Journal of Sustainable Development; Vol. 14, No. 6; 2021
ISSN 1913-9063
E-ISSN 1913-9071
Published by Canadian Center of Science and Education

An Analysis of the Relationship between Value Diversity and Project
Implementation. A Case of Building Construction Projects in Kajiado
County, Kenya, Africa.
Benson N. Leyian1, Charles M. Rambo1 & Angeline Mulwa1
1

Department of Management Science and Project Planning, University of Nairobi, Kenya

Correspondence: Benson N. Leyian, Department of Management Science and Project Planning, University of
Nairobi, Kenya. E-mail: ntoyianleyian@gmail.com
Received: September 23, 2021
doi:10.5539/jsd.v14n6p54

Accepted: November 11, 2021

Online Published: November 11, 2021

URL: https://doi.org/10.5539/jsd.v14n6p54

Abstract
The process of implementing building construction projects usually involves teams that are made up of individuals
who are diverse in several aspects, which can be classified as either deep-level or surface-level diversity. Diversity
in work-values has been seen to influence project performance in different fields. During the financial year
2016/2017, the County Government of Kajiado implemented a total of 50 building construction projects, which
were meant to be completed within the financial year, but only 48% of the projects were deemed to be successfully
implemented by the end of the period. Several factors have been attributed to the low success rate but none has
looked at diversity in values among project team member. This research sought to determine the strength and
nature of relationship between project team value diversity and building construction projects implementation
process in Kajiado county. A pragmatic paradigm was employed in the research. Data was collected using semistructure questionnaires from a random sample of 251 respondents while interviews were done on 11 key
respondents. Descriptive statistics such as percentages, means and standard deviations as well as inferential
statistics like correlation and regression were generated from the quantitative data while qualitative data was
thematically analysed. It was established that a moderate positive correlation (
0.401) existed between value
diversity and project implementation process. It can therefore be inferred that value diversity positively influences
the process of implementation of building construction projects.
Keywords: project team value diversity, interpersonal conflict, project implementation process
1. Introduction
Building construction infrastructure is fundamental to the development of economies globally. The last three
decades have seen a rise in the need for the building construction projects so as to provide shelter for the growing
population as well as housing offices and industries (Zhang, Xiaoling, Yuzhe, Liyin, and Martin, 2014). Building
construction projects are usually designed to provide services for a long period of time, this therefore means the
aspect of sustainability takes a prominent role during the entire project lifecycle (Haron et al., 2017). The process
of implementing building construction projects takes the longest time in the entire lifecycle of the project and it is
the key to the success of the project. It incorporates aspects of management of risks, definition of success and
failure in the context of the project as well as the possible problems that can be encountered and possible outcomes
(Avdeenko and Gilligan, 2015). Projects are made up of different stakeholders, therefore, successful
implementation of a project might be defined differently by the different stakeholders. Van Niekerk and Steyn
(2011) argue that an architect who designs a building views success from an aesthetic perspective, an engineer
who is involved in implementing the plan views success of the project in terms of meeting the technical
requirements, an accountant looks at it from the point of being completed within the budget, and the beneficiaries
consider a project to be successfully implemented if it meets their needs.
Work-values can have an influence on the performance of the teams involved in project implementation. There
have been mixed results with respect to the interactions between project team value diversity and implementation
of construction projects. Liang et al. (2012) defined value diversity as the differences between project team
members in terms of actions taken towards the achievement of the project goals or objectives based on their
perception of work. Value diversity is better explained based on the similarity attraction paradigm, which postulates
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that individuals get attracted to people who are similar to them. This indicates that project team members will most
likely be grouped based on the similarity in their work values. Values generally refer to the inbuilt beliefs that
direct an individual towards rewards or away from punishment (Wiener, 1988), they are also used by researchers
to basically describe and predict the behaviour of an individual in a work setting (Caldwell and O’Reilly, 1990). A
study by Chou et al (2008) on shared work values and innovation among team members found a positive
relationship between the two variables. They operationalized work value in terms of work ethics, norms, and rituals.
According to the shared mental model theory, when members of a project team have similar work values, those
similar values lead to agreeable interpretations as well as harmonious opinions of the task they are expected to
accomplish as a team (Cannon-Bowers and Salas, 2001). This implies that members who share the same work
values have the same interpretation of the work environment hence they work towards the achievement of the
same project goal. Research on deep level diversity in general and value diversity in particular are scanty,
especially in the realm of building construction projects (Bell, 2007). According to the cognitive resource theory,
project team value diversity leads to better performance since project team members share information easily.
Tyran and Gibson (2008) define value diversity as a set of differences in behaviours and perspectives among
individuals.
Since the introduction of devolved system of governance in Kenya in 2012, the country saw an exponential growth
in the building construction industry, this was to meet the need that was brought about by introduction of county
governments and decentralisation of several government offices. Kajiado county being one of the forty-seven
counties in Kenya was not left behind in implementing building construction projects. In the financial year
2015/2016, the County Government of Kajiado implemented a total of 50 building construction projects, which
were meant to be completed within that financial year, but only 48% of the projects were deemed to be successfully
implemented by the end of the period. Several factors have been attributed to the low success rate but none has
looked at diversity in values among project team member. This study sought to ascertain the influence of project
team value diversity on the implementation of building construction projects which is a gap in knowledge. A
plethora of studies on diversity have been done in developed countries, those in developing countries such as
Kenya and looking at building construction projects in particular are scanty. Several studies done have been on
surface-level variables, few have touched on deep-level diversity, this study sought to fill this gap in knowledge
by establishing the influence of project team value diversity on the implementation of building construction
projects as moderated by interpersonal conflicts in Kajiado county, Kenya.
1.1 Implementation of Building Construction Projects
The measures of the process of project implementation are many and diverse. According to Koops, Bosch-Rekveldt,
Coman, Hertogh, and Bakker, (2016) a project is considered to be successfully implemented if it is done within
the planned budget, scope, and time. However, Irimia-Dieguez, Medina-Lopez, and Alfalla-Luque, (2015) argue
that the iron triangle components of time, budget, and scope cannot be conveniently used to measure project
implementation. Project implementation is a variable, ambiguous, and complex part of the project lifecycle (Creasy
and Anantatmula, 2013) making it so difficult to come up with specific metrics for measuring it. Referring to a
project being implemented as being successful or otherwise, does not make sense without adequate quantification
(De Wit, 1988). It is further argued by Morris (2010) that success in project implementation is a very slippery
word, since it entirely relies on what is being measured, who is measuring it, and the measurement timeframe as
well. Other researchers, such as, Albadvi, Farahani and Sheykh (2011) have added some other measurement
aspects to the iron triangle measures of time, budget, and scope. They split project success factors into two broad
groups, that is, the primary measures which include, time, client acceptance, quality, and cost while the secondary
measures were, new opportunities that arise due to the project, a lack of disruptions to the life of the locals, and
provision of strategic alignment.
A study done by Wolf and Hanisch (2014) on project implementation success measurement was divided into groups.
A project that achieves more than 71% of its objectives is considered to be a high category project while one that
averagely achieves less than 65% of its intended objectives is considered a low category project. This indicates
that a project can achieve slightly more than half of its objectives but still be considered not to have been
successfully implemented. In the United Kingdom, Gray (2000) reported that 44 project officials claimed that their
projects were successfully implemented, but upon further investigation based on the common successful
implementation measurement metrics, it was established that a paltry 14 out of all the 44 projects were found to
be successfully implemented. This shows that there exists variance in what the criterion for measuring successfully
implemented projects should entail.
Hartman and Ashrafi (2004) claim that it is important for those implementing a project and all stakeholders to
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come together and decide on the success metrics at the beginning of the project. Andersen (2012) supports the
claim by arguing that stakeholders being key in a project means that their criterion of success is important, hence
they should give a criterion for measurement of successful implementation of the project. It still remains unclear
on whether the aspects of time, quality, and budget can be used independent of other measures to ascertain success
in project implementation. Project stakeholders will always have different perceptions of success; therefore,
determination of a success criterion should not be a by the way in project planning but it must be well planned and
all stakeholders must agree on it (Hartley, 2003). The main stakeholders in the implementation of building
construction projects in Kajiado county are the workers implementing the project, the project contractor, the county
government officials, the national construction authority (NCA), the project consultant, and the local community
residing where the project is being implemented. The project success measurement criterion is dependent on them.
A study done by Khosravi and Afshari (2011) rated time performance as the main metric followed by completion
of the project within the planned cost, then quality performance, and client satisfaction came last. Project success
remains an abstract notion, this means determination of project implementation success is very complex and highly
subjective. It is argued by Baker et al. (2008) that there doesn’t exist anything like absolute success in
implementation of building construction projects, there is only perceived success. Building construction project
implementation success is defined by Silva et al. (2016) as the perceived degree to which the predetermined
performance objectives and stakeholder’s expectations of the project have been achieved. In conclusion, to reliably
measure success during project implementation, a criterion must be agreed on by all the project stakeholders and
project implementation team before and at every stage of the project implementation. This view is supported by
Koop et al. (2016) who argue that success in project implementation is pegged on the view of the project recipient.
In this research successful project implementation is proposed to be measured in terms of completion within the
planned budget, project meeting the quality specification of the client, project being completed within the planned
time, as well as satisfaction of the clients with the project.
1.2 Project Team Value Diversity and Implementation of Building Construction Projects
Values according to Jehn (1994) are a set of beliefs that determine the way an individual behaves. It is a significant
aspect that aids in understanding the attitudes and motivations of workers towards work. Hackman (1990) claims
that value similarity in teams promotes interpersonal relation and reduces conflicts which can be beneficial to the
process of project implementation. These claims are supported by Li et al (2009) who argue that values
convergence in team members results in good working relations which in turn benefits project implementation,
and Dose and Klimoski, (1999) add that individuals with similar values have confidence in one another and can
interact well while working towards some set work objective. Values are considered to be an aspect of deep-level
diversity. Studies on deep-level diversity operators are sparse. Bell (2007) specifically shows the existence of a
dearth of studies looking at the relationship between value diversity and performance of teams, despite the role
that values play in determining the attitudes and behaviours of workers towards work.
Among the few studies carried out on the effect of work value diversity on performance of teams, there exists
substantial variability in the conceptualization as well as operationalization of values in addition to the outcomes
of the association between value diversity and performance of teams. Fisher et al (1996) sought to establish and
quantify the association between values agreement and team performance, they found a correlation coefficient of
0.64 between the two variables, indicating a strong positive correlation, this shows that convergence in values was
key for the performance of teams. The study also established the existence of a linear relationship between values
similarity and team performance. This conclusion is germane to the findings of Mullen and Copper (1994) who
claimed that value cohesion among team members was instrumental in performance. Using a random sample of
306 participants extracted from 60 teams, Woehr, Arciniega, and Poling (2013) found that in general team value
diversity had no significant influence on the performance of teams, but diversity with respect to the different
dimensions of work value had a significant influence on the performance of team processes.
Team members with remarkedly divergent values may have different expectations and assumptions of each other’s
behaviour, making it hard to coordinate one another and arrive at a consensus (Kirkman and Shapiro, 2005). In a
nutshell, team value diversity leads to an increase in team conflict which in turn results in a decrease in team
effectiveness. Value diversity in teams may influence the attraction levels and members respect for each other, the
ease with which team members communicate, as well as the level of obvious conflict in the team (McGrath et al.,
1995). Unless there is congruence between values of team members and their task related skills, abilities, and
knowledge, the primary effect of value diversity on team effectiveness is likely to be negative; diversity in team
values causes tension and conflict and hence poor coordination (Jehn and Mannix, 2001). The similarity-attraction
theory postulates that members in a team are likely to work together in harmony towards achievement of a common
goal if they share the same values (Jehn et al., 1999). Byre (1971) claims that humans usually feel good when
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interacting with others whom they share values with. In workplace where the values of teams are so diverse,
members of a team may not develop a shared identity for the team, instead they may identify with those with whom
they share values and work towards excluding the considered outsider, this in turn will be detrimental to the
productivity level of the team (Gaertner, Dovidio, Nier, Ward, & Banker, 1999). Similarly, the informationprocessing theory suggest that team members with shared values have an almost similar interpretation of event in
a work setting, this could be both beneficial and detrimental to the process of implementation of projects.
Research on the relationship between value diversity and performance have resulted in inconsistent results. On
one hand, Jehn and Mannix, (2001) and Jehn et al., (1997) found a positive association between team value
diversity and interpersonal conflict leading to a reduction in productivity levels of team members, while on the
other hand, Harrison et al., (2002) found no significant association between team value diversity and performance.
These inconsistent results call for a research to ascertain the effect of value diversity on the process of project
implementation, especially in building construction projects.
2. Theoretical Framework
This study was premised on the Social Identity theory (SIT). It was first proposed by Tajfel and Turner (1978).
According to the social identity theory, as part of the social identity process human beings show behaviours such
as solidarity with people in their groups and discrimination towards people who do not belong to their groups.
Individuals are bound to always subscribe to groups with attributes they feel motivates them and gives them some
sense of belonging. Tajfel and Turner (1978) further argue that people put themselves into certain categories and
others in different categories and place a lot of value in the categories, this is commonly referred to as social
identity categorization.
Social Identity Theory works together with motivation. People will always find a reason that put them in a certain
group. They don’t just get into a group because it exists, but there must be some motivation which can either be
interior or exterior. According to Dwivedula and Bredillet (2010), the interior motivation for joining a group comes
from the ability of an individual being capable of meeting or achieving their own objectives, therefore, only those
values that are similar to one’s value will motivate them to join a group. Social Identity Theory suggests that people
will move towards social groups that supplement their values, this creates a very strong emotional attachment to
the social group (Gagne and Deci, 2005). Such affective attachment to social groups can either be beneficial or
detrimental to the performance of teams. On a positive note, if a majority of the project team members share similar
values, then they will be motivated to work as a group and achieve the project goals as expected (Hogg and Terry,
2001). On the contrary, if the project workers do not share the dominant group trait, negativity arises between them
which may result in discrimination and exclusion (Foley et al., 2005).
3. Conceptual Framework
This study will be governed by the following relationship
Dependent Variable

Independent Variable

Implementation of Building Construction
Projects
o Project completion within time
o Project completion within budget
o Stakeholder satisfaction
o Quality of project

Value Diversity
o Team member achievement
o Team member culture
o Team member integrity
o Team member work-ethics

Interpersonal Conflicts
o Task conflict
o Relationship conflict
Moderating Variable
Figure 1. Conceptual framework
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In Fig. 1, there are three variables presented. Firstly, Implementation of building construction projects is the
dependent variable, whose indicators are; project completion time, project cost, stakeholder satisfaction, and
project quality. The second variable is the independent variable which is project team value diversity, whose
indicators are; achievement of project team members, their cultural beliefs, integrity, and work-ethics. The last
variable is the moderating variable which is Interpersonal conflict whose indicators are task conflict and
relationship conflict.
4. Research Methodology
The study employed both descriptive and correlational research designs. Creswell (2011) defines a correlational
research design as a design that can be used when a researcher seeks to determine the strength and nature of
relationship between multiple variables while a descriptive research designs seeks to define the state of the
phenomena as it is. In this research, descriptive will be used to describe the variables in the study in terms of
percentages, means, and standard deviations, while the correlational design will explain the associations between
the variables by use of correlations and regression. The target population for the study was 659 individuals divided
into three parts, that is, 657 project workers, 1 projects engineer, and 1 projects manager. A random sample of 249
project workers was gotten from the target population, while the 1 projects manager and 1 projects engineer were
purposively selected, making a total sample size of 251. The instruments of data collection were interview guides
and semi-structured questionnaires. The instruments were piloted in Nairobi County which borders Kajiado
County and they share several characteristics with respect to the nature of projects being implemented and the
respondents.
5. Results and Discussion
Data was collected, cleaned, and analyzed, and then the findings presented as per the following themes:
5.1 Questionnaire Return Rate
The researcher distributed 251 questionnaires to individuals involved in implementation of building construction
projects in the expansive Kajiado County. A total of 235 questionnaires were returned by the study respondents for
analysis. Fourteen (14) were found to be incomplete, and hence not usable for the study. This meant 221
questionnaires which translated to approximately 88.04% were used for the study. According to Saunders et al
(2003) a response rate of between 30 – 50% is good enough for making statistical generalizations while Mugenda
and Mugenda (2003) claims that a response rate that is greater than 70% is excellent. Based on the recommendation
of Mugenda and Mugenda (2003), the study’s response rate of 88.04% was excellent and hence sufficient for
making statistical generalizations.
5.2 Background Information of the Respondents
The research collected some background data in the form of gender, age, level of education, and experience in
building construction projects implementation from the study respondents. They are subsequently discussed in
themes as follows:
5.2.1 Gender of the Respondents
Determination of the respondents’ gender was to help establish the gender distribution of those involved in building
construction projects implementation in Kajiado County. The results are shown in Table 1.
Table 1. Gender distribution of respondents
Gender

Freq

C.F

Percent

Male

192

192

86.9

Female

29

221

13.1

Total

221

100

Table 1 shows that the dominant gender involved in the implementation of building construction projects is the
male gender as depicted by 86.9%, this can be credited to the fact that construction projects are mostly energy
involving.
5.2.2 Age Groups of the Respondents
Age group determination was significant the dominant group involved in the project implementation process. The
results are shown in Table 2.
58

jsd.ccsenet.org

Journal of Sustainable Development

Vol. 14, No. 6; 2021

Table 2. Age distribution of respondents
Age Group

Freq.

C.F

Percent

18-25

13

13

5.9

26-30

118

131

53.4

31-35

42

173

19

36-40

26

199

11.8

41-45

13

212

5.9

Over 45

9

221

4.1

Total

221

100

Table 2 shows that the bulk (53.4%) of the people involved in the implementation of building construction projects
lie in the age group 26 – 30 years, followed by those in the age group 31 – 35 years. These two groups contain
young adults most of whom have cleared college in the Kenyan context and are job seeking.
5.2.3 Education Level of the Respondents
Determining the education level of the research respondents help the researcher to understand how the questions
were responded to and how the variables were understood. Table 3 shows the results.
Table 3. Education level distribution of respondents
Education level

Freq

C.F

Percent

Primary

45

45

20.4

Secondary

100

145

45.2

Certificate in Building

48

193

21.7

Diploma

28

221

12.7

Total

221

100

According to the results in Table 3, majority (79.6%) of the research respondents had secondary level education
and above. This indicates that majority of the respondents were capable of reading and understanding the questions
asked and then providing relevant responses. In addition, educated workers are easier to give complex instructions
which may sometimes be required during the process of project implementation.
5.2.4 Experience of Respondents in the Building Construction Industry
The years of experience that an individual has in the building construction projects is key since it reduces the time
required for one to acquaint themselves with what happens during the implementation process. The experience
level of the respondents is shown in Table 4.
Table 4. Experience level distribution of respondents
Period worked
Less than 5 years

Freq.

C.F

Percent

63

63

28.5

5-10 years

105

168

47.5

10-15 years

36

204

16.3

15-20 years

13

217

5

Over 20 years

4

221

1.8

Total

221

100.0

Table 4 shows that majority of the study respondents (71.5%) had been involved in the process of implementing
building construction projects for more than 5 years. This shows that they have sufficient information regarding
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building construction projects implementation.
5.3 Implementation of Building Construction Projects
Building construction projects implementation was the dependent variable. It was operationalized by project
completion time, project cost, stakeholder satisfaction, and project quality. The respondents were asked to give
their opinion on questions regarding the constructs of implementation based on a 5-point Likert scale rating and
the results are shown in Table 5.
Table 5. Implementation of building construction projects
Statements

SA

A

N

D

SD

Mean

Std.
Dev

1
2

Tasks are usually completed in time
Tasks are usually finished within the

64

132

10

6

9

29.0%

59.7%

4.5%

2.7%

4.1%

16

134

41

30

0

7.2%

60.6%

18.6%

13.6%

0.0%

62

26

63

36

4.07

0.90

3.62

0.81

2.76

1.21

4.13

0.52

4.07

0.91

4.22

0.81

3.87

0.48

planned budget
3

Reworks are usually minimum

34
15.4%

28.1%

11.7%

28.5%

16.3%

4

Quality of our work is good

73

131

0

6

11

33.0%

59.3%

0.0%

2.7%

5.0%

80

120

6

9

6

36.2%

54.3%

2.7%

4.1%

2.7%

Our client is generally satisfied with our

72

134

4

5

6

work

32.6%

60.6%

1.8%

2.3%

2.7%

5
6

Materials are usually checked for quality

Composite Mean and Std. Dev.

According to Table 5, statement 1, that tasks are usually completed in time, out of the 221 respondents, those who
strongly agreed were 64(29%), those who agreed were 132(59.7%), those who were not sure, that is neither agreed
or disagreed with the statement were 10(4.5%), those who disagreed were 6(2.7%), while those who strongly
disagreed were 9(4.1%). The statement mean was 4.07, which indicates that the respondents agreed with the
statement. However, the line item 1 standard deviation of 0.90 is larger than the composite standard deviation of
0.48, showing the existence of variations in the responses.
Statement 2, that tasks are completed within budget, out of the 221 respondents, those who strongly agreed were
16(7.2%), those who agreed were 134(60.6%), those who were not sure with the statement were 41(18.6%), those
who disagreed were 30(13.6%), while those who strongly disagreed were 0(0.0%). The statement mean was 3.62,
which indicates that the respondents neither agreed nor disagreed with the statement. However, the line item 2
standard deviation of 0.81 is larger than the composite standard deviation of 0.48, showing the existence of
divergent views with regard to the statement.
On statement 3, that reworks are usually minimum, out of the 221 respondents, those who strongly agreed were
34(15.4%), those who agreed were 62(28.1%), those who were not sure with the statement were 26(11.7%), those
who disagreed were 63(28.5%), while those who strongly disagreed were 36(16.3%). The statement mean was 2.76,
which indicates that the respondents disagreed with the statement, this points towards the existence of several
reworks during the implementation process. However, the line item 3 standard deviation of 1.21 is larger than the
composite standard deviation of 0.48, showing the existence of big differences in the respondents’ opinions.
On statement 4, that quality of our work is good, out of the 221 respondents, those who strongly agreed were
73(33.0%), those who agreed were 133(59.3%), those who were not sure with the statement were 0(0.0%), those
who disagreed were 6(2.7%), while those who strongly disagreed were 11(5.0%). The statement mean was 4.13,
which indicates that the respondents agreed with the statement. The line item 4 standard deviation of 0.52 is slightly
larger than the composite standard deviation of 0.48, showing convergence of views with regard to the statement.
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Statement 5, that materials are usually checked for quality, out of the 221 respondents, those who strongly agreed
were 80(36.2%), those who agreed were 120(54.3%), those who were not sure with the statement were 6(2.7%),
those who disagreed were 9(4.1%), while those who strongly disagreed were 6(2.7%). The statement mean was
4.07, which indicates that the respondents agreed with the statement. However, the line item 5 standard deviation
of 0.91 is larger than the composite standard deviation of 0.48, showing the existence of divergent views with
regard to the statement.
On statement 6, that our client is satisfied with our work, out of the 221 respondents, those who strongly agreed
were 72(32.6%), those who agreed were 134(60.6%), those who were not sure with the statement were 4(1.8%),
those who disagreed were 5(2.3%), while those who strongly disagreed were 6(2.7%). The statement mean was
4.22, which indicates that the respondents strongly agreed with the statement. However, the line item 6 standard
deviation of 0.91 is greater than the composite standard deviation of 0.48, showing divergence in opinions with
regard to the statement.
Lastly, the composite mean of building construction projects implementation was 3.87 with a standard deviation of
0.48, this shows that the respondents agreed that the project they were implementing was generally successfully.
Site engineers and project managers were asked about the indicators of implementation with respect to their projects
in an interview and this is what they said; regard completion of projects within the planned time
“I have been involved in implementation of several project sponsored by the county
government, and a very small percentage have had a time overrun. Like this one will be
completed even before the planned time because we have everything available.” (PM 1).
Another project manager said,
“This project will not be completed as expected, the duration we had initially anticipated was
not enough, so we have to go beyond the planned time.” (PM 5)
With regard to project cost, this is what they said,
“I feel this project was not well budgeted for; they did not factor in the high rate of inflation in
the country. The County government will have to add some money for the project to be
completed.” (Site Engineer 4)
Regarding satisfaction of the client, one of the respondents said,
“The county government is very happy with the progress we are making in this school
dormitory project, and even in the projects I have done for them, they have been satisfied with
the quality of the final product. That is why they always give me projects to implement for
them.” (Site Engineer 2).
5.4 Project Team Value Diversity and Implementation of Building Construction Projects
The research sought to determine the association between project team value diversity and implementation of
building construction projects in Kajiado county. The respondents were required to give their opinions based on a
Likert scale of 1 – 5 on items regarding value diversity, where; 5 – Strongly Agree, 4 – Agree, 3 – Neutral, 2 –
Disagree and 1 – Strongly Disagree. The results are shown in Table 6.
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Table 6. Project team value diversity and implementation of building construction projects
Statement

SA

A

N

D

SD

Mean

Std.
Dev.

1
2
3

Achievement is rewarded
Diverse personality exists
Different

cultures

are

accommodated
4

Project members are true to their
values

5
6

I always keep my promises
I believe honesty is the basis for
trust

7

There is good teamwork and
cooperation in the project

8

Project members motivate each
other to come up with efficient
ways of doing work

9

Project members encourage each
other at work

10

We engage in team building
activities in this project

11

Project members listen to each
other

12

All individual differences are
respected in the project

81

21

37

78

4

36.7%

9.5%

16.7%

35.3%

1.8%

33

153

8

0

27

14.9%

69.2%

3.7%

0.0%

12.2%

92

117

8

4

0

41.6%

52.9%

3.7%

1.8%

0.0%

98

119

4

0

0

44.4%

53.8%

1.8%

0.0%

0.0%

116

99

4

2

0

52.6%

44.8%

1.8%

0.9%

0.0%

93

120

0

4

4

42.1%

54.3%

0.0%

1.8%

1.8%

64

127

20

10

0

29.0%

57.5%

9.0%

4.5%

0.0%

71

98

4

48

0

32.1%

44.4%

1.8%

21.7%

0.0%

44

169

4

4

0

19.9%

76.5%

1.8%

1.8%

0.0%

88

120

9

4

0

39.8%

54.3%

4.1%

1.8%

0.0%

53

157

7

4

0

24.0%

71.0%

3.2%

1.8%

0.0%

103

109

5

4

0

46.6%

49.3%

2.3%

1.8%

0.0%

Composite Mean and Std. Dev.

3.44

1.34

3.75

1.11

4.34

0.64

4.43

0.53

4.49

0.59

4.33

0.74

4.11

0.74

3.87

1.09

4.14

0.52

4.32

0.64

4.17

0.56

4.41

0.63

4.15

0.43

Table 6 shows that data collected from the respondents with regard to statements making up project team value
diversity. Statement 1 that achievement is rewarded, the results indicated that 81(36.7%) respondents strongly
agreed, 21(9.5%) agreed, 37(16.7%) were not sure, 78(35.3%) disagreed while 4(1.8%) strongly disagreed. The
mean score was 3.44 and a standard deviation of 1.34 indicating that majority of respondents agreed with the
statement though their responses were varied as shown by a high standard deviation value. Hence, in building
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construction projects in Kajiado County, it can be assumed that achievements are usually rewarded.
The second statement was that diverse personality differences exist. Based on this, 33(14.9%) respondents strongly
agreed, 153(69.2%) agreed, 8(3.6%) were not sure, and 27(12.2%) strongly disagreed. The mean response attained
was 3.75 with a standard deviation of 1.11, this shows that the respondents were in agreement with the given
statement. It is therefore concluded that there exist differences in personality differences between project team
members in building construction projects in Kajiado County.
On statement 3, that different cultures are accommodated. The results show that, 92(41.6%) respondents strongly
agreed, 117(52.9%) agreed, 8(3.6%) were not sure while 4(1.8%) disagreed. The mean score was 4.34 with a
standard deviation of 0.64, indicating that respondents strongly agreed with the statement. This can be inferred to
imply that building construction projects in Kajiado county comprise of workers from different cultural
backgrounds.
Statement 4 that project team members were true to their values. Based on this, 98(44.3%) of the respondents
strongly agreed, 119(53.8%) agreed while 4(1.8%) were not sure. The mean for the item was 4.43 with a standard
deviation of 0.53, showing that respondents strongly agreed to the statement. Hence team member believed in their
values.
On statement 5 that project team members kept their promises. The results showed that 116(52.5%) respondents
strongly agreed, 99(44.8%) agreed, 4(1.8%) were not sure, 2(0.9%) disagreed while 4(1.8%) strongly disagreed.
The mean score was 4.49 and standard deviation was 0.59, this shows that the respondents strongly agreed with
the statement.
Statement 6 that honesty was the basis for trust among project team members. Based on this, 93(42.1%)
respondents strongly agreed, 120(54.3%) agreed, 4(1.8%) disagreed and 4(1.8%) strongly disagreed. The mean
score was 4.33 and a standard deviation of 0.74, indicating that the respondents strongly agreed that honesty was
the basis for trust among project team members.
On statement 7 that teamwork and cooperation existed among project team members. The results showed that
64(29%) strongly agreed, 127(57.5%) agreed, 20(9%) were not sure and 10(4.5%) disagreed with the item. The
mean score was 4.11 with a standard deviation of 0.74, this shows that respondents were in agreement with the
item showing that team work and cooperation existed among the project team members in Kajiado County.
Statement 8, that project team members motivate each other to come up with efficient ways of doing work. The
results indicated that 71(32.1%) of the respondents strongly agreed, 98(44.3%) agreed, 4(1.8%) were not sure
while 48(21.7%) disagreed with the statement. The mean score was 3.87 and standard deviation was 1.09, showing
that respondents agreed with the statement.
Statement 9 that project team members encouraged each other at work, the results showed that 44(19.9%)
respondents strongly agreed, 169(76.5%) agreed, 4(1.8%) were not sure, and 4(1.8%) disagreed. The mean attained
was 4.14 with a standard deviation of 0.52, this indicates that the respondents agreed with the statement. Hence, it
shows that project team members encouraged each other at the project sites.
On statement 10, that we encourage team building activities in the projects. The results show that 88(39.8%)
respondents strongly agreed, 120(54.3%) agreed, 9(4.1%) were not sure and 4(1.8%) disagreed with the statement.
The mean score was 4.32 with a standard deviation of 0.64, showing that the respondents strongly agreed with the
statement. Hence, it can be concluded that team building is usually done in building construction projects in
Kajiado County. However, high variations exist as shown by the difference between the line item and composite
standard deviations.
Statement 11 that project team members listen to each other opinions. Based on this, 53(24%) respondents strongly
agreed, 157(71%) agreed, 7(3.2%) were not sure while 4(1.8%) disagreed with the statement. The mean score was
4.17 and a standard deviation of 0.56. This indicates that the respondents were in agreement with the item. However,
a high line standard deviation of 0.56 than the composite standard deviation of 0.43 indicates divergent views.
Statement 12 individual differences were respected in the project. Based on this, 103(46.6%) respondents strongly
agreed, 109(49.3%) agreed, 5(2.3%) were not sure, while 4(1.8%) disagreed. The mean score was 4.41 and a
standard deviation of 0.63, showing strong agreement with the statement. This therefore, shows that the
respondents strongly agreed that individual differences were respected. However, there is variation in responses
as shown by a high line item standard deviation of 0.63 as compared to the composite standard deviation of 0.43.
Lastly, the composite mean for value diversity was found to be 4.15 with a standard deviation of 0.43, this shows
that the respondents strongly agreed with the statement on value diversity and it can therefore, be inferred that
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value diversity influences the process of implementation of building construction projects in Kajiado County.
In depth interviews were also conducted. When asked about the significance of value diversity in project teams,
one site engineer gave the following response:
“I prefer working with individual who have religious values instilled in them, people who
cannot steal materials, people who work because they have come to work to earn a living,
and not people who want to be followed every time so as to do what is expected of them.”
(Engineer 3)
Another site engineer said:
“When recruiting people to work with, I make sure I get to understand what they stand for,
what their opinion towards others are, and generally what is their view of work. In so doing
I get understand the values of the individual well before incorporating them in my working
team.” (Engineer 2)
5.4.1 Correlational Analysis of Project Team Value Diversity and Implementation of Building Construction
Projects
Correlational analysis using the Pearson method was done to establish the strength and direction of relationship
between project team value diversity and implementation of building construction projects. The findings are
presented in Table 7.
Table 7. Correlation between value diversity and implementation of building construction projects
Variable
Implementation

Project Team Value Diversity
of

Construction Projects

Building Pearson Correlation

0.401*

Sig. (2-tailed)

0.000

n

221

* Correlation is significant at the 0.05 level (2-tailed)
Table 7 gives a Pearson correlation coefficient of 0.401, with a p-value of 0.000
0.05. This shows that the
correlation coefficient is statistically significant. The coefficient shows the existence of a positive association
between the process of implementation of building construction projects and value diversity in project teams,
which is statistically significant. Therefore, some moderate level of diversity in values among project team
members has a positive influence on the implementation of building construction projects. This finding is in line
with the findings of Li et al., (2009) and Zhou et. al., (2017) who argued that values play an important role in team
member relationships and team success.
5.4.2 Regression Analysis of Project Team Value Diversity on Implementation of Building Construction Projects
The research sought and generated regression equation on contribution of project team value diversity on the
implementation of building construction projects. This led to a regression model whose coefficients are discussed
in the subsequent sub-themes.
5.4.2.1 Model Summary of Regression of Project Team Value Diversity and Implementation of Building
Construction Projects
The model summary sought to determine how project team value diversity as predictor significantly or
insignificantly predicted implementation of building construction projects. The regression model summary is
presented in Table 8.
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Table 8. Model summary of value diversity and implementation of building construction projects
Model Summary
Change Statistics
Model
1

R

R Square

0.401

a

0.161

Adjusted R

Std. Error of

R Square

Sig. F

Square

the Estimate

Change

F Change

df1

df2

Change

0.157

0.5075

0.161

41.877

1

219

0.000

a. Predictors: (Constant), Project Team Value Diversity
Table 8 of the model summary shows that there was a moderate positive correlation (
0.401) between
project team value diversity and implementation of building construction projects with those predicted by the
regression model. In addition, 16.1% of the variation in the implementation of building construction projects was
explained by project team value diversity while the remaining 83.9% is explained by other variables not in the
model.
5.4.2.2 ANOVA of Regression of Project team Value Diversity and Implementation of Building Construction
Projects.
The study aimed at establishing if the regression model was best match for predicting implementation of building
construction projects after employing project team value diversity. The results of the regression coefficient are
presented in Table 9.
Table 9. ANOVA of regression of value category and implementation of building construction projects
ANOVA
Model
1

Sum of Squares

df

Mean Square

F

Sig.

Regression

10.787

1

10.787

41.877

.000b

Residual

56.413

219

.258

Total

67.201

220

a. Dependent Variable: Implementation of Building Construction Projects
b. Predictors: (Constant), Project Team Value Diversity
The ANOVA results on Table 9 point out that F-statistic (1,219) = 41.877 is significant at p – value 0.000 < 0.05
indicating that the predictor coefficient was at least not equal to zero and hence the regression model results were
a better prediction of implementation of building construction projects after use of project team value diversity.
The findings on project team value diversity are in tandem with studies by Chou et al. (2008) observed that
similarities in the values of team members may lead to a lower degree of relationship conflict, higher group
identification, and more social integration this in turn was seen to enhance the performance of the organization.
Another study by Liang et al. (2012) found out that team members with shared work ethics were willing to follow
teamwork norms, sort their differences out with ease, and reduce any tensions during interpersonal interactions
and hence work together towards the success of the project implementation process.
However, the study contradicted the findings of Liang et al. (2007) who posited that when team members have
different values, friction results and increases the extent of relationship conflict among team members, which leads
to deterioration of the working relationship hence leading to low performance. Further, diverse values add to
conflicts about how to conduct tasks and in the perception of team goals (Liang et al., 2007).
5.4.2.3 Regression Coefficient of Project Team Value Diversity and Implementation of Building Construction
Projects
The study sought to establish whether there was influence of project team value diversity on implementation of
building construction projects. The regression coefficient results are presented in Table 10.
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Table 10. Regression analysis of project team value and implementation of building construction projects
Coefficient
Model

Unstandardized Coefficients

Standardized

t

Sig.

5.260

0.000

6.471

0.000

Coefficients
1

B

Std. Error

(Constant)

1.748

0.332

Project

0.515

0.080

Beta
0.401

Team Value
Diversity
a. Dependent Variable: Implementation of Building Construction Projects
1.748,
0.05 and project team value diversity
The regression results in Table 10 give the terms (
0.515,
0.05 which are all statistically significant. This leads to establishment of a regression equation of
implementation of building construction projects on project team value diversity given by
1.748 0.515
showing that for each unit increase in project team value diversity, implementation of building construction
projects is marginally transformed by 0.515 units. It was therefore, concluded that project team value diversity and
implementation of building construction projects are positively and linearly related.
6. Conclusion
The purpose of the study was to determine the relationship that exists between value diversity in project teams and
the process of implementation of building construction projects in Kajiado County. Project team value diversity
was operationalised as team member achievements, culture, integrity, and work-ethics. it was established that there
exists a moderate positive correlation between project team value diversity and implementation of building
construction projects.
7. Recommendation
The study findings established that project team value diversity has a moderate positive influence on
implementation of building construction projects. The study therefore recommends that project recruitment
officers should make sure that the project team comprises of individuals who are moderately diverse in terms of
values so as the help improve the process of building construction projects implementation.
8. Limitations
The study collected data on the two variables of value diversity among project team members and the
implementation of building construction projects in Kajiado county, Kenya. The county covers a large geographical
area and the building projects implemented by the Kajiado county government are spread across the entire county,
the researcher only sampled projects that could be accessed easily due to the remote nature of some areas of the
county. Additionally, some respondents could have felt the nature of data being sought was sensitive hence hiding
some information even after being assured of their anonymity in the entire research.
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