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Learning Objectives

Chapters begin with learning objectives 
which outline what each chapter aims at 
achieving and what the student should 

know on its completion.

Lead Story
These ‘stories’ at the beginning of each chapter have been hand-picked in order 
to ensure that they set the tone for the major theme(s) covered in the chapter 
they open. They highlight the opinions, recapitulations and ideas of those who 
actually make decisions in organisations across the world, and are known and 

respected in and outside their industries for what they do. 

Th is chapter is designed to help you:
 Understand the concept of national cultures using prominent frameworks
 Explain the impact of national culture on behaviour within organisations
 Develop insights into the cultural context of organisations in India
 Understand what challenges the cultural differences can pose for a manager
 Explore how managers can deal with the differences in national culture for effective 

performance

V. Raghunathan: ‘Indians are Privately 
Smart and Publicly …?’1

The author of the book Games Indians Play: Why We Are the Way We Are, V. Raghunathan argues that Indians 
often act in ways that focus on winning immediate gains at the expense of long-term bene ts. What makes 
Raghunathan’s approach unusual is that his argument isn’t a moral diatribe: He employs game theory—a 
branch of mathematics—and related concepts, such as the prisoner’s dilemma, to present his case. A former 
professor at the Indian Institute of Management in Ahmedabad, Raghunathan, in 2001, was named president 
of the ING Vysya Bank. He now works for the GMR Group as managing director of GMR Industries, the 
group’s agri-business division, and CEO of the GMR Varalakshmi Foundation. Raghunathan also teaches 
game theory and behavioural economics at the University of Bocconi in Italy.

India Knowledge@Wharton: Your book is titled, Games Indians Play: Why We Are the Way We Are.
What are Indians like?
Raghunathan: I offer 12 canons of ‘Indian-ness.’ For example, one of our traits is ‘low trustworthiness.’ 
By that I mean we are most likely not to cooperate in a prisoner’s dilemma kind of situation. Privately, 
Indians are reasonably smart—in fact, we are as smart as anybody else—but publicly we are dumb. Our 
ability to understand the need for cooperation is very low. We believe that cooperation and selfi shness can-
not go together—which is not true. We also tend to be very fatalistic in our outlook. We give excuses such 
as, ‘What can I do alone? Everybody else is looking out for himself, so why shouldn’t I?’
India Knowledge@Wharton: Why do you think Indians are bad at regulation and self-
regulation?
Raghunathan: I think self-regulation is moulded by regulation. Even in the U.S., when you are driving 
along a highway, if you did not know that a police patrol car might unexpectedly appear behind you with 
lights fl ashing, you might be tempted to drive faster than the speed limit. If the U.S. government had not 

Lead StoryLead Story
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Running Feature Strands
These include fi gures, tables and blue 
boxes. The fi gures illustrate the concepts 
discussed in this chapter, while the tables 
are numerical details pertaining to the 
concepts. These may also elucidate the 
differences between Indian and Western 
perspectives, attitudes and behaviours. 
The blue boxes contain small caselets, 
or interesting additional information 
on the concepts being discussed in the 
chapter.

F I G U R E 15.1
Structure, Processes and (Support) Systems as Part of the Task System

Table 4.1 Similarities and Differences in Perspectives on the Nature of Doubt, Error and Perception

Point of
difference

Western Perspective Indian Perspective

Basic Position Universal doubt: Our senses mislead us. But, 
we have free will not to accept whatever is 
doubtful.

We can realistically know whatever exists, 
through awareness and consciousness. Doubt 
can occur only if necessary and suffi cient condi-
tions exist.

Format ‘Destruction Test’ for positions and arguments. 
What remains is valid

Investigation of doubt to reach certitude and 
conviction (Niscaya), using valid criteria 
(Pramāna).

Process Thought is abstracted from its psychological 
context as far as logic is concerned.

Doubt is a species of knowledge. Logic as per the 
Indian schools of thought includes psychology.

Sources of
knowledge

Reason, Experience Perception, Inference, Analogy, Verbal testimony 
from authentic sources

Meaning of 
‘Knowledge’

Belief held as ‘true’ when justifi ed by reason: 
Knowledge is dispositional

Knowledge is a species of awareness, is epi-
sodic

Issue Similarities between the two perspectives
Approach Systematic principles of reasoning, the true 

distinguished from the false, elaborate account 
of argumentation 

Inference Role in attribution and establishing correlation 
or causal relationship between variables

Interests Nature and sources of  knowledge, theories of 
perception, meaning, criteria of truth, reality

Culture and Role Stress

Role stress varies substantially more by country than by demographic and organisational factors. The 
power distance and individualism concepts are the ones most closely linked to role stress. Managers 
from high-power distance countries report greater role overload than managers from low power distance 
countries. The marginally signifi cant role ambiguity fi nding indicates a trade-off: reducing ambiguity 
through hierarchy and rules can come at the cost of overload. Managers in non-Western contexts tended 
to indicate that they knew their goals, expectations, and responsibilities. They felt, however, that their 
responsibilities and work loads were excessive. Put colloquially, Western middle managers are more likely 
to see the amount they have to do as manageable but to be unsure about how to do it. Middle managers 
in non-Western countries may believe they know their roles quite clearly but feel they have too much 
work to do it all well.

Source: Murphy, L.R. (1988): Workplace interventions for stress reduction and prevention. In Cooper CL, Payne R, (Eds) Causes, 
Coping, and Consequences of Stress at Work, Chichester, England: John Wiley and Sons Inc.; 1988: 301–339.
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Asserting Self

Interpersonal relationships at work often connect people with different positions, status and power. There 
are occasions when more senior, more powerful and more infl uential people make requests or demands and 
comparatively junior managers wonder how to cope with those. They may not have enough time or resources, 
the demand may be inappropriate, ill-timed or there may be more important things to do. However, aware 
of their relatively lower power or status, they cannot inform the other party about their inability or limited 
or conditional ability to meet the demand as stated and the reasons for that.

  In short, sometimes people cannot say ‘no’, although they want or need to. 
Instead, the task may not be done at all or be done partially or suboptimally, the 
relationship may be affected by it, other tasks suffer, it might cause overload or 
stress, and so on. Assertive skills refer to acting or communicating in ways that are 
realistic and polite, aimed at maintaining respect for self as well as others and not 
being either aggressive or submissive. These skills help communicate our boundar-
ies to others and help us negotiate better. They are greatly useful in many cases like 
in maintaining work-life balance, managing change and resistance, and so on.

More on This …
Can the discussion on “Giving 
Voice to Values” in Chapter 8 
on personality and values help 
do the homework for assertive-
ness?

More on This

These are cross references in the form of margin notes liberally 
scattered throughout the book. They contain references to other 
chapters or modules dealing with the same theme. Our model for 
OB reinforces inter-linkages among various individual, group and 

organisational processes, this is  also be refl ected in the text. 

Chapter Summary

Groups are collectivities of individuals who have a common purpose. This is a necessary but not suffi cient con-
dition for calling a congregation a ‘group’. Members of a group are interdependent for achieving their common 
outcome that cannot be achieved by a single member under the given conditions. Group members interact and 
perceive the group as one. The members engage in a process of exchange with the group—each member draws 
group resources but also contributes something in return. Groups have their norms, which evolve in the process 
of dynamic interaction within the context of the group. In the organisational context, a ‘group’ could be as large 
as a full department, with its hierarchy, and can have subgroups.
 Organisations gain from the use of groups on account of improved decisionmaking, richer perspective on is-
sues and problems and higher levels of achievement. To individuals, groups can be a source of their identity and 
an important instrument for the satisfaction of their various personal and social needs. However, the benefi ts of 
working in groups do not occur automatically, but with systematic working.

Chapter Summary

This encapsulates the topics discussed 
in the chapter. It a very useful tool for a 
quick re-run through the main points of 

the chapter.



Walkthrough
Key Terms and Concepts

Worldview 96
Perception 100
[Perceptual] Organisation and 

interpretation 101
Attribution 102
Consistency 103

Distinctiveness 103
Consensus 103
Halo effect 104
Horns effect 104
Selection and fi ltering 100
[Perceptual] Distortion 100

Stereotyping 104
Projection 106
Impression management 106
Fundamental attribution error 106
Optimistic bias 106
Self-serving bias 106

Key Terms and Concepts

A list of important terms and concepts has been given at the end 
of each chapter. This will help students recapitulate what all has 

been dealt with in the different topics covered.

Review Questions

 1. How does national culture affect behaviour within organisations?
 2. How do Indian organisations get affected by the demands of modern work forms as well as its culture?
 3. Describe how Indian culture is different from the western culture using a specifi c dimensions.
 4. Which are the cultural dimensions used by Hofstede in his framework? Explain for each dimension, how 

two cultures at the extreme ends of a dimension would differ.
 5. Do cultural orientations change? Why?

Review Questions

 Engaging chapter-end questions have been thoughtfully created for the 
students to comprehend and assess their understanding of the chapter.

Field Assignment

Interview an executive of a company. Ask him or her necessary questions in order to determine:
 1. How many groups does he or she belong to at work? What are their types?
 2. Ask the executive which is the most important group in his/her opinion, to which he/she belongs.
 3. Ask him/her to rate the outcomes of working in that group in terms of performance as well as satisfac-

tion.

Class Assignment

 1.  Divide the class into groups of fi ve such that each group has members coming from different states or 
regions of the country.

 2.  Ask the group members to individually write down:
 (a) Practices, beliefs, characteristics and tendencies of the people from their region that they think are 

distinct from others
 (b) Select one or two prominent items from this list
 (c) Present this to their group

Field and Class Assignment

These exercises will encourage students to acquire the day-to-day 
information and knowledge about companies, processes, models and 
structures. This knowledge will be useful and application based.
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OB in the News

Hotel Industry Loses Its Best People To Call Centres, Cruise Liners, Bureau in New Delhi, Business Standard, 
January 23, 2002, Accessed from http://www.business-standard.com/india/news/hotel-industry-loses-its-
best-people-to-call-centres-cruise-liners/104545/

A recent survey conducted by Monsterindia.com found that 45 per cent of job seekers are drawn by the job de-
scription; only 29 per cent of the 978 people surveyed said that the company name attracted them and a 
mere 17 per cent said they were tempted by the job title, At http://www.business-standard.com/india/news/
the-enigmahiring/114198/

OB in the News

These are web links which will guide the students for further 
exploration on the subject. They lead to news clippings, entries 

and scholarly journals.

OB on the Internet

http://www.youtube.com/watch?v=eicen2UOXFc, CEO of a company mentions growth opportunities, climate, 
openness as important factors for work motivation – of course, money is there, he says.

http://www.itbugs.co.in/human-recorce-management/4203-concept-motivation.html, a blog post on employee 
motivation getting affected by work-place factors.

http://ddwrites.blogspot.com/2009/04/gnaguly-look-into-dada-of-indian.html, a motivational write up linking 
Cricket, Dada (Saurav Ganguli) and the context surrounding his captaincy of the Indian team.

OB on the Internet

These are web links leading to hand-picked material from the 
World Wide Web.

RECOMMENDATION

Watch Movies

http://www.youtube.com/watch?v=aS_d0Ayjw4o is a trailer of the movie ‘A Beautiful Mind’, a true story of a 
Nobel laureate and how he coped with extraordinary conditions and circumstances to still emerge a winner. Of 
course, there was a woman behind him – his wife.

Read Books

http://books.google.com/books?id=tMMFAAAACAAJ&dq=seven+habits for more of a personal effectiveness 
perspective.

http://books.google.com/books?id=TzI3AQAACAAJ&dq=Steppenwolf for an understanding of the more abstract 
and philosophical side of being – a winner of Nobel Prize.

Recommendation (Movies/Books)

Interested students are guided to watch movies and read books 
which are related to topics dealt within the chapter.
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Know Yourself

http://www.trans4mind.com/personality/questionnaire1.htm offers a comprehensive test on personality on a wide 
range of dimensions.

http://www.personalitypathways.com/type_inventory.html: fi nd out more about your personality here.

Know Yourself

These are links that lead students to questionnaires on the web 
that will help them evaluate themselves, and subsequently, to 

improve upon themselves.

Endnotes
 1. Copyright of the Wharton School of the University of Pennsylvania. Excerpted, edited and adapted with 

permission from V. Raghunathan: ‘Indians are Privately Smart and Publicly Dumb’: India Knowledge@
Wharton, published on September 06, 2007 by India Knowledge@Wharton, the online research and business 
analysis journal of the Wharton School of the University of Pennsylvania. (The original of this interview 
is available at http://knowledge.wharton.upenn.edu/india/article.cfm?articleid=4222).

 2. Gupta, R. K. (2002), Employees and organizations in India Need to move beyond American and Japanese 
Models, in Towards the Optimal Organization, 23-55, Excel Books, New Delhi.

 3. Trompenaars, F. (1996), Resolving International Confl ict: Culture and Business Strategy, Business Strategy 
Review, 7(3), 51-68, London Business School.

Endnotes

Detailed list of pertinent articles and books are listed in these 
references for those students who want to explore a particular 

topic in more depth.

OB Scenario

Robert and His Training

Robert is a Canadian French representative of a construction equipment manufacturer company. Recently, the 
company sold a very large, expensive and complex machine to one Indian construction contracting fi rm, which 
required Robert has to come to India for post-purchase support and training.
 Upon arrival, Robert was treated warmly. He was invited for dinner at the home of the owner of the Indian 
contracting fi rm, Mr. Taneja. It was decided during dinner that Robert will be taken to the site next morning by a 
senior executive of the fi rm, Mr. Khurana, where the training will take place. It was decided during dinner that a 
senior executive of the company, Mr Khurana will take Robert to the site next morning for conducting the training. 
Next day, at the site, Robert was introduced to the engineers, operators and other staff. After the introduction, a 
preliminary discussion and understanding of the basic functions of the equipment, the staff wanted to be allowed 
to resume work at the site. Robert thanked everyone and asked them to report at 8:30 a.m. next morning.
 It was an important meeting and Robert reached the site at fi fteen past eight a.m. in order to check the neces-
sary arrangements. There was nobody there except the security personnel. Robert went over his training material 
once again for about 15 minutes, and then he saw Mr. Khurana and the site manager, Mr. Gupta come by. It was 
already time for the session to start, so Robert impatiently looked around for others. Mr. Khurana said, ‘Sir, you 
can expect almost every body to be here soon. Let’s go for tea till that time.’ Robert decided to have tea. He 
noted that fi nally, the training started 14 minutes later than scheduled. On the second day, the session was wound 
up in half the scheduled time because the staff wanted to attend the wedding reception of the daughter of one of 
the managers. Robert was dismayed by these events, but the hectic visit of only two working days did not allow 
him much time to think about them.

OB Scenario

All chapters have small real-life 
cases at the end which provide 
further insight into the topic dis-
cussed in the chapter. Questions 
following these cases will be 
helpful to the students in testing 
and applying their knowledge.
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Dena Bank—Competing with Private and Foreign Banks*

Dr. Anil K Khandelwal, Chairman and Managing Director (CMD) of Dena Bank1 is a worried man. When 
you glance at the bank’s performance records you wonder why. After all, the non-interest income of the bank 
registered an impressive growth of 41.28%, thereby reaching a level of US$137 million for the year 2003–04 
as against US$97 million for the year 2002–03. The interest income of the bank amounted to $132 million 
for the year 2003–04 as against $126 million for the year 2002–03, showing a marginal rise of 2.08%. The 
operating expenses of the bank fell from US$114 million for the year 2002–03 to US$111 million for the 
year 2003–04, i.e. a reduction of 2.38%. Last year, per employee business was US$610,000 and per branch 
business was six million dollars. 
 A closer look however, reveals a darker picture. Though Dena Bank’s branch network is now an im-
pressive 1,135 branches compared to 235 at the time of nationalisation, the latest Financial Express and
E&Y India’s Best Bank Survey in 2003–04 places it 26th out of the country’s 27 nationalised banks (see 
Exhibit 12). About 70% of the branches of the bank are located in the western part of India, in the states of 
Gujarat and Maharashtra3. The bank’s market share in aggregate deposits, 1.22% on March 2003, declined 
to 1.16% as of March 2004. Its market share in terms of net advances fell from 1.21% in March 2003 to 
1.17% in March 2004 (only 25% of the branches achieved their net advances target). The amount of inter-
est expended has also declined by 5.06%. Thus far, only 28% of Dena Bank’s branches have achieved their 
core deposits target. The bank’s share in the booming retail segment is today less than 10%; compared to 
that of private and foreign banks, which hold about 30%. In sum, the continuous reduction in market share 
is a threat to the bank’s very existence. Contrast this with the bank’s mission statement: 

To be identifi ed and recognised as a dynamic, modern bank with enduring age-old values. A bank that 
provides exemplary customer services backed by professional competence and the latest technology.

*© 2007 by World Scientifi c Publishing Co.
This case was prepared by Doctoral Scholar Amit Sachan of the Management Development Institute (MDI), Gurgaon, 
India, Professor Anwar Ali of the Institute of Management Technology, Nagpur Pin, India and Prof Rajen K Gupta of 
MDI, as a basis for class discussion rather than to illustrate either effective or ineffective handling of an administrative 
or business situation.

Real World Case

These are comprehensive cases 
given at the end of all modules, 
taken from real companies in 
India and abroad. They not only 
enhance students’ knowledge of 
the subject, they also help in 
establishing a connect between 
the book, the student and the 
world in which they will eventu-

ally work.

Appendix 1
Brief CaseBriefCases

Community Centre Before Their Big Car

Motivational Magic

Shashi and Ravi are brothers belonging to the Indian middle class. They are both government employees 
– Shashi, the elder one, is a government administrator and Ravi, the younger one is an executive in a com-
pany run by the Central Government. Also, both hail from a scheduled caste, which means that there would 
have been seats reserved for their categories in educational institutes as well as in government jobs.
 Both the brothers have high aspirations for outstanding professional achievement. Additionally, both have 
a burning desire to do something for people like themselves – those who are ambitious but are in danger of 
being bogged down by circumstances. However, Shashi had fewer choices due to family responsibilities that 
included caring for parents, wife and son as well as settling the younger siblings. Ravi, on the other hand 
was able to join a part-time MBA program at the local business school run by the state government. At his 
college, he was known as one of the hardest working students who was regular in his class attendance and 
consistently performed well. While some of his classmates observed wryly that this was easy for someone 
who had a government job with no demands or restrictions, Ravi’s teachers had a positive opinion about 
his preparedness and active participation in class activities.

Appendix 1-BriefCases

These are small cases that ex-
emplify concepts detailed in the 
chapters. These comprise some 
of the most interesting and infor-

mative nuggets in the book.
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Appendix 2

Brief CaseSelf Evaluation Questionnaires 
(Instruments)*

Interpersonal Needs: Interpersonal Needs Inventory (IPNI)

The Instrument and its Administration

The Interpersonal Needs Inventory (IPNI) was developed to measure six interpersonal needs. Five items 
for each need are contained in it, and it is self-administered. Respondents rate 6th items on a 6-point scale: 
never (or none) to usually (or most people). A separate answer sheet (appended) is used to facilitate scoring 
of the inventory.

Scoring
The Answer Sheet can be used for scoring also. There are 12 rows representing different interpersonal needs. 
These are mentioned at the end of each row. The full form of the abbreviation can be seen in Exhibit A2.1. 
Take the following steps for scoring:
 1. Add the fi ve ratings in each row. The total will range from 5 to 30.
 2. Convert these totals of each row into 0 to 100 scale, by the following formula: (Total-5) X 4.
 Scoring is done by assigning scores on the responses obtained on a 6-point scale. The total score on one 
aspect (having fi ve items) range from 5 to 30. The scoring key is given in Exhibit A2.1. Against each IPNI 
category, fi ve items in the inventory are mentioned. 

Exhibit A2.1 Scoring Key of IPNI

Category Items
Give Belonging (BG) 1, 13, 25, 37, 49
Receive Belonging (BR) 2, 14, 26, 38, 50

Appendix 2-Self Evaluation 
Questionnaires

A battery of scientifi cally created self-evalu-
ation instruments from some of the most 
respected sources for psychometric testing. 
These involve measuring one’s score on 
some of the most important individual and 
group dynamics. These appear as a set at the 
end of the text for one-time comprehensive 
review and feedback that can also be con-
verted into a workshop.

Additional Readings
Chapter 1

Bakke, E. W. (1959): Modern Organization Theory, in M. Haire (Ed.), John Wiley and Sons, Inc., New 
York.

Bernard, C. (1938): The Function of the Executive, Harvard University Press, Cambridge, M.A.
Bodhananda, S. (1994): Gita and Management, Sambodh Foundation, New Delhi.
Chakraborty, S. K. (1993): Managerial Transformation by Values – A Corporate Pilgrimage, Sage, New 

Delhi.

Additional Readings

At the end of the book, for the 
interested reader we have a list 
of books on OB for in-depth 

knowledge and research.

Online Support

A web-supplement with an ex-
haustive list of additional learn-
ing resources has been provided 
for faculty members as well as 
students. These supplements 
will enhance the student’s 
learning experience and will 
facilitate the instructor’s class-
room teaching/interaction with 

the students.

http://www.mhhe.com/parikh-gupta


