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Abstract

The purpose of this paper is to test the relationship between organizational culture and voluntary disclosure by
listed firms in Nigeria. The research design for the study is survey design that is cross-sectional nature to examine
the relationship among the study variables. Data for organizational culture were obtained from administration of
questionnaire while that for voluntary disclosure were from financial reports of 92 listed companies. To test our
main hypotheses, we used Structural Equation Model (SEM) especially PLS-SEM. The results indicate that both
ritualism and opportunism dimensions of organizational culture are positively associated with voluntary disclosure.
This implies that, firms’ emphasis on rules as well as flexibility in response to changing environmental needs
promote the practice of voluntary disclosure in annual reports. This study concludes that voluntary disclosure is
associated with flexibility in policies and disclosure rules as well as strict adherence to laylaid down guideline for
the identification and measurement of disclosure items.
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1. Introduction
1.1 Introduction to the Problem

This study reports the contribution of two organizational culture variables (ritualism and opportunism) to variation
in voluntary disclosure practice in Nigeria. Voluntary disclosure complements mandatory disclosure as key
component of corporate governance principles (Nyahas, Munene, Orobia & Kaawaaseh, 2017; Qu & Leung, 2006).
Voluntary disclosure is the release of information by companies in excess of the minimum mandatory requirements
of regulatory bodies (Boesso & Kumar, 2007). Voluntary disclosure provides stakeholders with information that
helps them understand whether current earnings are sustainable; working of the capital markets thereby boosting
Foreign Direct Investments (FDIs) (Qu, Leung, Wise & Cooper, 2013; Qu & Leung, 2006).

In the context of developing countries like Nigeria, disclosure practices by publicly listed companies are adjudged
to be weak and inadequate over time (Damagum & Chima, 2013; World Bank, 2011; 2004). This is evident in the
fact that some firms present financial reports, which are considered by some stakeholders as incomplete and
inaccurate (Sanusi, 2010). This has the potential to deprive investors of the right information to make the right
decision. This development if not checked may erode investor’s confidence in the Nigerian capital market leading
to reduction in FDIs to the country. This underscores the need to promote voluntary disclosure practice by
companies in Nigeria.

Empirically, studies have associated voluntary disclosure with such factors as firm size, age, leverage, profitability
and asset quality (Bhatia & Tuli, 2017; Ziba & Asadi, 2016; Soliman, 2013, 2011, Lan, Wang & Zhang, 2012;
Barako, 2007). Others focus on corporate governance elements like ownership structure, board size, board
structure, auditor type and board independence (Damagum & Chima, 2013; Kurawa & Kabara, 2014);
Akhtaruddin & Rouf, 2012; Barako, 2007; Eng & Mak, 2003). Though these studies have expanded our
understanding of factors associated with voluntary disclosure, they seem to ignore the fact that corporate disclosure
is a management activity which is driven by a set of acceptable norms within an organization (Gibbins, Richardson
& Waterhouse, 1990). The concept of organizational culture provides an avenue to study how firms manage
disclosure issues within the firm (Nyahas et al., 2017). This study differs from previous empirical studies because
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we examined the association between organizational cultural practices that influence and voluntary disclosure.
Though prior scholars have examined the association between organizational culture and voluntary disclosure,
such studies are very few.

Contextually, scholars in Nigeria have examined factors associated with voluntary disclosure practice of listed
firms (Uchenna & Bwala, 2013; Damagum & Chima, 2013; Adelopo, 2011). These studies however, focused on
firm characteristics such as firm’s size, board size, profitability and leverage with no focus on internal practices
such as organizational culture. Additionally, there is documentary evidence to suggest that organizational culture
influences voluntary disclosure practices of firms in the United Arab Emirate (see Elkelish & Hassan, 2014. In the
Nigeria context, such evidence seems to be elusive in the disclosure literature. This study, therefore, seeks to
contribute to knowledge by empirically examine the relationship between organizational culture and voluntary
disclosure. The study also extents the debate on the effect of culture on corporate disclosure to organizational level
rather than looking at national culture as it is the case with most prior studies in this area (see Akhtaruddin & Rouf,
2012; Qu & Leung, 2006; Hannifa & Cooke, 2002; Gray, 1988).

The focus of this study is on Nigeria for a number of reasons. First Nigeria is one of the largest economies in
Africa besides South Africa and Egypt. According to Euler Hermes Economic Research Reports (2017), the
country has the dominant economy in the West Africa sub-region and one of the continent’s largest economies as
at 2015. The country has a total population of 178.51 million and a GDP of 568.51 as at the same time period.
However, one of the weaknesses of the Nigerian economy is over-reliance on the export of crude oil which
accounts for over 90% of export revenue making the economy susceptible to volatility in global energy prices
(Euler, 2017). Therefore, the need to promote other sectors of the Nigerian economy besides oil and gas sector is
a pressing one. But the challenge is that the country has a long history of economic mismanagement and corruption,
which has affected the perception of doing business in the country Euler, 2017).

Moreover, the large number of listed firms in Nigeria relative to other countries in the sub-Sahara Africa provides
another motivation for the choice of the country. The rest of the paper is structured as follows: Next section looks
at the literature review and hypothesis development, then the methodology, results, discussion and conclusion.

2. Literature Review and Hypotheses Development
2.1 Voluntary Disclosure

Voluntary disclosure has been described as the issue of company information through any channel of
communication (Gibbins, Richardson & Waterhouse, 1990). It is also seen as deliberate choice of which
information to be released on the part of a company’s management to provide information believed to be important
to the decision needs of stakeholders (Qu, Leung & Cooper, 2013). The Financial Accounting Standards Board
looks at voluntary disclosure as the release of information, which is principally outside the requirements of
company law or expressly required by accounting standards (FASB, 2001). In this study, therefore, voluntary
disclosure is considered as any information in annual reports, which is principally outside the requirements of
International Financial Reporting Standards (IFRSs) or required by the Nigerian Company and Allied Matters Act
(1990), which is the legal document guiding corporate disclosure in Nigeria in line with FASB definition. We
therefore, consider, disclosure requirements of the Nigerian Code of corporate governance as voluntary since SEC
made compliance by firms voluntary (comply or explain. Consequently, corporate disclosure in such areas as
management projection, environmental impact assessment, stakeholders as well as ethical matters are considered
voluntary.

Prior empirical studies have examined the relationship between national culture and corporate disclosure (Once &
Almagtome, 2014; Akhtaruddin & Rouf, 2012; Gallen & Peraita, 2017; Gray, 1988; Qu & Leung, 2006; Hannifa
& Cooke, 2002;). Such approach does not provide sufficient understanding at the specific organizational level (see
Elkelish & Hassan, 2014; Hofstede, Neuijen, Ohayv & Sander, 1990). This study differs from other studies in the
sense that it examines the effect of culture at the organizational level.

2.2 Organizational Culture

The word culture connotes a set of standards for gauging what constitute an acceptable behaviour within a society
or group. Hostede (1984) define culture as the collective programing of the minds, which distinguishes one group
from another. He identified five dimensions of national culture that influence accounting practices around the
globe. These dimensions include individualism versus collectivism; strong versus weak uncertainty avoidance,
masculinity versus feministic, large versus small power distance, long versus short-term orientation.

Prior studies have shown that national culture has proven to be an important factor influencing the extent of
disclosures by companies (Herath & Carlis, 2017). In examining the influence of culture on voluntary disclosure,
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earlier scholars rely on either Hostestede (1984) or Gray (1988) cultural model. For example, Zaman, Monir and
Rahaman (2009) using Gray’s cultural model to study differences in voluntary disclosure between Indian and New
Zealand companies. They documented that there is a strong link between country culture and voluntary disclosure.
Similarly, Qu and Leung (2006) examined the effect of cultural change on the voluntary disclosure practices of
Listed firms in China. Their result indicates that there was an increase in the degree of information voluntarily
disclosed by the firms. Once and Almagtome (2014) also investigated the effect of national culture values on
voluntary disclosure of environmental information in Turkey using the Hosfstede (1984) national culture values.
Their findings indicate that individualism and long-term orientation are related to environmental disclosures.

At the organizational level, scholars such as Schein (1995) and Hofstede et al. (1990) provide the theoretical basis
to explain organizational culture. Schein (1995) for example define, organizational culture as ....” a pattern of
basic assumptions that a given group has invented, discovered, or developed in learning to cope with its problem
of external adaptation, and that have worked well enough to be considered acceptable, and therefore, to be taught
to new members as the way to perceive, think, and feel in relation to their problems”. This definition is inline with
Hofstede et al. (1990) who defined organizational culture “as a collective mental programming found among
people in different organizations or parts thereof, within the same national culture”. Similarly, Elkelish and Hassan
(2014) defined organizational culture as “....shared perception of organizational work practices within
organizational units that may differ from other organizational units”.

We view organizational culture in terms of flexibility or strict adherence to company’ disclosure norms for the
recognition and measurement of items not required by accounting standards and company law. This is in line with
Gibbins, Richardson and Waterhouse (1990) who suggest that managers have tendency towards strict adherence
to disclosure norms and rules (ritualism) or seek specific advantage for the measurement and disclosure of
information (opportunism) especially when such disclosure items are voluntary.

2.3 Hypotheses Development

Empirically, studies examining the link between organizational culture and voluntary disclosure are scarce. One
of such studies is that conducted by Elkelish and Hassan (2014) who investigated the association between
organizational culture and voluntary risk disclosure by listed firms in the United Arab Emirate using Cameron and
Quinn (1999) model. Their result indicates that organizational culture of clan which focus on formalized work
procedures is associated with voluntary risk disclosure. Similarly, Sejjaakaa, (2004) states that high level of
formalization is achieved through existence of lay down policies and procedures. Unfortunately, previous
theoretical and empirical literature does not provide a clear indication of the relationship between organizational
culture and voluntary disclosure (Elkelish & Hassan, 2014). To address this concern, Gibbins et al (1990) presented
a model for predicting corporate disclosure whether mandatory or voluntary.

An essential role of Gibbins et al.’s (1990) model to the disclosure literature is that it projects organizational culture,
as internal antecedence influencing firms’ disclosure output. In the model, the authors argued that firm’s strategic
response to any disclosure issue is predicated on internal antecedence such as the way information is managed.
According to them, the firms’ traditional ways of doing things may establish how disclosure is managed: in terms
of either disclosure is perceived as a ritual or provides an opportunity to seek firm’ specific advantage for the
disclosure of the specific item especially if such is voluntary. This study adopts the Gibbins et al (1990) disclosure
model to examine the relationship between organizational culture and voluntary disclosures because we believe
that these two attributes (ritualism and opportunism) are mutually exclusive and reasonably comprehensive.

Ritualistic culture focuses on strict control thereby laying much emphasis on stability, predictability, efficiency
and procedures, which are considered essential within an organizational culture (Hofstede, Neuijen, Ohayv &
Sanders, 1990). This is achieved through a well-formalized and structured workplace (Cameron & Quinn, 1999).
Formalized work procedures are achieved through hierarchical organizational structure where the emphasis is on
adherence to rules, policies and procedures (Adams, 1997; Sejjaakaa, 2005). With ritualistic culture, managers
play a rather passive role in the management of corporate disclosure since there exist rules and procedures to be
followed in the identification measurement and disclosure of corporate information (Gibbins et al, 1990; Adams,
1997) even if such is voluntary in nature. Formalized work procedure is synonymous to ritualistic culture that
explains the tendency for organizational members to adhere strictly to lay down disclosure norms, rules and
procedure (Adams, 1997; Gibbins et al, 1990). Empirical evidence suggests that there is a connection between
ritualistic culture and voluntary disclosure (see Eklelish & Hassan, 2014; Sejjaakaa, 2004). In this study, it is
believe that firms listed on the stock exchange have well lay down policies and reporting procedures that guide
disclosure of corporate information. We therefore hypothesize thus:
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Hi: Ritualistic organizational culture will be positively related to voluntary disclosure  practice of listed firms
in Nigeria.

Another cultural practices affecting firms’ disclosure output identified by Gibbins et al (1990) is opportunism.
This is described as firm’s tendency to seek specific advantage in the disclosure of information. This is influenced
by external antecedents such as corporate politics, target market, competition and which stakeholder group matter
for in the disclosure decision particularly when such is voluntary in nature (Adams, 1997). Here the focus is on
results rather than efficiency, rules and precision (Cameron & Quinn, 1999). This suggests that in an opportunistic
culture, managers’ attitude towards disclosure may reflect the belief or action of those with responsibility for
disclosure. The concept of opportunism suggests that managers take an active stance in the disclosure process.
This means that under opportunistic culture the focus of management is on cost-benefit analysis to determine if
disclosure of information is to the benefit of the firm or not especially when such is voluntary. This is enhanced
through a flexible organizational structure characterized by high concentration of authority, less formalizations of
work procedures, and more tolerance for ambiguity (Elkelish & Hassan, 2014; Hosfstede, 2001). In this type of
organizational culture, departments or individual managers have high discretion over disclosure decision. Gibbins
et al. (1990) argue that the degree to which sub-units are given discretion over disclosure decisions will determine
the extent to which the entities voluntarily disclose information in annual reports. Drawing from the Gibbins et al.
(1990) model and empirical evidence (Adams, 1990) we hypothesize thus

H2: There is a positive relationship between opportunistic culture and voluntary disclosure  practice by listed
firms in Nigeria

3. Methodology and Variable Measurement
3.1 Research Design

The study adopted a survey design. The population included of all the 192 publicly listed companies participating
in the Nigerian Stock Exchange. A sample size of 129 firms was considered adequate (Krejcie & Morgan 1970).
Due to the heterogeneous nature of the population, stratified random sampling was found suitable for the study
following Blumberg, Schindler and Cooper (2014). As such, the population was stratified according to Securities
and Exchange industrial classification. Firms in the same industry were randomly selected for the purpose of
questionnaire administration. At the end of the field survey, we received a total 92 valid responses from the
participating firms.

3.2 Sample Characteristics

In this study, it was essential to understand the demographic characteristics of the respondents and background
information of the firms. Gender distribution showed a fair spread between males and females with 53.3% males
and 46.7% are females. This indicates listed firms in Nigeria are gender sensitive in their recruitment policy. Most
respondents (30.8%) are accountants, 27.2% are internal auditors, and 25% are public relation officers while 29.2%
are marketing officers and others. We also looked at professional qualification. The statistic indicates that the
accounting professional accountants dominate with 49.2%. This is an indication that most of the respondents have
adequate knowledge of the subject matter under investigation. The frequency distribution indicate that majority of
those who responded to the survey questionnaire 58.5% have either a bachelor’s degree or its equivalent (higher
national diploma). This implies that most of those who responded to he questionnaire have the ability to read and
understand the questions and provide an appropriate response

Since the unit of analysis for this study is at companies’ level, it is essential that we consider the characteristics of
the participating companies. In this regard, we considered industrial category and firm’s age (measured as years
of operations on the Nigerian market). In terms of industrial category, the financial sector dominates with (32.6%).
This is a reflection of the fact that the Nigerian capital market is dominated by the financial sector. We also
considered the length of time the participating firms have been operating in the Nigerian capital market. The
statistics showed that 57.6% of the firms have been participating for a period ranging between 21-40 years.
Suggesting that most of the firms visited during the data collection have sufficient knowledge of the Nigerian
capital market.

3.3 Measurement of Variables

Voluntary Disclosure: This variable was operationalized as any release of information that is not specifically
required by IFRSs or Companies and Allied matters Act, 1990) laws of the Federal Republic of Nigeria. As such,
information in such areas as management’s strategic forecast, environment, and relationship with stakeholders and
ethical issues were considered voluntary for the purpose of the study. Consistent with prior studies on voluntary
disclosure, the study employed the index approach to measure the extent disclosure (Akhtaruddin & Rouf, 2012;

54 Published by IDEAS SPREAD



jems.ideasspread.org Journal of Economics and Management Sciences Vol. 1, No. 1; 2018

Boesso & Kumar, 2009; Eng & Mak, 2003). We prepared a disclosure checklist comprising of strategic and
forward looking information, environmental, and social information. We prepared the checklist to enable us select
items of information in annual reports that are not mandatorily required by Nigeria Companies and Allied Matters
Act 2004, or International Financial Reporting Standards. The disclosure checklist for this study covers 25 items
in areas of; strategic, environmental, social and ethical information in line with Damagum and Chima (2013) see
appendix 1.

The question in previous studies is whether to score disclosure items based on weighted or un-weighted method.
It has been argued that the weighted approach may introduce a bias towards a particular user orientation, while the
un-weighted approach dwells on the belief that all items are uniformly important (Barako, et al., 2006). In order
to avoid bias we used the un-weighted approach. Each item was scored (1) if disclosed in the annual reports and
(0) if otherwise in line with Akhtaruddin and Rouf (2012). The disclosure index adopted for the study is in line
with earlier studies (Akhtaruddin & Rouf 2012):

Dscore =Y 9
i=1
Where:
Dscore = the aggregate disclosure score.

dj = 1 if the jth item is disclosed or 0O if not disclosed
n = the maximum score each company can obtain.

Ritualism: was operationalized to measure the degree of control and formalization of work procedures. As such
we measure the extend to which managers adhere to policies, rules and procedures for identification and disclosure
of corporate information. This study adopted and modified questionnaires employed by earlier scholars (Sejjaakaa,
2005) to measure the extent to which managers agree to statements such as “there is a formal way of doing things
in this organization that employees should follow;” “There is a hierarchy of information flow that must be observed
in this organization”; Employees are required to obey company procedures laid down by board of directors. We
employed a five point Likert scale ranging from 1. (Strongly disagree) to 5. (Strongly agree).

Opportunism: was operationalized to as the degree to which firms seek specific advantage in the disclosure of
corporate information if such disclosure is at their discretion. The scales were adopted and modified from those
developed by prior studies Gibbins (1990); (Sejjaakaa, 2004; Adams, 1997). Some of the items on the scale include;
Employees are encouraged to experiment new ways of doing things; There is less formalization of reporting
procedures in this organization; we change our disclosure policies to meet up with contemporary environmental
challenges. These statements were placed on a 5-point Likert scale ranging from 1. (Strongly disagree) to 5.
(Strongly agree).

Control variables: the study controlled for the effect of board size and industry category as these have been found
in previous studies to have influence on voluntary disclosure (Albawwat, 2015; Ziba, 201). In Nigeria, listed firms
are not permitted to have board members less than five as contained in the Nigerian Code of Corporate Governance
2008. This variable was measured the sum total of all the directors on the board of a firm in line with previous
studies (Albawwat, 2015). Industry category was measured as a dichotomous variable of 1 if the firm operates in
the financial sector or 0 if otherwise.

4. Data Analysis and Results

We employed the use of Structural Equation Model (SEM) with the aid of Partial Least Squares (PLS), specifically
SmartPLS3. In this study, the sample size is <200 therefore PLS was found suitable (Henseler & Sarstedt, 2013).
The reliability and validity were examined using the measurement model while the study hypotheses were tested
using the structural model as suggested by Henseler, Hubona and Ray (2016).

4.1 Validity and Reliability

Since the dependent and control variables were modelled as uni-dimensional constructs, hence do not need to be
evaluated for reliability and validity (Mashahadi, Ahmad & Mohamad, 2016). Therefore the independent variables
(ritualistic culture and opportunistic culture) were assessed for validity and reliability.

Construct validity was tested in two dimensions of convergent and discriminant validity.

Convergent validity: Here the focus is on the Average Variance Extracted (AVE). For convergent validity to be
established the AVEs for all the constructs should be 0.5 and above (Hair et al., 2010). The result in table 1
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indicates that the AVEs for both ritualism and opportunism meet the minimum threshold indicating they measure
the same latent variable.

Table 1. Measurement model indicating reliability

Organizational culture Item Cronbach Composite AVE VIF
loadings Alpha reliability
Ritualism 0.788 0.861 0.609 1.357

There is a formal way of doing things in this 0.741
organization that employees must follow

There is a hierarchy of information flow that must  0.847
be observed in this organization

We follow written documents on company 0.661
procedures when disclosing information not
required by IFRSs

In this firm, we place much emphasis on 0.856
procedures rather than results

Opportunism 0.881 0.918 0.738 1.410
Employees are encouraged to experiment new 0.857
ways of doing things.

There is less formalization of reporting 0.894
procedures in this organization

Managers have the power to decide which 0.900
information to be disclosed when such is not
specifically required by law or accounting
standards.

We change our disclosure policies to meet up

with contemporary environmental challenges. 0.781

Discriminant validity: To establish discriminant validity, the Fornell and Larcker (1981) criteria were used as
recommended by Latan (2015). The criteria suggest that the square root of Average Variance Extracted (AVE) in
each latent variable can be examined to establish discriminant validity. The results show that the square root of the
AVE for each variables is more than correlation values among the other latent variables. This confirms that items
measuring different variables were indeed seen to be measuring the same underlying constructs. Thus discriminant
validity is established see table 2 (square root of AVESs in parenthesis)

Table 2. Discriminant validity

Board size Industry Ritualisti ~ Voluntary Opportunism
category c culture  disclosure
Board size 1
Industry category 0.003 1
Ritualism 0.069 0.080 (0.781)
Voluntary disclosure 0.111 0.006 0.651 1
Opportunism 0.135 0.174 0.513 0.550 (0.859)

Reliability: In this study, we focused on composite reliability” as a measure of internal consistency instead of
Cronbach’s alpha since Cronbach’s Alpha tends to provide a conservative measurement in PLS-SEM (Wong,
2013). To establish internal consistency, scholars suggest that composite reliability should be 0.7 and above (Hair
et al., 2010). From the measurement model in table 2, all variables meet up the minimum threshold 0.7 and above
signifying high internal consistency of the measurement tool.

For the dependent variable (voluntary disclosure) we use the inter-coder reliability test in line with prior studies
on (Sejjaakaa (2005). This was carried out using the Cohen’s kappa coefficient to establish the reliability of the
disclosure index. The researchers and two neutral persons scored 20 randomly selected annual reports to track and
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code voluntary disclosure items using the checklist developed by the researchers. The scores of the independent
coders were compared with the researcher’s score and found to have a Pearson product moment of the correlation
coefficient of =0.883 p<value<0.05 indicating high reliability of the indext (Boesso & Kumar, 2007; Sejjaaka,
2005).

4.1 Test of Hypotheses

In testing the hypotheses we assessed the structural model. Table 3 and appendix 3 indicate that the independent
variables account for 49.8% variation in the behaviour of the dependent variable (R? = 0.498). To test the
hypothesized paths, we examination of the path coefficients. The results indicate that ritualism was significant in
explaining variation involuntary disclosure ($=0.500, t=6.838 p<0.05) thus hypothesis H1 was supported.

Opportunism was also found significantly related to voluntary disclosure ($=0.306, t=3.910, p>0.05), thus
hypothesis H, was supported. The control variable Board size and industry category are not associated with
voluntary disclosure with (f=-0.034, t=0.086, p>0.05) and (f=-0.098, t=0.060, p>0.05) respectively.

The effect size was assessed by examining the (f?) as suggested by Henseler and Sarstedt (2013). The effect size
was examined based on Hair et al (2013) who describes the criteria for evaluation of the size effect. Based on their
criteria, f? values of 0.02, 0.15 and 0.35 respectively indicate small, medium and strong effects on the endogenous
variable. The effect size of ritualism and opportunism on voluntary disclosure is considered strong (f?=0.366)
confirming a strong relationship between the study variables (Latan, 2015). The effect size of opportunism is
medium (f2=0.132) indicating a weak relationship with the endogenous variable. The results are presented in table
3.

Table 3. Summary of structural model

Variable B t-statistics 2

Ritualism 0.500 6.838 0.366
Opportunism 0.306 3.910 0.135
Industry category -0.098 0.0603 0.019
Board size -0.034 0.086 0.002

R2=0.498, Adjusted R?= 0.475

5. Discussion

The result of testing hypothesis Hi indicates that ritualism and voluntary disclosure are positively and significantly
related. This suggests that strict adherence to organizational norms; disclosure policies and strategies encourage
the practice of the voluntary disclosure. Such adherence to disclosure norms is made possible with hierarchical
organizational structure, as is the case with publicly listed firms. These firms ensure that responsibilities for the
measurement and disclosure of information are assigned to different parties within the firm. As such even if
disclosure requirements change, routinized procedures can be established to ensure that every item is disclosed
based on standard rule already established.

The finding is also in agreement with Elkelish and Hassan (2014) who documented that, hierarchical reporting
structure is associated with voluntary disclosure of corporate risk. Similarly, Sejjaakaa (2005) documented that
tight control over management of disclosures is associated with corporate disclosures. The findings further provide
evidence that ritualism being the domain of organizational culture is a good predictor of voluntary disclosure. This
validates Gibbins’ et al. (1990) theoretical model of corporate disclosure, which assumes that uncritical adherence
to disclosure norms, is associated with corporate disclosure. The result of testing hypothesis H2 established that
opportunism and voluntary disclosure are associated. This suggests that flexibility in organizational culture helps
firms to disclose more information in annual reports to meet the changing needs of various stakeholders. The
finding, is in line earlier empirical findings. For example, Adams (1997) suggests that opportunism is associated
with voluntary disclosure practices.

This study therefore concludes that listed firms in Nigeria are structured in such a way that gives them control over
the way in which managers handle many organizational activities including voluntary disclosure. They also exhibit
a level of flexibility, which helps them respond to the changing information needs of various stakeholders. As such
the organizational culture can be said to be a blend between rigidity (ritualism) and flexibility (opportunism).

The study explored Gibbins et al. (1990) model to explain cultural influences on voluntary disclosure practices.
The study finds support for both ritualism and opportunism as predictors of corporate disclosure. Suggesting that,
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studies in corporate disclosure utilizing organizational culture constructs should pay attention to the potential
influence of specific cultural attributes such as management emphasis on strict adherence to lay down disclosure
norms. This will further provide an empirical support to validate Gibbins et al. theoretical model for corporate
disclosure (1990) model.

The study employed the use of both questionnaire and disclosure checklist to collect data for independent and the
dependent variable respectively. This suggests that studies in accounting disclosure can utilize both primary and
secondary data rather than relying solely on content analysis of annual reports as it is the case with most studies
in this area.

One of the limitations of the study is its focus on firms on the stock exchange. The result may not reflect the
behaviour of private firms. The use of survey questionnaire to measure perception of managers is subject to self-
reporting bias. However, this was overcome by measuring the dependent variable using data from companies’
annual reports. Also, another limitation of the study is small sample size relative to number of variables in the
study.
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Appendix 1. Disclosure Checklist

Strategic information
1  Company’s mission statement
2 Brief history of the company
3 Organizational structure/chart
4 Description of major goods/services produced
5 Likely effect of business strategy on current performance
6
7
8
9
1

Review of current financial results and discussion of major factors underlying performance
Educational qualification/Academic level of Board of Directors
Information about directors Remuneration
Information on Attendance and frequency of Board meetings
0  Share Capitalization history

Forward-looking information

11 Factors that may affect future performance

12 Director’s projection of future performance

13  Planned research and development

14 Information relating to the general outlook of the economy and its likely impact on future
performance

15 Disclosure relating to competition in the industry and its impact on future performance

Social and ethical Disclosure
16 Disclosure of policy on corruption
17 Statement on actual cases of corruption were handled during the year
18 Statement on its relationship with the host community
19 Statement on company relationship with key stakeholders
20  Relationship with customers
Environmental
21 Statement of environmental policy
22 Information about employee workplace safety
23 Social responsibility
24  Statement about environmental risk management
25 Overview of how business operations impact on the environment
Overall score
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1 2 3 4 5
1-20% 21-40% 41-60% 61-80% 81-100%

Adapted and modified from Damagum and Chima (2013) Akhtaruddin and Rouf (2012).

Appendix 2. Questionnaire
A Survey Questionnaire
Section 1

Introduction:

The objective of this study is to investigate association between organizational culture and voluntary corporate
disclosure practices by Nigerian listed firms. Your responses shall be used strictly for academic purpose only. To
maintain high level of confidentiality, your name or that of your firm is not required.

Thank you for your cooperation

General guide:

Before you begin, please read the following guidelines below:

a) When evaluating the questions, please provide responses from your own perspective, as honestly as possible.
b) You are requested to apply the scale provided for each of the questions.

¢) Please note that your name is not required nor is it requested, hence confidentiality is assured.
I would like to express my utmost gratitude for your participation!

Thank you.

Section 2

Company Background

Please tick as appropriate

1. What industrial sector does your organization belong? Financial [ 1 ] Manufacturing [ ] Agriculture [ ] Mining
[ 1 Petroleum[]

2. Average size of employees in your organization: 1-50 [ ] 51-100 [ ] 101-150 [ ] 151-200 [ ] 201 &above [ ]
3. How many branches does your firm has? 1-5[]6-10[] 11-15[] 16-20 [ ] 21 & above [ ]

Section 3

Personal Background of Respondent

Personal and Education Data

1. Please indicate your age group

20-25 1
26-35 2
36-45 3
46-Above 4
2. What is your gender?
Male 1
Female 2

3. What position do you hold in this organization? Manager [ ] Accountant [ ] Internal auditor [ ] Public Relations
manager [ ], others please specify......................

4. What is your educational qualification PhD [ ] Masters [ ] 1%t degree/HND [ ] Diploma/NCE [ ] WAEC/WASC
[]
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5. Professional qualification if any ICBN [ ] ICAN/ ANAN/ACCA [ ] Marketing [ ] ICPRN [ ] others please
SPeCify....ooiviii

Organizational Culture:
Ritualism
Instructions: Please indicate to what extent you agree with the following statements

Statement Strongly Disagree Moderately ~ Agree Strongly
Disagree Agree Agree
RA1 There is a formal way of doing thingsin 1 2 3 4 5
this organization that employees must
follow
RA2 New employees are required to go 1 2 3 4 5

through formal induction training
before they are given work schedules
RA3 There is a hierarchy of information flow 1 2 3 4 5
that must be observed in this
organization

RA4 This firm has history of reporting 1 2 3 4 5
information on the environment
RA5 We have a standard for gauging what 1 2 3 4 5

constitute unethical behaviour in this
organization

RA6 Employee are required to follow 1 2 3 4 5
company procedures laid down by
board of directors without questioning
the logic

RA7 Our disclosure procedures in this 1 2 3 4 5
company tend to be repetitive

Opportunism

Statement Strongly Disagree Moderately  Agree Strongly
Disagree Agree Agree
OP1 Employees are encouraged to 1 2 3 4 5
experiment new ways of doing things
OP2 When reporting to my superior, there is 1 2 3 4 5
a more emphasis on results than
procedures
OP3 Managers at all levels have autonomy to 1 2 3 4 5
make certain decisions on behalf of the
company
OP4 Our organizational policy is open to 1 2 3 4 5

change to meet up with current
environmental challenges
OP5 We evaluate cost/benefit of disclosure 1 2 3 4 5
before disclosing information when it is
not mandatorily required
OP6  Procedures does not matter when 1 2 3 4 5
managers it comes to the information
needs of important stakeholders e.g.
investors
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Appendix 3. Structural model for ritualism and opportunism
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