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ABSTRACT 
The purpose of this paper is to investigate Indian business manager’s 
perceptions of organizational values and their assessment of the relationship 
between ethical actions and success. The findings indicate that most Indian 
managers feel that they work for organizations with strong values, however, a 
significant number of those managers also felt that unethical behavior helps one 
to succeed. In addition, we found that neither the size of the firm nor whether 
the company was public or private, had an effect on perceptions of 
organizational values or feelings about the relationship between ethics and 
success. Overall, this research provides some new and unexplored insights as 
to the role ethics play in an Indian manager’s assessment of their organization, 
their personal feelings about ethics and professional achievement.  and how 
these ethical perceptions compare with managers in businesses in China.  
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INTRODUCTION 

 

Businesses are being challenged by an increasingly open and competitive market place with 

complex social changes that have led to “new, values, practices and expectations” about the 

way organizations operate internationally (Fontrodona, Ricart, and Berrone 2018, p.887). 

Consequently, understanding ethics has become an indispensable requirement for doing 

business in the international marketplace (Christie, Kwon, Stoeberl, and Baumhart 2003, 

Seshadri, Raghavan, and Hegde 2007, LeFebvre 2011) and is considered necessary when 

developing productive relationships (Hoff and Pandey 2005, Raja and Kumar 2008, Tsalikis, 

Seaton, and Li 2008). Research reveals that in order to effectively do their job, an executive 

must understand and comprehend differing cultural values and ethical standards across the 

globe (Ferrell, 2005). However, the assumption that Western moral standards are generally 

accepted and applied to all non-Western countries in their business dealings is false (Oumlil 

and Balloun 2009, Robertson, Crittenden, Brady and James 2002, Tsalikis and Lassar 2009). 

Religious and cultural differences between countries and regions impact ethical standards 

and thus affect business associations (Ruhe, 2008). Some examples of these cultural norms 

that have influenced business practices include “Guanxi” (connections or networks) in 

China, “Blat” (informal agreements) in Russia, and “Jugaad” (quick fix) in India.  

It should be noted that the overall moral attitudes of individuals and organizations 

is a function of culture (Paik, Lee and Yong 2019). As businesses continue to expand 

throughout the globe, trade and social norms will frame many of these relationships. 

Consequently, for organizations to be successful, they need to comprehend not only the 

ethical standards of the country they are doing business in, but also understand the 

background from which they developed (Berger and Herstein, 2012). 

Relatedly, a number of studies have examined the ethical framework of doing 

business across countries and cultures. For example, the ethical attitudes of executives were 

investigated in the United Kingdom (Diacon and Ennew 1996). In another study, the ethical 

differences between managers in Morocco and the United States were analyzed (Oumlil and 

Balloun, 2009). Valentine (2004) researched the distinctions in ethical evaluations amongst 

Spanish and American business professionals. Carroll (1997) who conducted another 
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inquiry in this area, compared ethical systems for businesses in Japan and the US. Sims 

(2004) examined attitudes towards business ethics in America, Israel, Australia, South Africa 

and Turkey. Erondu (2004) researched corporate ethics in Nigeria. Another investigation 

compared ethical decision-making and philosophies between mangers in Korea and the 

United States (Paik, Lee, and Yong, 2019). One study surveyed top executives from 

Australia, Canada, and Sweden on their organization’s code of ethics and what specific 

content initiatives in the code were most effective in promoting ethical practices (Singh, 

Wood, Callaghan, Svensson, and Anderson, 2018). In a related study in Brazil, researchers 

analyzed whether the make-up of the board of directors affected the firm’s code of business 

ethics (Correia and Lucena, 2020).  

In this paper, we focus on gaining a better grasp of business in India and the role 

ethics plays in the minds of managers. Specifically, we investigate for the first time whether 

size and status (public vs. private) of Indian companies play a role in a manager’s ethical 

perceptions. In addition, we analyze possible differences between Chinese and Indian 

manager’s views on organizational values and the relationship between ethics and success.    

 

LITERATURE REVIEW 

 

History of business ethics in India  

In their in-depth article on the evolution of business ethics in India, Berger and Herstein 

(2014) suggest that India underwent five historical eras or “rajs” in its ethical development. 

These include: 1) Panchayat Raj; 2) British Raj; 3) License Raj; 4) Invisible Raj; and 5) Jugaad 

Raj. The first era, the Panchayat Raj, ran from ancient Vedantic times to just before the British 

took over India. The Panchayati, a group of elders in the community that were chosen to 

regulate the community, were the primary legal and ethical cultural ruling apparatus during 

this time period (Rajeev, 2007). The panchayat structure emphasized high business morals 

while encouraging wealth creation (Kanagasabapathi, 2007).  

The next era, the British Raj, lasted from about 1858 to 1947. This phase furthered 

India’s integration into the global economy via the British Empire. This relationship was 

enhanced during the World Wars when hostilities affected business relationships between 
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Britain and its colonies in the Orient. A shortage of products led to an increased demand 

for a wide array of goods from India (Kanagasabapathi, 2007). Newer ethical systems due 

to British colonial rule (based on Greco-Roman practices) replaced the traditional Vedantic 

customs. These new moral principles caused the decline of the old ethical systems, bringing 

about a modification of acceptable ethical conduct in India (Chakraborty, 1997; Majumdar, 

2004).   

The third phase in the evolution of ethics in India is known as the License Raj, which 

occurred roughly from 1947 to 1990 and corresponds to the time in which India became 

independent. During this period, India’s elected leaders established a mixed economic style, 

fashioned in a combination of a Soviet-like command economy with elements of the free 

market. This new mixed economic and administrative structure was implemented over the 

traditional Hindu Vedantic-based system that had been in place for most of India’s history. 

These changes meant that most major investments and businesses were controlled by the 

government (Kanagasabapathi,2007). Minor investments were successfully handled by 

private organizations (Fikkert and Rana, 1998). Inefficiency, over reliance on government, 

and unethical behavior by politicians and managers in state-owned companies, resulted in a 

largely corrupt and wasteful system of commerce. 

The next phase is known as the Invisible Raj which lasted for about five years from 

1990 to 1995. Ethical standards were further modified under the pressures of powerful 

global markets (Kanagasabapathi, 2007). The International Monetary Fund (IMF) and the 

World Trade Organization (WTO) demanded that the government privatize many state 

agencies and lower its involvement in Indian businesses. The focus on profits, may have 

helped to justify many unethical business practices. 

The most recent era is the Jugaad Raj, which began in 1995 and continues until the 

present. Within this era, the practice of “Jugaad” has been prevalent (Birtchell, 2011). 

“Jugaad” is a Hindi word referring to a beneficial trait of resourcefulness when the odds are 

against you. “Jugaad,” is a person that is highly resourceful and networked who can get 

things done by weaving his or her way through (or around) the system (Birtchell, 2011; 

Krishna, 2003). Jugaad has evolved into a slang for a “quick fix.” It has been argued that 

the opening up of international markets, the desire for wealth, and the envy of Chinese 
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global economic success has negatively impacted business ethics in India (Saran and Guo, 

2005). 

Overt corruption in India is slowly fading due in part to the 2013 Lokpal and 

Lokayuktas Act, an anti-corruption law that establishes a process to investigate public 

officials who may have engaged in ethical wrong-doing. In addition, in 2018 the 

Government of India made amendments to the ‘Prevention of Corruption Act, 1988 which 

now includes the criminalizing of the act of giving or taking a bribe. Also, the importance 

of grassroot movements among the people to fight dishonesty is another way in which 

positive change has been affected. Ultimately, modifying ethical standards in business and 

government is often achieved politically through free and open elections (Riley and Roy, 

2016). Furthermore, second and third generation business people (who are often educated 

at western universities) are currently taking on more leadership (and sometimes ownership) 

roles in Indian companies.  

Consequently, principled organizational procedures are being introduced and 

implemented in a growing number of organizations across India. However, though there 

are noticeable improvements, unethical business practices are still a significant problem 

both in the public (government) and in private industries.  

 

Ethics government (public)   

In India, the term “Jugaad” refers to the practice which enables businessmen to find 

“interesting” ways around government red tape. Corruption in India is one of the worst 

problems faced by its citizens. It is estimated that over 50% of public works contract are 

obtained by paying bribes (Davis, 2004). Bussel (2010) states that Indians paid over USD 

$5 billion per year in petty corruption. Dishonesty in the Indian Government was studied 

by Vaidya (2019). Specifically, he took a deep look at governmental organizations in India 

and found that the structure of corruption in India is highly organized and systematic.  

Crime and corruption seem to have upended societal moral and ethical barriers and 

negatively affected the economy (Chakraborty, 1997; Khandwalla, 2002; Das, 2006). 

Corruption in India has seeped into all levels of society, from senior government 
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bureaucrats and politicians to high ranking public servants to professional businessmen, 

office clerks and even common street vendors (Agarwala, 2001). Currently India’s justice 

system appears to serve political rather than public interests (Berg and Holtbrugge, 2001; 

Bhasin, 2010). If politicians and bureaucrats themselves are unethical, they will be hesitant 

to clean up corruption regarding either their own actions or those of their subordinates 

(Chakraborty, 1995). 

Overall, governmental activities seem to be significantly impacted by officials who 

are corrupt. The National Social Responsibility Index (NSRI) is a tool that has been used to 

measure the extent to which a government treats its citizens fairly. The results of surveys 

that measure the NSRI, suggest that citizens still see themselves as being treated unethically 

by India’s governmental institutions (Heston and Kumar, 2008; Tsaalikis, Seaton, and Li, 

2008; Vernon, Williams, Corbridge, and Srivastava, 2006). 

 

Ethics organizations (private)  

Business practices in many private organizations are also seen to be ethically lacking 

(Vernon, Williams, Corbridge, and Srivastava, 2006; Heston and Kumar, 2008). Specifically, 

when business practices in India are studied, dishonesty ranks high in the list of concerns 

by the public. Overall, research suggests that Indian companies seem to keep to a lower 

standard of business ethics in their organizations than companies in the West (Biswas, 1998; 

Kanagasabapathi, 2007).   

The 2019 India Corruption Survey reported that fifty-one percent of those 

responding to their questionnaire stated that they had paid money to entice a government 

official (Local Circles, 2019). In another study, of those Indians who had accessed public 

services, seven out of 10 Indians had made bribe payment, versus only 0.2 percent of those 

surveyed in Japan (the least corrupt nation) (Venkataraman, 2018). 

Ramesh (2014) states that bribery and corruption are the biggest ethical ills that 

face Indian companies. The consumers have a poor perception of ethical practices in private 

companies. He concluded that the public perceives that Indian businesses are less ethical 

compared to 10 years prior to the paper’s publication. The Indian public also believes that 

an ethical company is at a disadvantage in the current corrupt business environment. Indians 
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believe that bribery, corruption, safety, and security in the workplace are the most serious 

ethical issues that need to be addressed (Mulla 2003).  

Another issue is the perception of the ethical behaviors of managers. Rooplekha 

(2004) studied 340 middle level managers from public and private companies in India who 

rated their superiors on 22 ethical leadership items. Interestingly, superiors rated themselves 

as more ethical than their subordinates rated them. In addition, managers in private 

companies were rated as more ethical than those in the government positions.   

Brown (2006) studied the issue of corporate integrity and approached it from a 

civic perspective, the study assumed that corporations are members of civil society, and 

corporate members are seen as citizens, and corporate decisions are guided by civic norms. 

The study found that integrity in the organization must be embedded into the 

communication patterns and interpersonal relationships at work, which then results in civic 

norms and ethical behaviors by the corporation and its workers. The study also found that 

integrity was influenced by the value orientation and compliance orientation among the 

employees. 

The study of ethics in an Indian business context is important. Ethical constructs 

and relationships that apply to the Western world and the United States cannot be assumed 

to be directly applicable in India. Specifically, by better understanding the unique cultural 

context of the ethical perceptions of business managers in India, companies from other 

nations will have a better understanding of how navigate commercial trade with one of the 

largest markets in the world. 

 

HYPOTHESES  

 

Public and private company ethics 

There has been limited research that suggests managers in private companies are more 

ethical than those in public companies. In one study that surveyed individuals in public and 

private organizations in Sweden, the results indicated that private sector companies tend to 

be more engaged with ethics than public organizations (Svensson, Wood, and Callaghan, 
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2009). Hawkins et al. (2011) surveyed individuals with buying responsibilities and found that 

those who worked at private companies behaved less opportunistically and also were more 

likely to have a specific policy that prohibited deceiving suppliers, than those from public 

organizations. In another study, managers of private firms reported higher corporate ethical 

values and exhibited greater ethical intentions than managers working for public institutions 

(Sardzoska and Tang, 2009).  Khuntia and Suar (2004) reported that subordinates in private 

firms perceived their managers to be more ethical than those similar employees in public 

organizations in research conducted in India. Overall, the few studies that have been 

undertaken comparing ethics in public versus private organizations suggest that ethical 

differences may be present. Thus, it is hypothesized that:    

Hypothesis 1a: There will be a significant difference in perceptions of the values of their organization 

between Indian managers in private companies and managers in public companies.  

Hypothesis 1b: Indian managers in private companies will perceive a more positive and significant 

connection between ethics and success than managers employed in public companies. 

 

Ethics in relation to size of company 

There has been limited research on whether an individual’s ethical perception has any 

relation to the size of the organization that they work for. One study suggested that those 

employed in larger organizations have stronger ethical predispositions (Schminke, 2001). In 

other research, the authors reported that small business managers/owners responded less 

ethically to a hypothetical business scenario than managers/owners in larger companies in 

a study conducted in 1993 (though no differences were found for similar research conducted 

in 1985 and 2001) (Longenecker, Moore, Petty, Palich, and McKinney, 2006). Another study 

that looked at Italian companies, found that larger organizations have ethical codes of 

conduct that are of higher quality than those in smaller firms (Garegnani, Merlotti, and 

Russo, 2015). There has been no research based in India that has specifically looked at 

whether the size of the organization plays a role in ethical perceptions of its managers. The 

limited academic research suggests differences in organizational ethics between large and 

small firms, thus, we hypothesize that:    
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Hypothesis 2a: There will be a significant difference in perceptions of the values of their organization 

between Indian managers in smaller companies and managers in larger companies. 

Hypothesis 2b: There will be a significant difference in perceptions of the connection between ethics and 

success for Indian managers employed in smaller companies versus those in larger companies. 

 

Organizational ethics in China vs India 

According to Xiaobo (2016), China has been evolving in terms of their ethical business 

practice by merging modern Western economic thought with their own unique commercial 

practices within the framework of Confucianism. This transition has not been smooth and 

he believes that there are two major reasons.  First, he posits that traditional Chinese political 

thought had “contempt for economic activity” and those involved in business have “been 

treated with disdain” for their trade. The second relates to the fact that up until the 1980’s 

when Deng Xiaoping began to open up reforms, there was little continuity in business policy 

as it relates to ethical norms and practices. Chinese business practices are largely grounded 

in cultural values such as collectivism and paternalism, in which managers and employees 

use situational and particularistic criteria to respond to ethical situations rather than 

universally accepted norms (Archichvili, Jondle, Kowske, Cornachione, Li, and 

Thakadipuram, 2012). Specifically, the still common practice of Guanxi (in which personal 

connections and social networks unfairly influence outcomes both within and outside an 

organization), may impact the way in which rules and professional standards are perceived 

by managers as practiced by their companies (Desphande, Joseph, and Shu 2011; Newell, 

Wu, Leingpibhul, and Jiang 2016).   

In a study investigating the ethical climate of organizations in China (Deshpande, 

Joseph, and Shu, 2011), it was reported that most managers felt that the work climate was 

driven by rules and standards of professionalism. A minority of managers indicated that the 

company was guided by the consideration of their employee’s collective interests. For those 

Chinese managers who believed their organization was “rules-based” there was a significant 

link between ethical behavior and success. Contrastingly, managers in other types of 

organizations (those that emphasized professionalism and caring) did not indicate a 
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significant connection between ethics and career achievement. In another study that 

compared ethical cultures in China with those in Brazil, Russia, U.S. and India, it was found 

that managers and employees from China and Russia had significantly lower perceptions of 

organizational ethics than those did in the U.S., Brazil and India (Archichvili, Jondle, 

Kowske, Cornachione, Li, and Thakadipuram, 2012). Overall, past research seems to 

indicate that managers in organizations in China have different ethical perceptions than 

those in India.  Thus, it is hypothesized that:  

Hypothesis 3a: Indian Managers have significantly different views on their organizational values than 

do Chinese Managers. 

Hypothesis 3b: Indian managers will perceive a more positive and significant connection in the 

relationship between ethics and success than Chinese managers. 

 

METHOD 

Sample 

The respondents of this study consisted of Indian business managers who have purchasing 

responsibilities. A total of 181 individuals completed the survey. We recruited subjects from 

a number of large companies in India and through national purchasing and other trade 

organizations. The questionnaire was distributed on-line and gathered over approximately 

four months. The results indicated that eighty-one percent of the respondents were 

employed at private companies, while the remaining eighteen percent were working at 

public organizations. Thirty-seven percent indicated that they were from small companies, 

29% were from medium-sized firms and 34% from large businesses. The average number 

of years of purchasing experience was 12, ranging from less than a year to over 30. Males 

consisted of 93% of those surveyed, while only 7% were female.  

The additional data used to test Hypotheses 3a and 3b was obtained from the 

authors of a previous study which consisted of 45 Chinese business managers from the 

Zhejiang province on the central coast of China (Deshpande, Joseph, and Shu, 2011). The 

data was originally collected via personal interviews.  
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T-tests and ANOVA’s were used to determine the hypotheses. T-tests are the most 

appropriate method in which to determine whether two groups are statistically different 

from one another. ANOVA was used to test whether there were significant the differences 

in means between small, medium and large companies. 

 

RESULTS 

 

Organizational values 

The measure for organization values consisted of three questions, all taken from previous 

research (Deshpande, George, and Joseph, 2000). These items consisted of professionalism 

(employees comply with professional standards), caring (consideration for others well-

being), and rules (everyone needs to follow regulations of the organization) using Likert-

scale measures anchored by Strongly Disagree (1) and Strongly Agree (5). The items loaded 

on one factor with a Chronbach’s alpha of .725, which is within the acceptable threshold 

suggested by Cortina 1993 (see Table 1) and all three were significantly correlated with each 

other (see Table 2). In relation to organizational values, the results of the current research 

found eighty-one percent of the respondents agreed that people in their firms are expected 

to follow legal and professional standards, with only six percent disagreeing (12% indicated 

“neutral” – neither agreeing or disagreeing with the statement). In addition, 75% agreed that 

an important organizational consideration is determining what is best for everyone with 8% 

disagreeing. Finally, eighty-eight percent felt that it was important to follow rules and 

procedures in their organization with only 3% disagreeing (see Table 3).   

 

Table 1. Factor analysis of  organizational values 

 
Items 

 
Loadings 

 
1. People are expected to comply with the law and professional standards in my 
organization* 

 
0.68 

2. Our major consideration is what is best for everyone in this organization* 0.68 

3. It is important to follow rules and procedures in this organization* 0.71 
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Eigen value – 1.95  
Variance explained – 47.7%  

Coefficient alpha - 0.73 
*A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree) 

 

Table 2. Organizational values 

 
Value 

 
Professionalism  

 
Caring                                     

 
Rules 

Professionalism  1.00 -  -  

Caring  
 

0.46** 1.00 - 

Rules 0.49** 0.48** 1.00 

**p<0.01(2 tailed)    

 

Table 3. Organizational values results 

 
Value 

% Disagree 
 

% Neutral 

 
% Agree  

 
Mean 

Standard 
deviation 

 
 Professionalism* 

 
6.1 

 
12.0 

 
81.8 

 
4.39 

 
1.02 

Caring* 7.7 17.7 74.6 4.07 1.04 

Rules* 3.3 8.3 88.4 4.44 .83 

* A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree). 

 

Ethics and success 

The measures for ethics and success consisted of five statements which were 

anchored by strongly disagree (1) to strongly agree (5) (Deshpande, George, and Joseph, 

2000). The items consisted of statements about the relationship between success and ethical 

standards/actions. The items loaded on one factor with a Chronbach’s alpha of .87 (see 

Table 4), which is within the acceptable threshold (Cortina 1993). It should be noted that 

the questions were worded in a way that if one agrees with the statements, he or she feels 

that being unethical helps someone to succeed. In general, the vast majority of those 

surveyed felt that unethical behavior did not drive success. In every question, except 

question 2, more than fifty percent of the respondents felt unethical behavior did not lead 

to success (see Table 5). In addition, a single question was also asked to test general feelings 
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about whether successful managers are more ethical, 51% agree while 17% disagreed with 

a mean of 3.59 (see Table 6).  

It should be noted that in terms of ethical behavior and success, the analysis 

indicates that about half of Indian managers responded that unethical behavior did not help 

to drive success. Conversely, approximately one quarter of those surveyed felt that unethical 

behavior did help one to be successful. The other 25% neither agreed nor disagreed that 

these unprincipled behaviors affected success.   

Table 4. Factor analysis of  ethics and success 

 
Items 

 
Loadings 

 
1. In order to succeed at work, it is necessary to compromise one’s ethics* 

0.61 

 
2. Successful managers withhold information that is detrimental to their self-interest* 

0.70 

3. Successful managers make rivals look bad in the eyes of others* 
 

0.80 

4. Successful managers look for a “scapegoat/Bakra” when they feel they may be 
associated with failure* 
 

0.81 

5. Successful managers take credit for the ideas and accomplishments of others* 0.84 

* A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree). 
Eigen value – 3.26  

Variance explained – 65.2%  
Coefficient alpha - 0.87 

 

Table 5. Ethics and success results 

 
Item # 

% 
Disagree 

 
% Neutral 

 
% Agree  

 
Mean 

Standard 
deviation 

1 63.0 17.7 19.3 2.14 1.33 

2 38.7 34.3 27.0 2.77 1.27 

3 54.1 23.8 22.1 2.41 1.27 

4 51.4 21.5 27.0 2.51 1.38 

5 50.3 20.4 29.3 2.55 1.40 

A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree). 
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Table 6. Ethics and successful managers 

 
Measure 

% 
Disagree 

 
% Neutral 

 
% Agree  

 
Mean 

Standard 
deviation 

Successful managers are 
generally more ethical 
than unsuccessful 
managers*  

 

 
3.3 

 
8.3 

 
88.4 

 
4.44 

 
.83 

* A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree). 

 

Ethical perceptions in public vs. private organizations 

There has been research that suggests managers in private companies are more ethical than 

those in public companies (Khuntia and Suar, 2004). Consequently, we tested whether those 

individuals working for private companies had a different view of organizational values than 

those working for public companies. The findings of the current study found no significant 

differences between managers working for public and private companies in their 

perceptions of organizational values (t=1.4, p=0.23). In addition, for Hypotheses 1b, 

managers in private companies did not indicate a significantly more positive connection 

between ethics and success than managers in public companies (t=-0.9, p=0.46). 

Consequently, both Hypotheses 1a and 1b are rejected.  

 

Ethics and the size of an organization 

There has been limited research on whether an individual’s ethical perception has any 

relation to the size of the organization that they work for. One study suggested that those 

employed in larger organizations have stronger ethical predispositions (Schminke, 2001). In 

response, we tested whether the size of the company that respondents worked for affected 

perceptions of organizational values. Contrary to the findings by (Schminke, 2001), our 

study uncovered no significant differences between small, medium, and large company 

managers in their perceptions of organizational values (F=.074, p=0.48). We also 

investigated whether there were any differences in size of firm and mangers appraisal of 

ethics and success. The results suggest that managers from larger firms do not have 

significantly different perceptions about the association between ethics and success than 

those from smaller companies (F=0.24, p=0.79). Thus, Hypotheses 2a and 2b are rejected. 
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Organizational ethics in China vs. India 

To test hypothesis 3a and 3b, we utilized data from a previous study that asked Chinese 

managers the same questions about value perceptions of their organization and the 

relationship between ethics and success (Deshpande, Joseph, and Shu, 2011). We compared 

the results between that research and the current study on Indian managers. The findings 

indicated that Chinese managers rated their firms significantly lower than Indian managers 

on professionalism (mean 3.87 vs. 4.39, p < .05), caring (mean 3.27 vs. 4.07, p < .01), and 

rules (3.89 vs. 4.44, p < .01). Thus, Hypothesis 3a is supported (see Table 7).   

 

Table 7. Organizational values: China vs. India 

Item China (n=45) India (n=181)  

 Mean Std. Dev. Mean Std. Dev T-test 

Professionalism*  3.87 1.49 4.39 1.02 2.20* 

Caring* 3.27 1.16 4.07 1.04 4.51** 

Rules* 3.89 1.17 4.44 .083 2.97** 

*p< 0.05 (2-tailed); **p< 0.01 (2-tailed) 

* A five-point Likert-scale was used (1 = Strongly disagree, 3 = Neutral, 5 = Strongly agree). 

 

Hypothesis 3b posits that managers in India would perceive a significantly different 

and more positive view on the connection between success and ethics than Chinese 

managers. Though Indian mangers expressed a more positive view on the association 

between ethics and success, the difference was not statistically significant (see Table 8). As 

a result, Hypothesis 3b is rejected.  
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Table 8. Ethics and success: China vs. India 

Measure  China (n-45)     India (n=181)  

 
 
Successful 
managers are 
generally more 
ethical than 
unsuccessful 
managers 

Mean 
 
3.87 

Std. Deviation 
 
1.49 

Mean 
 
4.39 

Std. Deviation 
 
1.02 

T-test 
 
.40 
(not significant) 

     

 

 

DISCUSSION AND IMPLICATIONS 

India is currently the world’s sixth largest economy in terms of GDP, overtaking the UK 

and France, and is the fastest growing trillion-dollar nation (Silver, 2020). Exports to India 

from the U.S. were $58.6 billion in 2019, up 3.3% from 2018 (Office of the United States 

Trade Representative 2020). Overall, India is a major economic force and an increasing 

number of international organizations are investing in the country. Thus, it is important for 

firms who want to successfully conduct business in India to better understand Indian 

manager’s positions on a variety of issues including values and ethics.   

The findings indicate that most managers feel that they work for a company with 

strong values. The vast majority of those surveyed agreed that their organization fulfilled 

the values of professionalism (82%), caring (75%), and rules (88%). Less than ten percent 

disagreed with each of these statements. Thus, it seems that a significant number of 

managers feel that their firm has professional standards that employees are expected to 

follow. Whether these expectations are formalized and whether most individuals in the 

organization follow them is a question for future research.  

There were no significant differences in organizational values between public and 

private companies. Also, no significant contrasts in these measure between employees in 

small, medium, or large firms were found. The current study did not reveal any significant 

differences in the measure for ethics and success between public and private companies. 

Also, there were no significant distinctions between employees in small, medium or large 

firms and their relationship between success and ethical behavior were present. 
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In general, the results of the study indicate that Indian organizations have a set of 

values in place that provide a solid foundation for global business dealings. Consequently, 

companies from other nations who want to do business in India should feel confident that 

most organizations have a solid set of rules and professional standards that provide a stable 

and ethical environment with which to work. 

Of some concern is the finding that approximately twenty-five percent of managers 

feel that unethical behavior helps to achieve success (and another twenty-five percent 

neither agrees nor disagrees with this sentiment). This may be a manifestation of the general 

distrust that the citizens of India have with both government and private organizations. This 

result seems to suggest that there is a need for education and/or training on ethical issues 

at both public and private organizations.    

According to Seshadri et al. (2007), there are a number of actions that Indian 

companies need to take to develop an ethical corporate mentality. First, they need to 

develop a well-defined code of principles that can be effectively implemented within the 

company. In addition, these standards must be communicated to employees, customers and 

other stakeholders. At the same time, training programs must be developed in which 

employees not only understand the ethical rules of the organization, but they must also be 

educated on how these guidelines apply to individuals in their position and further, provide 

appropriate responses to specific ethical scenarios that they may face. There also must be a 

structured process for reporting ethical issues and a procedure for adjudicating any 

violations. Finally, these codes of conduct must be regularly reviewed and modified, when 

necessary, to meet the changing needs of the organization and society. Overall, ethical 

training is a prerequisite to developing an effective organizational ethical culture (Remisova, 

Lasakaova, and Kirchmayer, 2019). 

Often the first step is for a company to evaluate the current moral climate of their 

firm. These assessments may lead to developing official ethical standards for the 

organization that includes employee training and a formal process to handle infractions in 

fair and judicial manner. In addition, they may need to modify their current hiring practices 

in order to implement strategies that screen out candidates who are unlikely to positively 
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contribute to the ethical climate of the company. Specifically, the process of establishing 

and maintenance of an ethical organization becomes much easier if the company actively 

recruits employees who reflect the company’s principled standards. Ritterbush (2020) 

provides some key strategies in hiring ethical employees. She explains that the first step is 

to ensure that the company has truly created an ethical culture (Seshadri, Raghavan, and 

Hegde, 2007). Next, she argues the need to make sure all of those who are inclined to apply 

for employment understand the importance of ethics to the organization. This point-of-

view should be clearly presented in the job description, emphasized in the company web 

site, and reiterated in other promotional information about the firm. These declarations 

become an important initial screening device in dissuading certain individuals from applying. 

After narrowing down the number of candidates using appropriate background and 

reference checks, the interview process may include ethical behavioral questioning, integrity 

assessments, and/or personality tests to provide more information as to the honesty and 

moral make-up of the individual.  

The current study also provides some initial insights as to the similarities and 

differences between Indian and Chinese managers and their perceptions of ethics. Though 

there were no differences among managing groups in their perceived relationship between 

success and ethics, the results revealed significant distinctions between the Chinese and 

Indian managers in their opinions on organizational values. In all three dimensions tested, 

managers from China rated their organizations significantly lower than those in similar 

positions from India. Specifically, the results indicated that Chinese managers felt their 

organizations were less rule-based and professional than their Indian counterparts. 

Comparing the two countries in Hofsted’s cultural factors, India is rated significantly higher 

than China on the uncertainty avoidance dimension (Hur, Kang, and Kim, 2015). This can 

be broadly defined as the extent to which one feels threatened by uncertain situations. 

Having a strong set of rules and professional standards would be a way an organization 

creates stability to the relatively ambiguous and chaotic environment that engulfs much of 

Indian life.  

Recent changes in law, attitudes and business practice seem to have had a positive 

effect on corruption in the country. A November 2020 TRACE International report (2020) 
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put India at the 77th position on a global list for business bribery, which is a large 

improvement from 185/197 it had in 2014. The State Bank of India’s Ecowrap publication’s 

cross-country analysis between 2012 and 2018 indicated that for India, UK, Greece, Egypt, and 

Italy an increase in GDP was correlated with a reduction in their score on the Corruption 

Perception Index (CPI) (published by Transparency International). During this six-year period, 

India climbed in the country rankings from 94th to 78th in the CPI (Ghosh, 2021). Overall, 

this ethical evolution that is going on in India is similar to that which has happened in other 

developing countries like South Korea, Singapore, and Taiwan. 

Overall, this research provides an important and current insight of attitudes and 

perceptions of organizational ethics and the role it has in defining success with Indian 

managers. In addition, for the first time, this study explores whether one’s ethical 

perceptions are impacted by the status (public vs. private) and/or the size of the company 

in which Indian managers work. Finally, utilizing data from a previous study, we explore 

potential differences between Indian and Chinese managers and their assessment of ethics 

and success and organizational values.    

 

LIMITATIONS AND FUTURE RESEARCH 

The current research has a number of limitations. This study concentrated on managers 

with purchasing responsibilities. It is not clear if these results can be expanded to other 

professionals in India or elsewhere, thus, subsequent research should consider sampling 

managers with broader responsibilities and expand the number of those surveyed in order 

to increase generalizability of the findings. In addition, only 7% of our respondents were 

women. India currently does not have a good representation of women in managerial roles. 

Specifically, one 2019 study indicated that women held 8% of total management positions 

in India (Kersley, Klerk, Boussie, Longworth, Natzkoff, and Ramji, 2019). Future research 

should focus on female managers to better understand their perspectives on ethics. Also, 

we used an online questionnaire to collect the data which may result in same source bias. 

The study uses a quantitative approach. Consequently, studies in the future may want to 

utilize more qualitative methods to provide a deeper understanding of the ethical thinking 
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of those sampled. Finally, it should also be noted that there are a small number of journal 

articles that have examined issues surrounding Indian managers and business ethics. Even 

fewer studies have addressed whether size or status of the company were related to the 

ethical viewpoints of employees who work at a company. As a result, the hypotheses in the 

current study were based on limited academic inquiries into these areas. The current results 

will provide future investigators with additional data with which to posit their related 

hypotheses and ultimately refine the existing knowledge of this important area of research. 
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