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Review, Volume 1, Number 1, has now been published.

Business Administration of thig great University came to mind like o
flashlight, it seemed an impossible mission. The reasons for thiy

academics in other Upj versities within the country and beyond;
(4) Abaove all. whether there would be enough funds to publish the

Journal regularly,
Today, not only was the Department able to overcome the first fear
listed above, the other highlighted fears are unfounded, We have
indeed set the pace for others to follow thus making a history in our
vocation by this singular event. We are glad that the majden edition
has attracted artjcles from academic stafr in different universities
within the country which is a pointer to the fact that the Journa) will
outlive us, We challenge academic staff, particularly futyre Head of
Department, 1o nurture and sustain the Journal under aJ] circumstances
and situations,
That the journal has seen the light of the day is due to the kind approval
of the former Vice-Chancellor Professor Sulyman Age Abdulkareem
and the continued support of the present Vice-Chancellor Professor,
Taofeek Ibrahim, The Department js indeed very grateful to both of
them.
The Department haye deliberated on how to ensure the frequency of
this journal in the future from the financial point of view. For this

to raise money for the continuity of the Journal. On behalf of the
Department, | eXpress my profound gratitude to the Editorial
Advisory Board and the Editorial Members who have worked o make
the appearance of this issue areality,
E. O. Oyatoye (Ph.D.)
Chairman
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J;’?:f:rfhc: recent advocacy for intensified foreign invesimenis in [

7 T 18 1 the nés
nt democratic administration, .
mtry's economy by the curre i rding (o,
i g e
t contexis that organizations operate withr tivities is pertin
T : ious levels of the national culture on their activi 'e':ie vgf
r e il
.rf u: :r:e survival of these businesses in Nigeria. Th;;ff:: :mrim of "
among organizational behaviorists m.rhm;:l be true for everyl
size fits all” in management practices ma-::; hawever, they @

N I = 82

Mational Cubture Dimensions: A Review of Precepts Affecting The Migerian Management Context

be devoid from the fact that they are still the products of the national
culture of the context they exist within, This paper explores the
influence of national culture on management practices, with a review
of precepts from Hofstede's research on national culture as a basis for
aconceptual discussion of the Nigerian business context in relation to
three precepts from Hofstede's five national culture precepis on
Nigeria i.e. power distance (PD), collectivism-individualism, gender
egalitarianism (masculinity), uncertainty avoidance and future
orientation.

Keywords: Diversity, national culture, human resource practices,
globalization,

Introduction

Until recently, the American management best practices have been the
preferred practices in the field of management which hitherto has led
Lo many management practitioners believing that a 'single size fits all'
This also has consequently led to the notion that an effective manager
in the U.S. will also be an effective manager in other parts of the world.
Following several studies and researches carried out by experts in the
field of organizational behavior (Inglehart and Baker 2000; Hofstede,
2003; French, 2010), this notion has recently been replaced with the
understanding that managerial attitudes, behaviors, efficacies and
values may actually be different across nations and their national
cultures (Newman and Nollen, 2012). Thereby, influencing the
management practices within the organization in different contexts.
Furthermore, findings have shown that there is no single best manner
i manage a business, therefore, differences in national cultures may

warrant differences in practices of managing business across the globe
(Newman and Nollen, 201 2},

Although, to say that management practices are not universal across
nations may be difficult to accept,

Increased rate in globalization. Globalization, most times, culminates
0 standardization. Taking the recent development which culminated

This might be because of the

% @ result of the change in the political arena, Nigeria may soon

Wecome another business hub in the sub-Saharan region due to the

famor  for foreign investors and encouragement of business
Velopment deals from multinational corporations from all over the
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world. i i =V
dfvf.‘rsilﬁ?}u ‘:’i;ll; ;?JS new de?elopmtnt in the country, awuarene
should reverberate fi?:f,;;ﬁ lntEnI]aI} should be intens;fi.d au:ﬁr.j'
1€ parlance of m .
mﬂ.ﬂ # ¥ a-ﬂa Je
o0 élien;:ent practices in the country's businusl.; ::;ﬂl and choice of
cr:-ntineﬁ l;l' Instance Dzlmgme groups are the sammgamfmmm”
L, but Dangote Nigeria's management prai.':l‘.it‘.:s ::: . I:m
Yy ot e

the same, bee
» DECAUSe management pract; Lo
iy ractices differ acrogs
when organizations' products are the sars €r across cultures even

Culire D oons! A Review of Precepts Affecting The Nigerian Management Contest

e (1991: 110) perceives national culture as "software of the
and to Jacger (1986: 179)."commeon theories of behavior or
| programs that are shared”.
bof the early studies on national culture, Child (1981) observed
tlie initial researches on national culture were conceptually
fdeveloped for comparative study. This observation has recently
[addressed and several attempts have been made to conceptualize
Mell as measure dissimilarities in cultures among countries while
Ving to relate cultural dissimilarities to differences in management
Glices (Haire, Ghiselli, and Lyman, 1963; Hofstede, 1980, 1991;
lrent 1983, 1986; Trompenaars, 1993). Furthermore, it is evident
il national culture differs and that a plethora of management
fictices, such as strategic decision making, leadership style, and
liman resource management are not the same by national culture
schneider and DeMeyer, 1991; Pufter, 1993; Luthans, Dianne, and
Stuart, 1993). The question that most enthusiasts asked, however, is
Whether these dissimilarities among national cultures and
management practices have any impact on the business (bottom line)
productivity. Accordingly, it can be argued that they actually do have
‘an impacton business performance.
Consequent upon this fact is that national culture s a major organizing
principle of workers' perception of work, their approach to work, as
well as the manner in which they expected to be treated. National
culture suggests that one manner of acting or one set of outcomes is
preferable to another. Where management practices are found to be in
disparity with these embedded values, workers are likely to feel
unsatislied, distracted, discomfort, and even lack commitment to their
work place and in the work they do and, as a result, they may be less
willing to perform well which will hitherto affect the business

The fact that m
= anagement practice
15 illustrat : g S may not be the same :
ecnnﬂmie;d 7 examples with which mogt Mmanagers inﬂzﬂf}"i’-'hert
known and . tamﬂ}w' Foy “for-performance schemes f-‘-""c —
] work relatively wel] in the United States and th‘:t[rl “E:JI
nite

Management practices 1o the national cultures

S0 as to enable the achjey i
2o sl €ment of higher organ;

each person this interacti

18 related tp g mematjl ﬂ;::kw dmore conceptual distingtion which ' performance (Newman and Nollen, 2012). On the contrary, practices
Inglehart, (2000) defined naﬁﬁm g and symbolic framework. in management that encourage national culture values are more likely
ma_diﬁes the aspect of sncieuf's-& C_uitm it _lhe phenomenon thag to bring forth predictable attitudes, self efficacy. and high
!-"CIIEfS, knowledge, skills s l:ig[ﬂutinn which encompasses their performance (Wright and Mischel, 1987; Early, 1994) duc to the
inculcated by the individuals o Eonih ues, all of which have been consistency of congruent management practices with embedded
In another study, Adler and Gunde society and accepted as a norm, behavioral expectations and activities that go beyond the workplace,
those values, attitudes and behaﬁnmtllllimﬂg}.m nhational culture ag In most cases, workers are undistracted from job performance by
people within a society whose sh i db tfnamfﬂﬂ_thﬁﬂm‘:lvﬂs on the practices of management that require them to act in manners that are in

ared beliefs rest jp those attributes. congruent with extant national culture values.

84 —
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According to Chatman and Jehn (1994), there is no single
managenient practice that is greater than or superior to another will
respect to performance outcomes. However, the congruent existing
between the national culture
practices produce better performance outcomes. Furthermore, the
competitive advantage achieved from adequately adapied
management practices stems from alignment between important
characteristic of the external context (which in this case is national
culture) and internal structure. strategy, practices and systems.
Therefore, Multinational Corporations' managemeni needs 1o
understand that the implication of adapiation to the national culture
will be higher productivity and better outcome for their organizations,
Earlier, Hofstede posits that national culture can be a determinant of
the workability of management pracilice in organizations depending
on the context they are situated in. His study identifies work-related
dimensions along which national cultures differ This. Hofstede
further defined in relation to four typologies (Mayfield and
Mayfield,2010) (with a fifth subsequently added in later
studies).These include power distance, uncertainty avoidance.
individualism/ collectivism. gender egalitarianism (masculinity) and
short term orientation and long term orientation (Hofstede, 1986). His
empirical study's outcome has been reproduced at various national
levels and cultural framework accepted as pertinent and rational for
describing dissimilarities amon g nations (Triandis, 2004). However,
little empirical studies have utilized the propounded dimensions of
Hofstede to delve deep into unde rstanding the effectiveness of various
management practices on performance and productivity in different
culture groups (Sondergaard, 1994),
Thus, this article aims to discuss three key dimensions of national
culture in Nigeria using precepts of national culture earlier discussed
in Hofstede (2003). This includes Power distance,
Collectivism/Individualism and Gender egalitarianism (masculinity),
due to their rated index according to the Hofstede's dimensions of the
Nigerian national culture.

86
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{ofstede national culture dimension on Nigeria, www.geert-hofstede.com

3 i ‘:e - - +
E:;;: :;fs?ﬁlhminn of power and its acceptance by the mclm-:iélals :::
@ society where it is evident is what Hofstede (2001) Fei‘ng tiu :
power distance (PD). Where this typology rates high, m-:in_r] uf;. s u;
such context believe that power and status are unequally dlE‘l:l‘] ute
and thus accept this notion as their way of life a;u:l hitherto enml.:raﬁz
unequal distribution of power as a proper way for social s:;;tcm u:]. :
organized. This typology further shows that the existence 0 1m=:¢:|h ity
in a society and its acceptance by the citizens of such a sncle:cif\iv 0 z:.]-.
regarded or regard themselves as the less powerful or less influen o
members without questioning or protesting the position w:} -
encourage hierarchy, autocratic leaders_lup and E‘Eﬂlmbﬁuﬂnlhar
authority (Hofstede, 2003). This,‘ a?.cordmg to Hofstede 1;1 apua] o
study, may also include characteristics that are I'Elatﬂd.'tﬂ p }rs:lc e
mental, social status or prestige, wealth, power, laws, rights and ru ck
(Miroshnik, 2002; Triandis, 2004; Hofstede, 2@3}. In wm;
establishments, PD encourages the amount of formal hierarchy, acu e
centralization, as well as' delimits the _amount of employe;s
participation in decision making. Organizations in high PD cnur;;n:z
| such as Nigeria tend to be more centralized and have less e.reru }:-. P
participation in decision making process. Meanwlnle, partEllc:l%a 25 e
one of the pertinent dimensions of work unit management. Eviden
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i 1 h as the whic
d in the developed nations suc ,

gﬁ:uf:;s high power distance) has shown that, mvn!:lrcmiﬁa]ai:;g
articipation was among four cultural precepts that Eﬂelvcmeﬁl
pI anizations and that those cumpani_es W:lth high staﬁ mvt?mrs 3

Erﬁve to be more efficient and expedient in g;g:m'th than o
don't involve their employees' (Luthans ctall 193). s S
However, the efficacy of employees' participation in B
is \riewec; with doubt. This is due to the _fa;t tl}at workers in {g oy
::nuntriﬂs are likely to perceive participative maqagentﬂliir:] e
distrust, fear, disrespect and unc,erta_mtt}fh beca:;sni ;]}?t;tl{ég:sequenﬂy,

inent with the national culm;:e: in those ¢ . ;
Eﬁ?rigig who advocate for participation in these nations may likely
be seen as incompetent and weak.

Nigeria's index according to Hofstede (2;[]’[]2}, is !ngh in t,::]ls rcgzrc:
;lgh a score of 80% crystallizing the fact that individu ds azzept
v:'ntra]izatiun of power, hierarchy of -:;n:-n_lmand an | :d ¢ E;.
?ne ualities in power among themselves which glw?;s e b
1suhﬁinru:linatn:s lack of proactive participation in actn;tm;,ﬂ 3 ;ﬂsﬁ a,d;c}]r'
would rather prefer to wait and be told what to do by hisgiszes:
(Hofstede, 2012). Thjs_is a 1:.u1_tur$;]I dwﬁluizgmtta; ;fr:nch@d g
Nigeri 5 ﬂﬁnzﬁﬁﬁ aI:IE: I;:ccpted norm (Rogers, 2012) whﬁ:
Nli% Ertmnannlic attached to a form of social idantiFy framework due to :
Ec?cth;t family groupings and communities alike accepl that power is.

unequally divided.

ivi ividualism ‘
%ﬂ]::i::ts g:: i?jif}i?ﬁiﬂ maintain intervfiv:pend?.nc}' among ll-j:e! :
members where the nﬂ-l‘ﬂfl. ac;aptt}d is ;:Ild::n::sﬁ::llfcl?iir :153.;1 tf{gandi
instead of "I" is what Hofstede re erre e i
1989; Hofstede and Hufste@:,_ EI]D_:}. Fuﬂherm_u ,ﬂi“hwn‘laﬂc mad o

llen (1996) argued that individualism-collectivism "is U .
ﬂ?‘liﬂh iEientitit derives from thf: self versus mebmllﬂg?;ltguc[g%y )
Therefore, in an individualistic culture, members i 5 S0k o
community are expected to look out for themsalyes annst el
immediately to them [Sondergam:d._ 1994) whlﬂmrlnﬂl o
leads to innovativeness and creativity (French, :
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collectivism, on the other hand, appreciates togetherness, where
members are more reliant on groups, social classes, communities,

extended families, or religious groups for status and identity
(Hofstede, 1986).

Nigeria's index for individualism is quiet low with 30% to that of
collectivism 70%, indicatin ¢ that collectivism is the accepted norm in
the context (Hofstede, 2003). The culture of the Nigerian people
relates more with bonding together as a family, groups, and society.
This foster's commitment of the members ofa family or group because
loyalty is expected from each member towards the family and other
members (Ogbonna, 2010). In another study, Ogbonna (2010) posits
that the culture in Nigeria is that which values community as an entity
and members of such entity are tasked with protecting and
representing this community accordingly. They viewed
communalism as a phenomenon that could be referred to as
supersensible and material. Additionally, Social identification with
the community is held in hi gh regards as individual's identity is most
especially subject to their community of origin and at all times the y
are expected to participate in activities such as politics, socialization
and religion as well as festivals or other programs carried out in such
commumity (Rogers, 2012). However, a culture of collectivism
leaves members of such culture to be dependent on one another and
gives little room for proactiveness or use of discretions, which in turn
may impede development of such culture and encourage corruption
(Newman and Nollen, 2012). In the work context, individualism is
shown as autonomy, individual responsibility for outcomes and
individual-level rewards. Collective practice in management values
Work unit solidarity and team-based rewards. The empirical study by
Denison and Mishra (1995) revealed that entrepreneurial attitudes
increased in the U.S. while Jjust the

leverse was found in Nigeria and Portugal, which are more collective
bltured societies.

frender Egalitarianism (Mas culinity)

According to Hofstede (2001), a culture with high masculinity
Bitiays the importance attached to achievements, competition and
Cess. Success in this context is being spelt out by the victor or

89
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exceptional performer. This value orientation js being inculcated right
from the education system through to the organizational context
(Hofstede, 2003). Cultures with high masculinity are often
characterized by acquiring and doing rather than observing and
thinking. These cultures prefer and attach importance to achievement

and dislike failure. While feminine ey tures prefer affiliation and look
i : ma
at failure as much less important. nagement

Practices {o the
- Managemenis’ efforts to i

Ve e Ncrease worker
Nigeria scored a relatively high percentage on this typology, with an E}hﬂ%ﬂc}:}m the productivity of Work groups or units i ¢
index of 60% which indicates that it's a culture of high masculine is likel Ct ture such as the U:S »howeve
dimension (Ogbonna, 2010). The cultural determinism of Nigerians Nivesi Y 1o decrease Productivity, ip contexts with hj
lowards this typology relates with the way they expect decisions to be '8€Tia and Portygy] including those i the East As;

made, mostly in relation to work where assertiveness is much more the use of mert.

therefore frowned upon (Jaeger, 1986: Lawler, 1990; Hofstede, 1996) “Ouniries
On the other hand, a feminine culture would see failure as much less
important but value affiliation more where emphasis would be o

interpersonal relations as well as quality of working life of individuals
(Newman and Nollen, 2012).

with it accord;
In the organization, this precept is shown in merit-based opportunities rfhgﬂl‘ 'an organizations, fyr i nstm?c:: 2;:::1? lgdly Th'.s : also
for higher earnings, advancement, rewards and recognition, feature like American firms or Britigp, firms, albeit th Iz
almost taken for granted in other nations such as the U.S. Maore of 'best practices’ much cognizance should htc e
feminine management praclices stress the quality of interpersoni national cultyres : 3

interactions and quality of work-life issues (Newman and Nollef
2012).

one to the other.

Conclusion

As discussed in this paper, culture is a core part of every hun
socialization and its existence is deeply embedded in their eve y
activities and it is mostly unaffected by change. This article is buil
Hofstede's work, whose analysis was also based on customer sery
sales and marketing employees of one large enterprise (althougl
of the data he collected were related to manufacturing plan
however, did not include them in his cross-country compatiy

; et ] y neer work : . resuurc,.e,-s have Cme
Hofstede's findings on Nigeria national culture revealed i : 'R On culture dimengjons which have
country's national culture index is high in the explored dim Fientialinother researches (Imwalle ang Schillo, 2004)
which include Power distance, Collectivism and mig '
90

based pay and promotion
; : : : roductivite : : should
expected from the leader and failure is perceived as negative and Productivity i ; o

i for adoption
= &1ven to differences i
e limit the transferability of

o
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Abstract

Electronic money (hereafier refers to as e-money) is a recently
development, which means that its technical, legal, economic and
cultural components are not yet fully understood and embraced in the
country. Electronic money is money or scrip that is only exchanged
electronically, Thus. the primary objective of this study is to determine
the impact of electronic money on Nigeria's economy, Since, it is
impossible to cover all related issues regarding electronic money;
University of Horin community was used as the basis of study, Survey
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