
Culture in construction isn’t just about policies or slogans—it’s about how people show up on the job every 
day. A good culture means leaders are present, crews feel valued, and trust runs deep. It’s the difference 
between a team that looks out for each other and one that’s just punching the clock. 

On the flip side, when safety takes a backseat, communication breaks down, and hard work goes 
unnoticed, it leads to frustration, high turnover, and costly mistakes. This framework lays out what good and 
bad culture look like on a job site and gives you practical ways to build a team that works better together.

Good Culture vs. Bad Culture 
in the Construction Industry

Category Good Culture Bad Culture

Leadership
•   �Leaders are visible on job sites, 

approachable, and proactive.
•   �Commit to safety and quality as top priorities.

•   �Leaders are disconnected from field teams.
•   �Safety and quality take a backseat to profits 

or schedules.

Sense of 
Belonging 
and Safety

•   �Employees feel valued for their 
contributions to projects.

•   �Regular check-ins and open forums 
encourage feedback.

•   �Safety is a core value, with consistent 
training and enforcement.

•   �Low motivation and high turnover due to 
lack of appreciation.

•   �Minimal opportunities for feedback or 
team-building.

•   �Safety standards are inconsistently 
enforced.

•   �Example: A worker raises safety concerns 
and is ignored, leading to low morale.

Trust

•   �Transparency in decisions about 
schedules, budgets, and staffing.

•   �Promises to workers and subcontractors 
are kept.

•   �Example: A superintendent hosts weekly 
meetings to discuss schedule updates 
and issues. 

•   �Mistrust due to unclear communication 
about job expectations or compensation.

•   �“Us vs. them” mentality between office and 
field.



Category Good Culture Bad Culture

Conflict 
Resolution

•   �Disputes between crews, contractors, or 
departments are resolved constructively.

•   �Leaders act as mediators when needed.

•   �Conflicts are ignored or escalate into 
hostility.

•   �Finger pointing and blame culture prevails, 
affecting team morale.

•   �Example: Ongoing disagreements between 
crews create hostility and disrupt workflow. 

Recognition 
& Rewards

•   �Milestones like project completions or 
safety achievements are celebrated.

•   �Strong performance is rewarded through 
compensation and recognition.

•   �Example: A foreman highlights outstanding 
teamwork during morning meetings. 

•   �Workers feel overworked and 
underappreciated.

•   �Contributions are ignored, and rewards are 
rare or unfair.

Innovation

•   �Open to adopting new technologies like 
BIM, drones, or wearable technology to 
enhance efficiency.

•   �Employees’ input is sought for improving 
processes.

•   �Resistant to change; reliance on outdated 
tools or methods.

•   �Employees feel ignored when suggesting 
improvements.

•   �Example: Proposals for tech upgrades are 
dismissed without discussion. 

Employee 
Development

•   �Clear expectations for productivity, safety, 
and quality.

•   �Feedback is timely and focuses on 
improvement.

•   �Expectations are vague or inconsistent.
•   �Feedback is reactive, overly critical, or 

nonexistent.
•   �Example: A worker learns they’ve been 

underperforming only at a yearly review, 
with no guidance to improve. 

Values & Vision

•   �Company values (e.g., safety, teamwork, 
and integrity) are actively upheld and 
reflected in daily practices.

•   �Everyone is working towards a common goal 
and feels a sense of purpose. 

•   �Example: A company emphasizes teamwork 
by hosting joint field-office problem-solving 
sessions. 

•   �Values are seen as just words on paper.
•   �Lack of alignment between workers and 

leadership’s vision.
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How to Use This Framework in Construction

Job Site Audits: 
Evaluate how 

culture impacts 
safety, teamwork, 

and project 
outcomes on 

specific job sites.

Leadership 
Training:  

Train supervisors 
and foremen to 

exemplify safety-
first leadership 

and open 
communication.

Employee 
Feedback:

Use tools like 
surveys or tailgate 
talks to get real-
time input from 

crews about cultural 
issues.

Recognition 
Programs: 
Celebrate 

achievements 
on-site (e.g., “safe 

workdays” or 
project milestones).

Technology & 
Innovation: 

 Involve crews 
when testing new 

tools or methods to 
ensure buy-in and 

relevance.


