate and satisfaction of construction industries [Source: Robbins (1998) 

This model is very instructive to the extent that it highlights behaviours or practices associated with organisational culture and the consequences as reflected in performance, completion rate and satisfaction. However its utility is limited by the choice of objective factors which need to be reconsidered to make such a model more applicable to the construction project organisation (CPO) context. Moreover, in the development of such a conceptual model to provide a basis for this research into organisational culture and its impact on construction project completion rate. All these aspects are critical to understanding the cause and effect relationships and dependencies that exist between organisational culture, its context and consequences. 

2.4 CHAPTER SUMMARY

In this review the researcher has sampled the opinions and views of several authors and scholars on the role and impact of organizational culture on construction project completion rate. The works of scholars who conducted empirical studies have been reviewed also. The chapter has made clear the relevant literatures.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION

This chapter contains all the methods the researcher adopted at the course of the study to analyze the data, sources of data and techniques employed for data collected. This chapter also contains the research design, the population of study, instrument for data collection, sample size determination, validity of instrument, reliability of instrument and method of data analysis.

3.2 AREA OF THE STUDY

Malcolm Construction Company began as Malcolm Brothers. It is a contracting enterprise founded in 1900 by three brothers (David, John and William Malcolm. it is a US based construction company with extensions in Nigeria and other countries of the world (https://en.wikipedia.org/wiki/Malcolm).

3.2
RESEARCH DESIGN

Design as it is used in a pure research context refers to the total constructional plan or structure of the research framework. Research design therefore means the structure and planning of the  entire approach to a problem for research (Ikeagwu, 1998). It is a plan for collecting and analyzing data in order to answer the investigator’s question (Holsti, 2004). Research design is the specification of procedures for collecting and analyzing the data necessary to help identify a problem or to help solve the problem at hand, such that the difference between the cost and accuracy is minimized. A suitable research design for a study minimizes bias and maximizes the reliability of collected evidence, since bias results from subjectivity of facts, reliability can be attained through objectivity and by asserting confidently that repeating the collection of facts or evidence produce similar findings. Descriptive survey satisfies these conditions and reflects appropriate designs (Ikeagwu, 1998).

Agbaeze (2003) asserts that research design serves as a total map or plan of action sharing what and how the researcher will carry out step by step procedure of accomplishing the research endeavour. It is a blue print for collection, evaluation and analysis of the necessary data for a study. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled.

3.3
POPULATION OF THE STUDY

According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

This study was carried out to critically evaluate organizational culture and its impact on construction project completion rate in Nigeria using  Malcolm Construction Company as case study. Hence, the entire staffs of Malcolm Construction Company Minna, Niger State extension form the population of the study.

3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the simple random sampling (srs.) method to determine the sample size.

3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

In this study, the researcher adopted the purposive sampling method to determine the sample size. Out of all the entire staffs of Malcolm Construction Company Minna, Niger State extension, the researcher purposively selected 65 out of the overall population as the sample size which comprise of  45 junior staffs and 20 senior staffs making it a sum of 65 staffs as the sample size for this study.

3.6 SOURCE OF DATA

The sources of data in this study comprise of the primary and secondary sources.

Primary Data: These consist of all the data and information obtained personally from

respondents through interviews and the use of questionnaire. They are primary in nature because they have not been published elsewhere.

Secondary Data: These are data that were collected from published articles, unpublished seminars and workshop papers, annual and other journals, magazines, government gazettes, internal records, textbooks, and the internet which were used to measure organizational performance.

Oral interview: Because of the difference in interview situations and to curb it, the researcher embark on oral interview of the staff of the selected manufacturing industry to complement the original questions asked in the questionnaire to ascertain their views and position towards the research work. This helped in giving this work a wider view point which positively impacted on its output.

3.7
DATA COLLECTION

The research instrument used in this study is the questionnaire. A survey containing 15 questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions which was raised against a four Likert scale of Strongly Agree(SA), Agree(A), Strongly Disagree(SD) and Disagree(D). Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA ANALYSIS

The responses were analyzed using the frequency tables, which provided answers to the research questions. 
3.8
VALIDITY AND RELIABILITY OF THE STUDY

The reliability and validity of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.

3.9
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1
INTRODUCTION

The purpose of this study was to analyze the impact of organizational culture on construction project completion rate using  Malcolm Construction Company as case study. This chapter is concerned with the presentation and analysis of data gathered through the use of questionnaire distributed to the respondents. 

The study answered the following research questions:

What type of culture is actively dominant in the construction industry?

Is there any culture dimension that is statistically significant to project completion?
What is the specific cultural orientation of your organization?
To achieve the purpose of this chapter, the following sub-headings are discussed:

Data Presentation and
Answering Research Questions.
4.2
DATA PRESENTATION

The table below shows the summary of the survey. A sample of 65 was calculated for this study. A total of 50 responses were received and validated. For this study a total of 50 was used for the analysis.

Table 4.1: Distribution of Questionnaire

	Questionnaire 
	Frequency
	Percentage 

	Sample size
	65
	100

	Received  
	50
	76.92

	Validated
	50
	76.92


Source: Field Survey, 2021

Table 4.2: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	38
	76%

	Female
	12
	24%

	Religion
	
	

	Christian
	31
	62%

	Muslim
	19
	38%

	Age
	
	

	20-30
	12
	24%

	30-40
	18
	36%

	41-50
	12
	24%

	51+
	08
	16%

	Education
	
	

	HND/BSC
	34
	68%

	MASTERS
	11
	22%

	PHD
	05
	10%

	Marital Status
	
	

	Single
	11
	22%

	Married
	28
	56%

	Separated
	04
	08%

	Divorced
	03
	06%

	Widowed
	06
	12%


Source: Field Survey, 2021

On the demographic information of the respondents, table 4.2 reveals that 76% of total respondents were male while 24% of the total respondents were female. This depicts that majority of  the respondents were males. 62% of the respondents were christians while 38% were Muslims. This portrays that majority of the respondents are christians. 24% were aged between 20-30 years, 36% were aged 31-40 years, 24% were ages 41-50 years, while the remaining 16% were aged 51 years and above. In the educational qualification of the respondents, 68% were HND/BSC degree holders, 22% were maters degree holders while the remaining 10% were Doctorate degree holders. This depicts that majority of the respondents are HND/BSC degree holders. In their marital status, 22% of the respondents were single, 56% were married, 8% were separated, 6% were divorced and 12% were widowed. This portrays that majority of the respondents are married.

4.2
ANSWERING RESEARCH QUESTIONS

Question 1: Organizational culture is a significant factor in my company.

Table 4.3: Roles of Financial Management & Planning on SMEs

	Options
	Frequency
	Percentage

	Strongly Agreed
	17
	34

	Agreed
	12
	24

	Strongly Disagreed 
	06
	12

	Disagreed 
	15
	30

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 34% of the respondent strongly agreed. 24% of the respondent agreed. 12%  of the respondent strongly disagreed while the remaining 30% of the respondents disagreed.

Question 2: The determinants of organizational culture like empowerment has direct bearing on project construction performance.

Table 4.4: Determinants of organizational culture.

	Options
	Frequency
	Percentage

	Strongly Agreed
	10
	20

	Agreed
	18
	36

	Strongly Disagreed 
	12
	24

	Disagreed 
	10
	20

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 20% of the respondent strongly agreed. 36% of the respondent agreed. 24%  of the respondent strongly disagreed while the remaining 20% of the respondents disagreed.

Question 3: Clan, adhocracy, market and hierarchy culture are the types of organizational culture practiced among construction companies.

Table 4.5: Types of culture practiced by construction companies

	Options
	Frequency
	Percentage

	Strongly Agreed
	13
	26

	Agreed
	15
	30

	Strongly Disagreed 
	09
	18

	Disagreed 
	13
	26

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 26% of the respondent strongly agreed. 30% of the respondent agreed. 18%  of the respondent strongly disagreed while the remaining 26% of the respondents disagreed.

Question 4: The adoption of a certain Organizational culture dimension is statistically significant to project completion rate.

Table 4.6: Statistical significant of the adopted organizational culture dimension on project completion rate.

	Options
	Frequency
	Percentage

	Strongly Agreed
	13
	26

	Agreed
	15
	30

	Strongly Disagreed 
	09
	18

	Disagreed 
	13
	26

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 26% of the respondent strongly agreed. 30% of the respondent agreed. 18%  of the respondent strongly disagreed while the remaining 26% of the respondents disagreed.

Question 5: Clan Organizational culture is actively dominant in construction companies.

Table 4.7: Clan Organizational culture is actively dominant in construction companies.

	Options
	Frequency
	Percentage

	Strongly Agreed
	15
	30

	Agreed
	21
	42

	Strongly Disagreed 
	00
	00

	Disagreed 
	14
	28

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 30% of the respondent strongly agreed. 42% of the respondent agreed. while the remaining 28% of the respondents disagreed. Hence there was no record for strongly agreed.

Question 6: Organizational culture promotes the level of organizations performance.

Table 4.8: Organizational culture promotes the level of organizations performance.

	Options
	Frequency
	Percentage

	Strongly Agreed
	18
	36

	Agreed
	15
	30

	Strongly Disagreed 
	00
	00

	Disagreed 
	17
	34

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 36% of the respondent strongly agreed. 30% of the respondent agreed. while the remaining 34% of the respondents disagreed. There was no record for strongly disagreed.

Question 7: Constant performance on project completion is dependent on the Organizational culture adopted by construction organizations.

Table 4.9: Constant performance on project completion is dependent on the Organizational culture adopted by construction organizations.

	Options
	Frequency
	Percentage

	Strongly Agreed
	12
	24

	Agreed
	20
	40

	Strongly Disagreed 
	10
	20

	Disagreed 
	08
	16

	Total
	50
	100


Field survey 2021

From the responses derived in the table 24% of the respondent strongly agreed. 40% of the respondent agreed. 20%  of the respondent strongly disagreed while the remaining 16% of the respondents disagreed.

Question 8: Employees compliance level with organizational culture affects project construction completion.
Table 4.10: Employees compliance level with organizational culture affects project construction completion.

	Options
	Frequency
	Percentage

	Strongly Agreed
	08
	16

	Agreed
	27
	54

	Strongly Disagreed 
	09
	18

	Disagreed 
	06
	12

	Total
	50
	100


Field survey 2021

From the responses derived in the table 16% of the respondent strongly agreed. 54% of the respondent agreed. 18%  of the respondent strongly disagreed while the remaining 12% of the respondents disagreed.

Question 9: Clan Organizational culture is specifically the cultural orientation of my organization.
Table 4.11: Clan Organizational culture is specifically the cultural orientation of my organization.

	Options
	Frequency
	Percentage

	Strongly Agreed
	10
	20

	Agreed
	20
	40

	Strongly Disagreed 
	10
	20

	Disagreed 
	10
	20

	Total
	50
	100


Field survey 2021

 From the responses derived in the table 20% of the respondent strongly agreed. 40% of the respondent agreed. 20%  of the respondent strongly disagreed while the remaining 20% of the respondents disagreed.

Question 10: The commitment relationship amongst different employees towards the goal of project completion is dependent on cultural orientation of the organization.
Table 4.12: The commitment relationship amongst different employees towards the goal of project completion is dependent on cultural orientation of the organization.

	Options
	Frequency
	Percentage

	Strongly Agreed
	11
	22

	Agreed
	21
	42

	Strongly Disagreed 
	08
	16

	Disagreed 
	10
	20

	Total
	50
	100


Field survey 2021

From the responses derived in the table 22% of the respondent strongly agreed. 42% of the respondent agreed. 16% of the respondent strongly disagreed while the remaining 20% of the respondents disagreed.

Question 11: Organizational culture could be used to reduce local content factors like absenteeism to enhance effective and prompt project completion.
Table 4.13: Organizational culture could be used to reduce local content factors like absenteeism to enhance effective and prompt project completion.

	Options
	Frequency
	Percentage

	Strongly Agreed
	07
	14

	Agreed
	22
	44

	Strongly Disagreed 
	09
	18

	Disagreed 
	12
	24

	Total
	50
	100


Field survey 2021

From the responses derived in the table 14% of the respondent strongly agreed. 44% of the respondent agreed. 18%  of the respondent strongly disagreed while the remaining 24% of the respondents disagreed.

Question 12: There is a significant relationship between organizational culture, leadership and project completion.
Table 4.14: Relationship between organizational culture, leadership and project completion.

	Options
	Frequency
	Percentage

	Strongly Agreed
	14
	28

	Agreed
	18
	36

	Strongly Disagreed 
	06
	12

	Disagreed 
	12
	24

	Total
	50
	100


Field survey 2021

From the responses derived in the table 28% of the respondent strongly agreed. 36% of the respondent agreed. 12%  of the respondent strongly disagreed while the remaining 24% of the respondents disagreed.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.0 INTRUDUCTION

This chapter summarizes the findings into a critical evaluation of organizational culture and its impact on construction project completion rate in Nigeria using Malcolm Associates Construction Companies Minna, Niger State as case study, conclusions, recommendations and suggestions for further studies. 

5.2 Summary of the Study

In this study, our focus was on determining empirically the extent to which organizational culture influences an impact on construction project completion rate and the nature of this influence. The study specifically was aimed at determining which organizational culture type are currently present dominant in the construction industry; investigate if there are any culture dimension that are statistically significant to project completion; Develop a conceptual model of the relationship between organizational culture and project completion rate and Assess project organizations to establish their specific cultural orientations and level of performance.

In carrying out this study successfully, the researcher adopted the survey research design and the population size comprise of the entire staffs of Malcolm Associates Construction Companies Minna, Niger State Nigeria. In determining the sample size, the researcher purposively selected and enrolled 65 respondents. Self-constructed and validated questionnaire was used for data collection. The collected and validated questionnaires were analyzed using four Likert scale of  Strongly Agreed(SA), Agreed(A), Strongly Disagree(SD) and Disagree(D) with frequency tables and percentage.

5.3 Conclusions

Based on the finding of this study, the following conclusions were made:

Organizational culture is immensely significant in construction and non construction organizations.

Organizational culture determinants such as empowerment have a humongous significant impact on project construction success.

The forms of organizational culture adopted by construction firms include clan, adhocracy, market, and hierarchy culture.

Adoption of a specific organizational culture dimension is statistically crucial on project completion rate.

Clan organizational culture is actively prevalent in construction firms among other organizational culture.

Organizational culture raises the level of success of the Organisations.

Consistent project completion success is based on the organizational culture embraced by construction organizations.

Employee conformity with corporate culture has an effect on project completion.

Clan Organizational culture is specifically the cultural orientation of my organization.

The commitment relationship between various workers towards the target of project completion is influenced by organization's cultural orientation.

To improve the effectiveness and timeliness of project delivery, organizational culture may be used to reduce local content considerations such as absenteeism.

There is a correlation between organizational culture, leadership, and project completion.

5.4 RECOMMENDATIONS

Based on the above conclusions, the researcher recommended that, having discovered that the significance of organizational culture can not be over emphasized and the nature of project tasks performed by construction organizations are inter-dependently accomplished, it is therefore advisable that construction organizations like any other cooperate organization should strengthen and bond their organizational culture with employees through top or senior officers relating to other staffs not just based on leadership skills but also by operating on the bases of cultural orientation. Hence this will help to compel employees to operate on the same bases.

More so, since the nature of any culture adopted influences organizational performance, the researcher recommends that construction organizations should stick to Clan culture as it allows proper work flow through integration and specification. 
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) IN A QUESTION.

SECTION A

PERSONAL INFORMATION

Gender

Male

( )

Female

( )

Religion

Christian
( )

Muslim
( )

Age

20-30

( )

30-40

( )

41-50

( )

51+

( )

Education

HND/BSC
( )

MASTERS
( )

PHD

( )

Marital Status

Single

( )

Married
( )

Separated
( )

Divorced
( )

Widowed
( )

SECTION B

Question 1: Organizational culture is a significant factor in my company.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 2: The determinants of organizational culture like empowerment has direct bearing on project construction performance.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 3: Clan, adhocracy, market and hierarchy culture are the types of organizational culture practiced among construction companies.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 4: The adoption of a certain Organizational culture dimension is statistically significant to project completion rate.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 5: Clan Organizational culture is actively dominant in construction companies.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 6: Organizational culture promotes the level of organizations performance.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 7: Constant performance on project completion is dependent on the Organizational culture adopted by construction organizations.

	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 8: Employees compliance level with organizational culture affects project construction completion.
	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 9: Clan Organizational culture is specifically the cultural orientation of my organization.
	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 10: The commitment relationship amongst different employees towards the goal of project completion is dependent on cultural orientation of the organization.
	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Question 11: Organizational culture could be used to reduce local content factors like absenteeism to enhance effective and prompt project completion.
	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Field survey 2021

Question 12: There is a significant relationship between organizational culture, leadership and project completion.
	Options
	Please Tick

	Strongly Agreed
	

	Agreed
	

	Strongly Disagreed 
	

	Disagreed 
	


Planning





Design





Tender





Construction





Conceptualalu





Construction





Performance





Objective factors


- Innovation and risk taking


- Attention to detail


- Outcome orientation


- People orientation


- Team orientation


- Aggressiveness


- Stability





Hi





Lo





Completion Rate








Organizational Culture





Perceived as





Satisfaction








