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Abstract 
This study assessed the effect of organisational culture on the performance 

of construction firms in Abuja with a view to improving the performance of 

construction firms. Based on the participation selection criteria, a total of 

80 members of the selected construction company's management team took 

part in the interviews. Face-to-face interviews with research participants 

were done using semi-structured interview questions. Each participant's 

interview lasted 40–60 minutes. Follow-up and member-checking 

interviews provided further information. The data was transcribed, 

processed, and triangulated after the data gathering procedure. The themes 

discovered in the research were divided into three categories. The major 

topics were (a) dominating organisational culture types and (b) core 

corporate values. (c) employee-centred management. The most common 

types of organisational culture were clan culture, adhocracy culture, 

hierarchical culture, and market culture. Customer satisfaction, honest 

communication, performance improvement, social responsibility, business 

identity, and excellent leadership were among the organisational culture 

elements impacting performance in the core corporate values theme. 

People who work for the company care about things like (a) a competitive 

wage and benefits package, (b) commitment from the managing director, 

(c) empowerment and training, (d) safe and comfortable work conditions, 

and (e) a sense of ownership. It was, however, concluded that 
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organisational culture serves as a guide and router for a company. As a 

result, it is critical for employers and workers in the construction industry 

to understand this. The major recommendation from the study was that 

construction managers in related sectors may want to pay attention to the 

findings of this research since a lack of understanding of effective 

organisational culture has an impact on performance.  

 

Keywords: Effects, Organization Culture, Performance, Construction 

Firms. 

 

 

Introduction 
Globally, construction sector is a basic 

industry on which the development of 

a country depends. This assertion is 

true when a critical look is given to the 

contribution of the sector to the 

nation’s economy. The main three 

parties in a construction project are the 

Employer, the Consultant and the 

Contractor whose mutual 

responsibilities are defined by 

contractual and professional 

obligations.  Awolesi and Fabi, (2019) 

posited that the quality of 

infrastructure and construction 

projects of a country play a significant 

role in its growth and development. 

Performance evaluation in 

construction project generally focuses 

on a limited number of performance 

elements which is the act of fulfilling 

the project goals related to the 

product, which are; completing the 

project on time, within budget and 

with the required quality and to client 

satisfaction. Therefore, for 

construction clients and end users of 

completed facilities to realize best 

value, the concept of organisational 

culture must be critically evaluated in 

the industry to improve the quality of 

product and services (Awolesi and 

Fabi, 2019). 

Organizational culture has been 

identified as a key factor in the 

development of superior business 

performance (Szymańska, 2016). The 

role of organizational culture in 

encouraging organizational 

competitiveness, multiplicity, 

mergers, acquisitions, internal 

cohesiveness and different workforce 

improvements have made it a crucial 

requirement for advancing corporate 

survival, development and 

advancement. Culture is that element 

that differentiates an organization 
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from other organizations with regards to innovation, change management, risk 

appetite, consistency and decisiveness (Hopkins and Scott, 2016). The culture 

of each organization is represented by the values, beliefs, customs and traditions 

of its members. Xie (2019) postulated that organizational culture is much more 

vital today with the advent of the data age, which has become a formidable force 

to reckon with and is further amplified by the prevalence of technological 

advancements greater than what was achievable in the past. On the other hand, 

organizational performance can be described as the results realized in the 

achievement of the objectives of a firm (Bogdanowicz, 2011). 

Organizational performance reflects organization’s success and is considered as 

one of the basic notions in management (Amin, 2017). The link between 

organizational culture and performance has been determined, and an ample 

amount of available evidences corroborates the connection between an 

organization's culture and its performance (Mariama-Zakari and Owusu-Ansah, 

2013). The culture of an organization cannot be disregarded when considering 

some concepts that include stakeholder management, risk appetite, governance, 

etc. To a large extent, the performance of an organization is largely affected by 

its culture. Expanded profitability and effectiveness is accomplished when the 

guiding principle of the organization are emphatically accepted by substantial 

number of individuals in the association since they are focused on the goals and 

aspirations of the organization, which is reflected in the way they promote the 

extraordinary traits of the organization (Mohelska and Sokolova, 2015).  

Thus, organizations can only meet their goals if they make their culture work in 

harmony with their management coordination. By putting in place appropriate 

culture, an organization can allow the workers have control over their own work 

and this will no doubt make them work well. Therefore, organizational 

performance is dependent upon the culture of the organization, since it is a clear 

indicator of the survival of the business (Racelis, 2010). Some studies found 

that there is a strong link between organizational culture and performance 

(Muhammad & Muhammad, 2011) and this makes it relevant to study 

organizational culture and performance.  This  

The following objectives were formulated:  

i. To determine the dorminant types of organizational culture that existed 

amongst construction firms in Abuja. 

ii.  To assess the organizational cultural factors influencing the 

performance of construction firms in Abuja. 
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Literature Review 

Despite the fact that the term 'organisational culture' has been a source of debate 

for many years, with various arguments centred on how the construct should be 

measured and whether it should be linked to organisational effectiveness, an 

increasing body of evidence has been presented that shows organisational 

culture has a significant impact on organisational performance (Schneider, 

Ehrhart and Macey, 2013). Some of these studies confirm that there is a direct 

and positive link between organisational culture and performance (e.g., Acar, 

2012; Murphy et al., 2013; Kipsang, Mutiso and Mbaraka, 2015; Ofori and 

Sokro, 2015; Laforet, 2017; Omoregbe and Umemezia, 2017; Polychroniou and 

Trivellas, 2017), while others argue against such a direct link by emphasising 

that the link between the two construct (Uddin and Hossain, 2012; Boyce, 

Nieminen, Gillespie, Ryan and Denison, 2015; Nikpour, 2017; Matthew , 

2019). 

According to (Murphy et al., 2013), an organization's culture is deeply rooted 

and distinctive, capable of fostering collaboration and coordination. The authors 

claim that enhanced organisational performance may be achieved by increasing 

levels of collaboration and coordination within units. (Ofori and Sokro, 2015) 

feel that businesses that adhere to a core set of values outperform their 

competitors. The work of Peter and Waterman (1982), who found that 

performance inside an organisation is dependent on the degree to which values 

are widely embraced, supports this viewpoint. The findings of their 

investigation backed up this assertion, as it was discovered that companies with 

values that foster respect, creativity, collaboration, and teamwork performed 

better. According to these experts, organisational culture has a variety of 

characteristics that positively affect organisational performance. Increased 

performance has been related to organisational culture practises. 

Good leadership practises, ongoing staff training programmes, and effective 

work procedures, according to (Omoregbe and Umemezia, 2017), may have an 

influence on an organization's overall effectiveness. The authors investigated 

primary data from a few chosen organisations in the Nigerian banking industry 

for their empirical study, and came to the conclusion that there is a positive 

correlation between organisational culture and performance. (Laforet, 2017) 

agrees with (Omoregbe and Umemezia, 2017) in that organisational culture 

practises constitute organisational behaviour, which impacts the formulation 

and achievement of its goals and objectives while impacting the decision-
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making process. Furthermore, according to the author, organisational culture is 

comprised of leadership and management styles, a shared vision, organisational 

design, and coordination. The findings of factor analysis were used to assess the 

important factors from the questionnaire, and the results verified the widely held 

belief that corporate culture has a considerable influence on brand and company 

success. Furthermore, the author emphasised the importance of the CEO in 

providing the vision and leadership required to fully realise the potential 

advantages of having culture in a business. 

A variety of theoretical frameworks exist that suggest diverse cultural 

categories (Wallach, 1983; Cameron and Freeman, 1991; Deshpande, Farley 

and Webster, 1993; Cameron and Quinn, 1999). Using the culture typology 

model established by Cameron and Quinn, (Acar, 2012) found that Clan and 

Adhocracy cultures had a favourable influence on organisational performance 

out of the four categories of culture. 

Clan and Adhocracy cultures, according to the author, inspire creativity, 

oneness, collaboration, and invention, which generates an enabling atmosphere 

for organisational performance. In a similar vein, (Pinho et al., 2014) 

investigated this positive link by evaluating various performance factors on 

(Deshpande et al., 1993)'s four culture types. Although they came to the same 

conclusion, their outcome looked to vary from that of (Acar, 2012). The 

performance factors were shown to be favourable in all four culture types: Clan, 

Market, Adhocracy, and Hierarchy. To put it another way, corporate culture 

unmistakably promotes higher business performance, which may lead to a 

competitive advantage. However, since the research focused mostly on non-

profit health organisations, the findings of this study cannot be applied to other 

industries. 

A strong culture, according to Deal and Kennedy (2000), is a critical component 

of good organisational performance and long-term competitive advantage. 

(Kipsang et al., 2015; Polychroniou and Trivellas, 2017) backed this up with 

research that showed a favourable association between a strong and balanced 

culture and performance indicators including fiscal growth, market position, 

and inventive performance. Due to the divergence and dispersion of cultural 

values in certain Indian software businesses, (Matthew, 2019)'s results cast 

doubt on the concept that strong cultures are directly connected to 

organisational success. However, one of the study's key limitations is that the 

findings cannot be applied to other industries or areas. Furthermore, the author 
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claimed that the relationship between culture and performance is indirect and 

that it is not a sufficient element for financial achievement. Nonetheless, it was 

agreed that organisational culture is a dynamic capacity that fosters learning and 

knowledge sharing (Teece, 2007), and that it aids in attracting and retaining the 

proper personnel and skills that enable organisational performance (Matthew, 

2019). Other researchers ( Uddin and Hossain, 2012; Boyce et al., 2015; 

Nikpour, 2017) have suggested that the connection between corporate culture 

and performance is an indirect one, since it is mediated by organisational 

characteristics like employee dedication and productivity. 

 

Research Methodology 

A qualitative research approach was adopted in this study. Based on the 

participation selection criteria, a total of 80 members of the selected 

construction company's management team took part in the interviews. Face-to-

face interviews with management employees from the selected construction 

firms in Abuja provided the study's data. The invitation letter and permission 

form were issued to all participants 20 days prior to the actual interview date, 

which allowed them to prepare for the research subject. Face-to-face interviews 

with research participants were done using semi-structured interview questions. 

Each participant's interview lasted 40–60 minutes. Follow-up and member-

checking interviews provided further information. The data was transcribed, 

processed, and triangulated after the data gathering procedure. 

 

Results and Discussion 

Theme 1: Dominant Types of Organizational Culture 

During the management staff interview sessions, the dominant forms of 

organisational culture were determined. Clan culture was definitely recognised 

as the most dominating organisational culture by the study participants. This 

suggests that the company's success is mostly due to staff loyalty, tradition, and 

mutual collaboration. In firms with a clan organisational culture, interpersonal 

ties are centred on caring for individuals (Cameron, 2004). Because of this, 

members of the clan culture tolerate the stresses of everyday business more 

easily, even the low salaries. Employees in the clan culture respect one another; 

workers see their bosses as mentors, and management tends to consider the 

views of all employees when making business choices. In such firms, there is a 
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general environment of mutual respect and support, which is the primary source 

of employee dedication and performance. 

Adhocracy and hierarchy are characterised as nearly equally preferred 

organisational cultures after the prevailing clan culture. What are the primary 

features of these different kinds of corporate cultures? Adhocracy, or an 

innovative organisational culture, is defined by a high level of organisational 

flexibility and individual freedom. It encourages firms to take risks and 

experiment with new information and technology, making them more dynamic, 

inventive, creative, and entrepreneurial (Yesil, Kaya, 2012). Given the research 

(Cheung, Wong, and Lam, 2012) indicating that innovation is the most 

important cultural feature in terms of its influence on construction company 

success, it is encouraging that a quarter of respondents wish to work in a similar 

atmosphere. Surprisingly, roughly a quarter of managers profess a preference 

for a hierarchical corporate culture. 

Hierarchical organisational culture is just as excellent as any other style of 

culture, but it is best for tasks that need strict forms and processes. Clan and 

adhocracy were strongly recognised as the dominating kinds of corporate 

culture by the 31 and 24 management employees, respectively. People who 

work in construction in Abuja are more likely to work in clans and adhocracy 

than other types of businesses, as shown in Table 1. 

 

Table 1:   Themes for Dominant Types of Organizational Culture 

Theme  Frequency  Percentage  

Clan  31 38.75% 

Adhocracy 24 30.00% 

Hierarchy 19 23.75% 

market culture 6 7.5% 

Total  80 100 

 

Theme 2: The Organization Cultural Factors Influencing Performance 

(Core Corporate Values Theme) 

The body of literature was consistent with the firm's core values. Employee-

focused leadership, excellent interpersonal interactions, and consistent and 

ethical decision-making procedures are all core business principles (Engelen et 

al., 2014). The way a company's management conducts business and respects 

workers, customers, suppliers, the community, and other stakeholders is 



166  africanscholarpublications@gmail.com                                                                               

 2022 

 

reflected in its core corporate values. Respondent 14 highlighted how the 

construction firm's management employed basic business principles when 

engaging with customers, workers, and other stakeholders. Among the core 

corporate values mentioned by respondent 45 are: shareholders and owners, 

strength and stability, social responsibility and corporate citizenship, 

profitability and growth, respect and trust, quality and excellence, teamwork, 

cooperation, customer satisfaction, engaged employees and empowerment, 

corporate identity and image, and integrity and ethics, which are important to 

the company. 

According to survey respondents, core corporate values are the best strategy for 

the performance of the company. According to the participants in the study, 

senior management staff bear a large share of the responsibility for establishing 

an effective organisational culture in construction firms. Respondent 30, for 

example, remarked on how the managing director demonstrated a commitment 

to quality and perfection. The key factors for developing a successful 

organisational culture in the construction business were the managing director's 

acute insight, responsiveness to the firm's demands, and exceptional leadership. 

According to the survey participants, core corporate values functioned as a 

guiding factor for corporate company leadership. Respondent 8, for example, 

said that the corporate leadership sought to make the construction firm's 

corporate core principles a reality via collaboration and teamwork. Respondent 

80 also said that the managing director and top managers made the corporate 

company financially healthy, customer-oriented, well-managed, attractive, and 

well-respected in the country. According to study participants, managers at 

construction businesses freely interact with workers, customers, and other 

stakeholders to define essential plans and assess successes in a timely manner. 

The findings of this study, as shown in Table 4.2, show how construction firm 

management used feedback to improve the corporate firm's performance. 

Respondent 62, for example, highlighted how significant the business's annual 

performance assessment workshop was for learning lessons from other firms in 

the firm. This workshop comprises a comparison of each company's 

performance within the business to the year's budget, covering customer 

service, sales, profit, personnel, marketing strategy, and production volume. To 

figure out how the company's success and an important strategy were linked, 

the people who gave their opinions were important to the process. 
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To sustain successful communication inside the corporate firm, leadership 

blends the construction firm's culture into each company's culture to create an 

effective organisational culture (Gajewski, 2013). Profitability and expansion 

are two basic corporate ideals that are critical in demonstrating the corporate 

firm's continual performance improvement. As seen in Table 2, survey 

participants observed how business leadership cared about society. 

 

Table 2 The Organization Cultural Factors Influencing Performance (Core 

Corporate Values  Theme) 

Theme Frequency  Percentage  

Customer satisfaction  25 31.25% 

Transparency and open 

communication  

18 22.5% 

Performance 

improvement  

16 20.0% 

Corporate identity and 

image  

10 

 

12.5% 

 

Exemplary leadership  

 

8 

 

10.00% 

 

Social responsibility  

 

3 

 

3.75% 

 

Total  80 100 

 

The central theme of corporate values is consistent with the body of literature. 

Both previous and new research findings support the core corporate values 

theme. According to an earlier study, the importance of core corporate values 

in developing an effective organisational culture to boost performance was 

highlighted by Hartnell et al. (2011). Eaton and Kilby (2015) discovered in a 

recent study that core corporate values are important in developing cooperation 

and building a successful organisational culture. According to Yunus and 

Tadisina (2016), in an efficient organisational culture, business managers use 

core corporate values to improve performance and productivity. 

 

CONCLUSION AND RECOMMENDATIONS 

This research concluded that organisational culture serves as a guide and router 

for a company. As a result, it is critical for employers and workers in the 
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construction industry to understand this. The only solution is for the 

organisation and its members to be dedicated to unity. Organizational culture in 

the construction sector should keep pace with changes in the external 

environment and have cultural features that are consistent with the internal 

environment to have a beneficial influence on performance. In view of the 

findings and conclusions of this study, the following recommendations were 

made: 

i. Construction managers in related sectors may want to pay attention to 

the findings of this research since a lack of understanding of effective 

organisational culture has an impact on performance. 

ii. Management should be aware of the leadership qualities they display 

since it has been demonstrated that an organization's culture is a 

reflection of the examples it sets, which ultimately decides if the culture 

produced is one that promotes company productivity and profitability. 
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