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Abstract

Currently, the organisational culfure (OC) is treated as the key driver in making

decisions in organisations and as ¢ critical determiner of their effectivencss. Due

1o the lack of studies in OC assessment in Nigeria and particularly in - Quantity

Surveying firms (OSFs)

this study aimed io assess the dominant OC fype based on
the Competing Values Framework (CVF). 4 quantitative research approach was
selected. The study's target population was 40, which represents al

qitnitlv surveying fivms practising in Kaduna State,

! registered
A swrvey approach and
prapesive sampling method were wsed 1o collect the data: while the sample xize
was 28 Organizational Culture Axsessment Instrumeny (QCAL) was adopted
diagnose the orsanisational eulture of OSFs in Kaduna stute, The

were plotied on a graph using the Rudar Chart, The

[0
Stitely resili
perceived cirrent and
pireferred dominant - QC tvpes were assessed. and actions were proposed. The
results established that the perceived current dominant OC of the O

% ADHOCRACY cultire. while the preferred dominant OC was MARK
o This article concludes by providing an understanding of the

OSFs was

ET culture.

pereeived cirrent and
preferred dominant QOC types for QSFs in Kaduna state. This contributes to the

body of knowledye with the areas of OC type and dimensions to be addressed for
Quantity survevors, Academia, and other stakeholders to improve their firm's
productivity and cost-effectiveness.

Keywnords : Organisational Culiure, OCA [, CVT

Introduction:
Organisational culture (OC) |

s now widely regarded as a primary determinant of a

company's cllectiveness and a crucial driver for making decisions (Saleh & Selma,

2018). As aresull, a few executives have recently begun to investigate the cultural

and social componenis ol (heir organisations, such as organisational culture, 1o find
asolution to ther curre

ntworker turmover problems and improve their productivity
i
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(Rehman ¢r af, 2018). As a result, when an organisation's cultural values are
sunilar to the beliefs and values of 1[:. employees, pufmmanw can be 1mprovcd

-'(Ludolfuf al, 2017). ,

Phamthi, Ngo, 'Du(\ng & Pham (2021) did a study {o determine the impact of
orgatisational wiuuc on job satisfaction and mgamsauonul commilment among
emiployees in Victnam's small and medium-sized busine The findings revealed

“that the five elemenis of organisational culture Imve a beneficial impact on

:bITIJ)I()yCE happiness and that job Sdllal']LUOIl has a significant impact on
mga_msahonal cominitment, , o
‘According o Olanipekun, Aje & Abiola-Falemu (2013), OC has an impacl on
quanltity surveying business performance in (he areas of reward, stability,
competitiveness, and performance orientation, Their study concludes (hat focusing
on organisational euliures that improve performance 2an heip quantity surveying
organisations become more elficient and achieve long-term success. OC can be (he

“source of both failure and success (Schiedel & vom Brockehors, 2012). As a
result, knowing an OC type is beneficial because organisational success s
dependent on how weil the OC matches the demands of the competitive
environment.

To sustain compelitiveness and increase performance, QSF's management has been
active in mergers, service diversification, and building consortiums with allied and
non-allied professions in Nigeria (Olanipelun, Aje & Abiola-Falemu 2013),
Despite this attempt at perforntance. professionals and academics such as Aliyu
(2011), Kawu (2011)," and Qyediran (2011) continue to demand better QSF
pmfmmanw proving that it is substandard. Due to the inability of these
perf formance geals (o produce (he desired results, it is required to take a different
approach to perforinance chalienges by undcrstandimfOSFQ as organisations with
qualities that arc esseniial to  organisational success and performance.
Organisational cuiture {OC) is one of these features (Ol_ampcf-.:un, Aje, and Abiola-
Falemu 2013). .

QQSTFs have additional hurdles, the majerity of which jeopardise their existence,
arowth, and success (Frei & Mbachu 2013). Inability 1o give value to clients due
to low-value managemenl knowledge (Bowen et al. 2010) and limited
dissemnination af services rendered amone clients dué (o poor markeling are two
main issues thai QSFs face globally (Phenp & Ming 1997), The problems of QSFs

i Nigeria can he summarised as entification and organisational-related issues,

\tu
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both of which may have contributed (o the country's unimpressive current delivery
of (Quan(iLy Surveying practice (Onwusonye 2013).

There isﬁ very little related research th’at’ focuses on OC in the literature. Most of
this study examines the impact of OC on various social phenomena in construction
e'ﬂup] ises acress the country. Company effectiveness (Hong Kong) is covered by
Colfey (7003) knowledge exchange is covered by Issa & Haddad (2008), and
leadership is covered by Giritli et al. (2013). (Turkey). In construction and
architecural owanmhons Oluwrm" f'»\'ﬂol(-: & Adeboye (2014) and Albayrak
& Albayrak (7014) only assess OC in descriptive terms. Olanipekun, Aje, &
Abiola-Falenw (2013) also investigate the impacts of OC on QST performance in
Nigeria. \Vhllb Olan'pckun (2012) did a similar analysis for QSFs in Lagos state.
Sludxm that examined the OC of QSFs in developing nations, notably in Nigeria,
gire mc s0 this'study c\p]oxc that context, Its goal is to assess the dominant OC
type in QSFs as perceived by quantity surveyors and to provide an answer to the
following research question. What are the perceived current dominant OC (ype and

pxcfcncd OC in Kaduna state’s QSFs?

Literature review:

Conecept of OC

The philosophical conceptualisations of culture are mainly between functionalist
paradigms (culture as a variable), and non-functionalist paradigms (culture as a
metaphor) arc the most common philosophical approaches to culture (Gajendran
& Brewer, 2012; Gajendran et al,, 2012), The functionalist organisational culture
(OC) paradigm sees culture as a variable that can be consciously manipulated and
controlléd to solve organisational problems (Olanipekun, Aje & Abiola-Falemu,
2013). |

Many academics have been interested in the topic of organisational culture (OC)
throughout the last few decades (Saleh & Selma, 2018), Despite several research
on the topic of erganisational culture,
because multiple perspectives on the concept exist. National culture, which
invisibly surrounds
people's values and beliels and regulates the practice of organisational activities, is
the foundation of OC (Perctz & Fried 2012). Most organisational members see OC

as a distinct collection of hL h1gh st values, standards, basic beliefs, and

many procedures n the organisation since it characterises

e
behavioural norms (Fanxing ef af., 2016).

w2

there is no consensus on a single definition,
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Organisational culture is defined by Hapey

' (2014) as an organisation's "personalily,
a4 patlern of

" shared underlying assumptions, values, belicfs, and standards of

behaviour that form i an organisation (o fulfill its mission and address its
challenges," W

hen a' group solved challenges of exteral adaptation and internal
Integration, they learned cssentiaj assumpiions (hat worked well enough to be
regarded as truc. They were eventually conveyed to prospeclive members as the

Proper way (o poresive, think, and feel about such issues (Acar, 2012). Values,

rules ol conducl, team cons

/

ciousness, working style, sense of belonging, and other
~aspects of culture may be implicitly or openl

: ' y embodizd in 4roup consciousness.
-.,Ir{di".-'iclua'l behavioural expressions and styles of thought are also included in
‘ consciousness (Fanxing et al., 2016),

OC are principles and symbols that al] members of an organisation understand and

follow (Suharno, Purwanto & Rachmad, 2017). This cultwe is unique to the

company and serves az a differentiator (Suharnomo & Maria, 201 D). OC s a set

LS

adhesive system to heln the company achicve its goals (Raf er o/ 2014). According
o Robbins & Jndge (2013), a company's members have two sorts of OC:

of values that all members believe in. [t is researched, 1esied. and designed as an

I, The dominant culture symbolises the values shared by most of its members
and gives (he company its diSliilngiShil’]g trails; and

II. The subculture, which is a mini culture that emerged from various
départm:;jnt's. and different geographical areas.

The most acceptable frameworks for measuring OC features should be founded on
empirical evidence; in other words, they must be valid and should be able to
incorporale and organise most of the dimensions being presented (Salch & Selma.
2018). The Cempeling Values Framework (CVF) was used to examing
~organisational culture in this study. The CVF is based onwo key efficacy aspecls,
the first dimension emphasises the internal vs extermnal foous of the oreanisation,
’ while the second differentiates between stability and control. and flexibility and

discretion (Cameron & Quinn, 20006). As shown in Figure 1, these two dimensions

combine to form four quadrants. cach veflecting a primary type of organisational

. PR

goal of employing the CVEF  as showu in Figure 1, is to use a

< =

culturc. The
framework that was smpirically created and found (o have both face and empirical

validity, as wall as to help integrate many of the dimensions offered by other

-~

authors (Cameron & Quinn. 2006). In ereanisational cultyre research, the CVT s

4 l SR
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one of the most influential and widely used models (Yu & Wu, 2009). Thes

quadrants are further discussed in the next section,
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Figure 1. The Competing Values Framework (Cameron and Quinn, 2006)

The clan culture

The “Clan (Collaborate) Culture" is labeled in the upper left quadrant of Figure 1

(internal emphasis and inlegmti(m-ﬂcxibi!ily and discretion) and appeats more like

an extended family than an economic unit (Cameron & Quinn, 2006). Te

amwork,
employee involvement initiatives, corporate de

dication to employees, long-term
rewards of individual development, and high cohesionand morale are al] common
characteristics of clan-type businesses, 1( is characterised by a congenial place to
work where people share a lot of themselves, according to tl

1e Organization Culture
Assessment Tostrument (OCAID. Leaders are looked up to as mentors and eve;

parents (Saleh &, Sclma, 2018). Loyalty and tradition hold the organisation
together, The level of commitment is high. The
|-

i Spaiie

clan culture is marked by shared

on
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A market culture

The "Market (Compete) Culure" qu
stability and control) is focuse
O generate a ¢

adrant (external focus and differentiation—-
‘ d on market transactions with ather constituencies
ompetlive odge (Fanxing Meng e af., 2016). it's a resulis-oriented
\\‘Or%q)l:wc‘ a8 assessed by the OCAL - Leaders are producers and competitors who
put i dong hours (Saleh & Selma, 2018). The emphasis on winning is the glue that
holds the argantsation together, Competition for activities and accomplishing long-
tlerm goals and targets is a long-teme concern. Market share and penctration are
used to measure success. s eritical o stay ahead of the competition and preserve
market leadership (Cameron and Quinn, 20006). Instead of 1aternal management,
the market culture concentrates on transactions with the external environment (Yu
‘& W, 2009). An oreanisation's success is frequently measured in terms of its
arowth, [vourable market position or market share, competitiveness, and

profitability.

Dimensions _ | o o
Many scientific investigations have found a link between organisational efficiency
i S0 According to writers like Ahmed and Shafiq (2014),

. aenects ol culture.
and some aspects ol et o S Hn
S ] /. (2017), orgamsaticnal quahifies including

Serpa (2013), and Ludoll ¢ «

‘ : , shaviour are influenced by
¢ producli\'il\' quality, commitment, and behaviour are influenced by
ce, /

performan A
The culture profile will also
most valued, which behaviors are o

he valuable in determining which leadership
nost likely to be recognised and

(avoured (Cameron & Quinn,

culture
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h . . . W . py D A
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achieve innovative and competiive performance, a firm's

leager is al
\0 ‘CSIONS A "
tesponsible for cultival ting the appropriate environment and culinre

for Innovation. Ag we
fon. As well as cultivalj ng the innovation process, quality. financial
management. and alivnipo
nagement., and ahgjmng the current strategy with the innovation strafegy
(Frolova etal., 2015),
e development and subsequent deplovment of strategies to strengthen ties with

customers, suppliers, z‘mc! business partners 15 relered 1o ag stralegic planning

IRESTET I in .. o i
inceve, Z0T). [t inctades creating vision/mission stalements, quality
roitcies, quality contral, zmd other managemaont tools, among other things (Ahmad
& Elhueni, 2614)0 Appropriaie strategie quality planning methods will enhance

produci quality and. as a resull, customer satisfaction {Cheanyg & To, 2010),

¥

Assessment of Grganisational Culture
Cultural frameworks offered by Cameron and Quinn (2005), Denison and
Sprettver (]O()I) Flolstede (1984, and & bhblll( ‘)E‘)-!)dl OHIV few C.\'ﬂﬂ']p “C.‘y‘
{ I")‘)( ). Howoever, Cameron & Quinn's (2005) CVFEF appears o b‘f the best fit lor
Naniining ca:l:m'n:‘ in the cotlext of inter-project l(l)(f)\.'\.'lgglg"’: (mus'rer. I \.‘\-:1'\.8 tes.lcr;!
in the /\-'lsiz'z"!i.'n‘; investigated [rom  the
faint of knowledze management (G

nvironiment (L anmnr‘ 2003) and
rav & Denslen, 2005, Keskin e al, 2005:

standj
Gapne & Kwok, 2009). -
Fong & K 2018). one of the reasons for C Vs papularity is because it makes

’Uclﬂ[’id[‘ s approaches for assessing
.3])1'&11’:/.01‘ (1991) developed (he
CAD" (o assess organisational

C']"h L,llﬂl\_.
S 8O !
of thic few established and irpie

oloneo 991 and Cuinn &
ulture, Cameron & Freeman {19971 anc ui
C i

ASSUE! ( Instivnient (O
a ¢ ¢ niie ASSL St 0 ‘
"Organizational ¢ L aspects aic used by OCAI o assess culture: dominating
The l\“()\r iny ;lnl] IR aders Hn) ann(/mp“l (/H)P[O vees, OH'mHSﬂUO,ml
anlsaliona
C

orie z.ﬁ.(/h[mg Mian. LT Hai, WEI Jun 2008).
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In zl(lrh'(:!;sf.ing (he research question, what is the perceived current dominant type
ol OC and the preferred type of OC in QSFs practicing in Kaduna state? A
quantitative rescarch approach was chosen for this study, The target population of
the study was 40, which represents all registered quantily surveying firms
practising i iaduna State as obtained from the Nigerian [nstitute of Quantity
Surveyors (NI10OS) Dircctory. The data was collected using a survey approach and
a purposive sampling strategy. Respondents were informed that their participation
in the survey was voluntary and thal it was part of an academic investigation. All
respondents were assured of the anonymity of their submitted surveys. Principal
quantity surveyors. senior quantity surveyors, and probationers working 1n QSFs
in Kaduna state are among the respondents.

Data Collection

Cameron & Quinn's (1999) OCAL was used to assess the organisational culture of
QSFs in Kaduna state, This is supported by the fact that nearly 10,000
organisations in nearly every sector (e.g., business sector, public sector, education,
health care, new start-ups, NGOs) now use the OCAT (Cameron, 2004). The
measure consists of six questions that primarily characterise the six components of
organisational culture: dominating traits. organisational leadership, managemecnl
of employee, organisational culture, organisational clues, strategic focus, and
success criteria (Cameron & Quinn, 1999). The respondents completed the
instrument twice. ‘

- The survey's first question asked participants (o rate their organisation's culture,
The OCAI is divided into six dimensions, each ol which includes four options. It
uses an ispative approach lo answering, as opposed to the more conventional Likert
approach. Each dimension has 100 points, and respondents were asked to split 100
points among the four alternalives based on how similar each alternative is to their
organisations (Zhang, LI Hai & Wei, 2008).

There arc four options for cach question. Divide 100 points among these [our
options, based on how similar cach one is (o your company. Given the option that
is the most like your company a higher score. In question one, for example, if you
believe alternative A is quile like your company, alternatives B and C are also
relatively similar. Alternative D bears little resemblance to Option A. You may
assign A 55 points, B and C 20 points, and D 5 points. Just make sure your total
for each question is 100 points. s worth noting that the first questionnaire is
labeled " Now." This term refers (o the current dominant cultural type as it exists
today. The que:!.i'ons will be repeated under the " Preferred " categary after you
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hnish the "Now. " Your responscs o these guestions should be based on how vou 1

want the company o look in five vears. The underlyving o

be discovered by having ncoric W the creamsation reply to

orcamsational cultures (Cameron, 2060

Daty analysic

The rescarchers gave S0 quesconnares to the perucy
responses. There were 28 valid responses left out of 37 surveys gathered, cquating
te a 70 percent effcctive response rate and representanve of several QSFs withm
{aduna state. The data from the quesidonnaire was tansiene
spreadsheet so that it could be aralvsed more easily, The average of all the
respondents’ responses was used o create the overall "-‘.’111117'31"\' profile. The tot
firm profile was then translated to an Excel spreadsheet graph. Bath percenved and
preferred cultures' proftles were established

Results and Discussious

‘.,\q..,, ndeyte

Results and 2_)%9{'1!&:»;%0113 on the Demographic Informahen on

Fable ! proseats the rackmg ofrespondens fromy the seevey, The findings revealo

A o e g
» 29.0% and 18467

that 34.0% of the respondents were principal partness, wii
were Jumor quaniily surveyors and senior quantity surveyoss respectively. The
table shows that 11% of the respondents had 11-15 years 01 experience, 11% of
the respondents had 16-20 vears of expericnce, and 8% of the respondents had
less than § vears of experience, 29% had 610 vears of experience, and 32% had
more than 20 years of expericnee in consuitancy. This shows the respondents have
a vast leve! of experience in their fickd of quantity surveving, Therelore, the
respondents are adeguately knowledgealile o their various [irms' organisation:!
culture and total quality management practices. The fndigs on respondents'
awareness ol organisation culture in their firm show that 89.3% of the respondents
opined yes while 10.7 of the respondents stated otherwise. Also, the findings on
respondents' awareness of otal quality management in the guanity surveying firms

show that all the respondents 100% are aware.

Table 1: Result and Discussions on the demogranhic information of

respondents

Demographic information Freguency Fer cent
Rank

Principal partner [5 33.6
Senior Quantity surveyors ) 17.9
Junior Quantity surveyors 8 NG
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P A il et s S -
fotal X
Year of experience in the coBsultancy
business Frequency Percent
[-S vears 3 17.9
o - 10 years S 28

b1 1S vears 3 107
16-20 vears 3
> 20 years B
Total 28 1g.0 )
Respondent's years of experience in the

firm  Frequency Percent
- vears I3 40.4

6 10years 3 10.7

Pl 1S years S 17.9

= 20 years 7 25.0

Fotal 28 006

Respondentst awareness of oreanization

culture e the firmi Frequeney Percent

Yes 25 803

No 3 10.7
Total 28 1000

Respondents' awareness of Total Quality  Frequency Percent

Management in the firm -
Yes o 28 100.0
Total 28 100.0

Authors licld survey (2022)

Professional quantity surveyors' perspectives diffored depending on their age,
membership level, and job experience (Christabel & Vineent, 2010, Protession.|
quantity surveyors” pereeptions differ due to variances m tramung (Fan, Ho. & Ng,
2001). According to study conducted by Lowe & Skitmore (2011 on the learming
climate of chartered quantity surveying practices, quantity survevors' view of an
organisation's ability to provide an adequate learnmg environment improves as
they o up the orgamisational hierarchy. As a result, the view of quantty surveyors
shifts as their organisational levels rise. To Malaysian quantity sunveying firms,

Hassan & Minden (2010) recognised three hierarchies. inctudme directors, senior

|
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' profile can be beneficial in determining which types of leadership
al»tl‘lbmcs are most valued, as well as which behaviours are most likely to be
displayed. What kind of management styles are favoured, and how are (hey
rewarded (Cameron & Quinn, 2000) 7 Besides, shared values help \)usmessc-s
lorecast workers' reactions (o a spectfic job, technique, or approach, which can help
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Fiawre 3 iltustrates the preferred organisational culture of Individual Items of the
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Conclusion and Recommendations
The major goal of this study was 0 assess the dominant OC type for QSFs in
Kaduna, Nigeria. The pereeived and preferred OCs were evaluated, and
anoaestions were made. I this study, (wo views of quantity surveyors were
inC&lif:z-\lcd based on the rescarch questions. The following were (he perceptions
in QSFs' in Kaduna Stalc. |

1. The perceived surrent dominant OC was ADHOCRACY culture. Which is

concerned with "the external environment as well as differentiation-

flexibility and discretion.”

i1 The hrc{‘errt‘.d dominant OC was MARKET culture. It emphasises cxternal
ositioning while stressing the importance ol stability and control.”
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