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Introduction:
With High Pressure to Perform, The Need for Purpose, Meaning, Altruism, Virtue, In Work has Assumed Critical Importance. Transcendental Needs and Values Have Become Critically Important. Work-Related Outcomes Are Important As They Affect Bottom-Line but They Are Also Related to Ethical Treatment of Employers Like Fair Treatment, Caring, And Compassionate Working Environment. Few Topics Over the Last Five Years Have Gained the Amount of National and International Attention Within Both Scholarly (Anand, Ashforth, & Joshi, 2004; Ashforth & Anand, 2003; Davis & Ruhe, 2003) And Mainstream Media Outlets (Calain, 2002; Craig & Hechinger, 2005) As Corruption and Ethical Breaches. Those Guilty of Such Charges Hail From Governmental to Corporate Organizations and Instances Range From Single Individual Behaviour to Systemic Breaches and Collapse of Institutions. Ghoshal (2005:76) Traces This Apathy to a Dominant Ideology That Is Amoral in Nature and Breeds an Attitude of Lack of Moral Responsibility and This Position Is Supported by Kanter (2005),Pfeffer (2005), Mintzberg (2005) And Donaldson(2005).The Act of Interpretation of a Phenomena Also Influences Those Phenomena Very Much Like the Quantum Reality(Ferraro Et Al.2005). Most of These Approaches Are Based On Individual Motivations, Responsibilities and Accountabilities and Are Analysed Through Frameworks of Agency Theory, Game Theory and Transaction Cost Economics; These Individuals Are Self-Regarding, Opportunistic and Isolated Rather Than Embedded in Community. These Theories Promote and Legitimise Behaviour (Mueller& Carter 2005:222) And Are Underpinned by Normative Assumptions About Society and Human Nature. It Paints a Pessimistic Viewpoint of Self Aggrandizing Individuals Whose Single Agenda Is Wealth Appropriation and Social Action That Is Atomistic, Fragmented, And Incoherent but Utterly Fails to Incorporate the Individual in Larger Human Network.

There Is a Rising Trend in Amoral Behaviour Despite the Legal Checks and Balances That Arose in the Early 1990s to Prevent Such Abuse (Driscoll & Hoffman, 1999). For Instance, To Deter Unethical Behaviour a System of Heavy Fines and Probation Conditions Is Being Stipulated. Moreover, A Stern Warning to Key Individuals, Such As Directors, That They Could Be Held Personally Liable for Corrupt or Unethical Corporate Behaviour and Cultural Ethical Breakdowns Are Being Held Out; These Scenarios Tend to Offer Little in the Hope of Moving Ethical Management Forward. Rather, These Cases Emphasize the Punitive Approach to Fixing Ethical Lapses. More Importantly, Punitive Approaches Also Tend to Be Reactive—the Damage to a Firm’s Stakeholders has Already Occurred. Indeed, The Bankruptcy and Partial Liquidation of Such Corporate Giants As World- Com, Baring Bank and Enron Are Painful Exemplars of the Catastrophic Loss in Jobs and in Financial Investments That Correlate with a Reactive Approach to Building Character. The Large Body of Leadership Literature Is Shorn of ‘values, Ethics, And Morality Have Been Leached Away’ (Sankar 2003:45). Rather Terms Like Trait, Situational, And Contingency Separate the Leader From Their Context and the Relational Aspect of Context Have Been Ignored (Grint 2000).
Literature Review:
We Focus On Developmental and Positive Approaches to Ethical and Character Development. The United States Military Academy at West Point has a Pro-Active Hr Policy and Practice and Ethical Issues Are Evaluated Painstakingly; Specifically, West Point Relies On Rigorous Recruiting, Selection, Job Rotation, And Training Practices to Foster Character Development Among It's Members by Managing Communication, Organizational Learning, Organizational Design and Development, And Organizational Socialization and Culture Shaping.
Institualisation of Ethics
To Fulfil the Character Component of This Mission, West Point Developed and Deploys a Comprehensive Honour System Whose “larger and More Encompassing Purpose Is Education” (Honor Systems and Procedures, 2001, P. 19). The Foundation of the Honor System Begins with the Honor Code, Which Reads, “a Cadet Will Not Lie, Cheat, Steal, Or Tolerate Those That Do.” Earlier, The Punitive Aspects of the System Were Stressed Notably the Practices of Immediate Dismissal or “silencing” A Cadet Found Guilty of an Honor Violation; Until 1976, The West Point Honor System Remained Relatively Unchanged and Gradually Transformed From a Rule Based/ Enforcement System of Honor to a Developmental and Commitment-Oriented Approach.


Today, Even More Emphasis Is Placed On Ethical Development As Opposed to Ethical Discipline. The Finding Regarding Learning From Ethical Lapses Is an Important, New Contribution to the Hr Field; Organizations Can Use Ethical Transgressions As a Tool to Transform the Ethical Development of Their Members and to Build a Strong Moral-Ethical Climate. They Successfully Communicate Expectations and Signal Forcefully the Overriding Concern with Ethics. In the Long-Run These Have Positive Correlation with Job-Satisfaction and Reduce Voluntary Turn-Over Apart From Intensive Emphasis On Socialization Process (Bretz& Judge, 1998).

The Training Programme Offers an Ethical Foundation in the Form of Honour Code: “a Cadet Will Not Lie, Cheat, Steal, Or Tolerate Those That Do”. With This “starting Point” And with Minimum Ethical Expectations Clearly Communicated, They Are Able to Motivate Cadets to Meet the “spirit of the Code,” Which Are “set of Broad and Fundamental Principles, Not As a List of Prohibitions”. Further They Have a Decision-Assisting Tool Namely the Three Rules of Thumb. The Use of Decision-Making Heuristics Is Common As G. A. Klein (1999) Demonstrated How Medical Emergency and First Aid Responders Use Simple Decision Making Trees to Reduce Ambiguity and Complexity That Surround Major Accidents. Furthermore, Studies of Pilot Training Indicate That Aviators Rely On Basic Decision-Making Formulas to Ensure Safety in the Midst of Dangerous Circumstances (Flin, O’connor, & Mearns, 2002). A Major Benefit of These Decision-Making Rules Is That They Marginalize Environmental Influences That May Confuse or Distract the Decision Maker. Not Surprisingly, Rationalization Is Believed to Be a Significant and Potent Antecedent to Corrupt Behaviour (Anand Et Al., 2004).

Since Rationalization Is Believed to Contribute to Unethical and Immoral Decision Making Along with Corrupt Behaviour (Anand Et Al., 2004), The Authors Investigated Whether West Point Is, Indeed, Effective in Reducing Rationalization Tendencies As West Point Depends On Training to Mitigate the Force of Rationalization. The Cadets Entering West Point Come From a Variety of Background, Some of Which May Not Have Emphasized Character, Ethics, Or Honor. In Order to Educate “the Basics” They Issue the Hip Pocket Values Education Guide, A Booklet That Is Aimed at Providing Each Cadet the Same Core Basic Knowledge Through the Identification and Definition of Key Terms. In Particular, The Cadet Leadership Development System (Clds) Is the Vehicle to Test the Effectiveness of the West Point Honour System. The Premise of These Two Programs Is That Character Can Be Best Built and Tested Under Leadership Positions Involving Various Stakeholders, Perceived Levels of High Stress, And Limited Time. This Leadership Training Mirrors Managerial Reality—namely, Leaders Often Must Make Timely Decisions Under Stress That, Incidentally, Involve Conflicting Stakeholder Priorities (Badaracco, 1997; G. A. Klein, 1999). Practice in Dealing with Stakeholder Influence, Stress, And Time Constraints Are Particularly Important Since These Factors Impair Judgment, Or, Directly Contribute to Unethical and Immoral Decisions (Badaracco, 1997; G. A. Klein, 1999; Werhane, 1999). Interestingly and Contrary to Traditional Agency Arguments That Emphasize Control Mechanisms That Restrict Decision Making to Deter Unethical Behaviour (Eisenhardt, 1989a), West Point Appears to Promote a Liberating, Not Constraining, Perspective On Developing Moral Ethical Reasoning, Best Accomplished Through Realistic Leadership Practice.

Central to the Moral-Ethical Development Program Is Their Reliance On Social Cognitive Theory and Vicarious Learning. The Essence of Social Cognitive Theory Is That Individuals Learn New Behaviour by Watching Others in a Social Situation and Then Imitating Their Behaviour (Bandura 1977). Closely Related with Social Learning Theory Is the Notion of Vicarious Learning, Which Is an Individual’s Capacity to Learn Through Observation Without Direct Participation (Bandura, 1977; Davis & Luthans, 1980). Consequently, This Is Preferable Since Individuals Are Not Required to Engage in Trial-And-Error Behaviour and Is Cost-Saving Also. This Finding Is Interesting, Since Contemporary Social Capital Research Almost Exclusively Frames Trust and Commitment As an Antecedent to Social Capital (Adler & Kwon, 2002; Leana & Van Buren, 1999).

In Contrast, The Researchers Found Ethical-Moral Development to Be Both an Antecedent and Consequence of Social Capital. Here, The Primary Benefit Is That Informal Social Systems Are Working to Strengthen the Ethical-Moral Component of the Culture. This Can Occur, However, Only When Ethical-Moral Development Is Integrated with Organizational Development .While West Point Enjoys Strong Internal and External Leadership, Whose Contribution in Shaping and Promoting Mission of Moral Ethical Development of It's Cadets Is Praiseworthy; They Devote Considerable Energy to Establishing and Emphasizing Organizational Priorities, Which Include Moral-Ethical Development. One of the Keystones to This Approach Is an Intensive Personal Development Opportunity Offered to Students Who Have Committed a Violation of the Cadet Honor Code. Just As an Individual May Experience Quantum Growth Only Following Physical Trauma or the Death of a Loved One (Calhoun & Tedeschi, 2001; Linley & Joseph, 2003), This Personal Development Opportunity Allows Individual Students and the Organization As a Whole to Grow Because Of— In Spite of — An Ethical Transgression.

The Case Study Attempts to Enrich an Individual’s Ethical Reasoning From Exposure to Another’s Ethical Lapse. Indeed, Nonaka (1994) Indicates That Exposure to Environmental Stimuli Challenge Mental Models and Assumptions and Promote a Deeper Level of Organizational Learning. Rather Than Being “old “news,” The Deviation Or, Cheating Scandal Becomes Part of the Fabric and Folklore of West Point. In a Phenomenon Not Unlike What Weick and Roberts (1993) Describe As a Collective Mind, These Transgressions Remind West Point Cadets and Leadership of “what Could Be” When There Is Little Emphasis On the Moral-Ethical Portion of an Organization’s Culture by Means of Certain Core Hr Policies .
Hrm and Ethics
Here, Hrm Can Use Orientation and Socialization Program to Build an Ethical Foundation. In Addition, Hrm Can Play a Proactive Role in Shaping and Managing the Communication Process to Ensure Understanding of Key Moral-Ethical Issues and Definitions. Also, Hrm, Through Organizational Design and Involvement in Leadership Development Program, Can Ensure the Integration of Such Programs with Character and Honor Development. Rather Than Pursuing These Programs As Two Disparate Streams, Hr Professionals Could Integrate Both. As Such. Hrm Can Provide Managers with Decision-Making Heuristics and Other Tools to Help Manage the Simple to Complex Ethical Quandary.

The Management of Communication Process Help These Individuals Grow Ethically and Morally. The Character Development Process Can Actually Inform and Improve Existing Communication Channels. As a Result of This Heightened Trust, Communication Is Generally Efficient and Avoids Costly Contractual Hazards (Williamson, 1985). Moreover, This Trust Also May Limit Political Hidden Meanings Often Embedded in Messages in Favour of Rich, Honest, And More Transparent Dialogue, Which Are Key Components of Relational and Cognitive Dimensions of Social Capital (Nahapiet & Ghoshal, 1998).In Conclusion, Whereas Traditional Hr Research has Employed As Dependent Constructs Such Outcomes As Job Satisfaction (Robie, Ryan, Schmieder, Parra, & Smith, 1998), Job Performance (Vinchur Et Al., 1998), And Promotion Rates (Wentling, 1992), Recent Research has Looked at the Ethicality of Hr Practices Themselves As the Construct of Interest. For Instance, Ferris, Hochwarter, Buckley, Harrell-Cook, And Frink (1999) Highlight the Need to Focus On Justice and Political Perspectives in the Conduct of Such Hr Practices As Personnel Selection, Performance Evaluation, And Compensation. Similarly, Rowan (2000) Focuses On Practical Ethical Questions Concerning Employee Rights to Such Things As Safety, Due Process, And Privacy. More Critically, Greenwood (2002) Raises the Question of How Ethical Is the Very Concept of Viewing Humans As Resources Rather Than As Ends in and of Themselves. Admittedly, These Are Important Issues and Ones That We Address, By Shifting the Focus From the Ethics of Hr to Ethics Through Hr, Which Can Open the Doors to a Fruitful Stream of Practical Ethics Research.

Heifetz Talks of How the Burden of Organizational Action and Dilemma Is Shared Challenging the Community to Face Problems for Which There Are No Simple, Painless Solutions and This Forces People to Learn in New Ways. Nonaka & Toyama (2002) Describe This Mode of Engagement Where Issues of Authority Are Worked Out Across Different Levels of the Organization and It Is Done Iteratively As Problems Are Gradually Addressed; In Other Words the Leadership has to Identify Key Challenge of Resolving Question of Authority and Responsibility and This Is Done by Changing Context to Transcend Contradictions and Manage Improvement (Nonaka& Toyama 2002:1005).

Such Improvisations Are Capable of Changing the Situation and Contradiction Can Be Resolved and Simultaneously New Contradictions Are Generated. Synthesising Apparent Contradictions Is a Sign of Advanced Thinking (Kramer 1998). Only a Dialogic Technique Elicits This Response and Such Tolerance Inevitably Enacts Distributed Engagement Which Requires That a Shared Space Is Created to Control Stresses Produced by Problem Solving. Heifitz Idea of a Holding Environment and Dialectics of Action Interact to Solve Problem. For Effective Distributed Form of Engagement Necessitating Examination of Assumptions About Activity of Leading, Notion of Responsibility and the Need to Challenge Existing Mental Models (Senge 1990) Or Social Scripts (Schank& Abelson 1977, Mueller& Carter 2005) Often Understood As Cultural Resources That Can Challenge and Infer Decision-Making and Guide Behaviour a Script Might Make One Person Responsible, Moulded Either in the Role of Hero or Villain.

Enabling One to Challenge Assumptions Is in Itself an Acknowledgement That Complexity Is Not Only Acceptable but That It Is Not the Sole Responsibility of the Leader to Resolve Tension; Unquestionably a Major Role of the Leader Is to Orient the Others Towards Action Agenda While the Others Have to Assume the Responsibility to Handle and Manage the Implications of the Contradiction (Morrel 2004a) Which Entail Growing Maturity to Share Responsibility and Accountability. Tackling Such Problems Demand Not Only Understanding Needs of Different Communities but Also Addressing Them and the Enlightened Leader Prefers to Empower Them to Make Choice and Choose for Them (Katz 1969).
In the Socratic Tradition Questioning Is Fundamental to Understanding Basic Principles Through Rigorous Argument and This Forms and Informs Our Wisdom. In Fact Incoherence Between Espoused Values and Actual Practices Is the Dialectical Tension That Exposes the Basic Inconsistencies Between the Local and Universal Values Leading to Moral Confusion Among Citizens and Men. For Example When We Refer to People As Assets, Capital, Or Resources We Produce Incoherence in Our Organizational Talk and That in Other Talks Happening in Some Other Settings. Commentators Voice Their Concern at the Abysmal Lack of Virtue and Ethics in Organizations (Deakin& Konzelmann 2003, Watkins 2004). Jennings Advances the Argument That a Formal Guidance Was a Better Institutionalized Mechanism to Influence the Character, Motivations and Attitudes. Actually the Concept of “ram-Rajya” Is Also Such a Formal Guidance System Based On Assumptions of Virtue but It Calls for Continuous Vigilance and Striving to Uphold the Moral Order. This Would Involve a Process of Critique to Challenge the Discrepancies Between Espoused Theories and Theories-In-Use.

Organizational Culture and Organizational Ethics

Argyris Holds That It Would Surface Issues That Render the Undiscussed in the Open for Scrutiny and Debate and an Appropriate Vehicle Could Be Dialogue. However Since Management Science has No Absolutes Such Discussions Are Difficult Because Organizational Actors Have to Take Decisions in Ambiguous Situations and There Is Need to Create Trust at Both Individual and Collective Level. Perhaps Then Dialogue Can Then Be Taken Up As Technical Modality for Identifying Problems and As a Metaphor to Scrutinise. Given the Fact There Are Cultural Diversities in an Organization and the Potential Harm Caused by Hegemony and the Prevalence of Fads and Fashion in Management Bringing Incoherence in Management (Abrahamson&Fairchild 1999; Alvesson &Sveningsson 2003) It Is Worthwhile to Facilitate Processes That Encourage People to Work On Their Own, But with Some Kind of Guidance Mechanism Available to Them Rather Than Seeking Off-The- Shelf Solutions. The Primary Importance of Multiple Perspectives On a Problem Is Valuable As It Is Capable of Challenging the Received Wisdom (Arlin 1990). A Culture That Promotes Dialogue Also Can Mobilise Collective Action and Inculcate Ethical Behaviour.

Core Values Are Important Because They Affect Views and Behaviour but There Is No Unanimity On the Kind of Nature That Value has Both Within and Without the Company Especially in Context of Relationship Dimension (Meglino & Ravlin, 1998). Burns Noted That Values Specify Certain Standards That Guide Behaviour at Work-Place and Sets Down Criteria for Guiding Choices Between or Among Alternatives. Values Percolate Down and Employees Fix the Personal Standard by Emulating the Top Leadership. Often Unethical Behaviour Results Into Inefficiency and Ineffectiveness and Missed Opportunities and Sullied Reputation (Neilson, Pasternack,& Mendes,2004; Sims & Brinkmann,2002). On the Other Hand Organizations Exercising Value-Based and Ethical Behaviour Impact Organizational Culture That Strengthens Social Integration and Positively Affects Profitability and Sustainability (Grojean, Resick, Dickson,) .The Governing Ethics of an Organization Is Potentially Stable and Provides Continuity Even Under Situation of Change. This Continuity Is Referred As “sameness”. It Is Thought That ‘sameness” Has Led to the Development of Such Philosophy Like Population Ecology, Entrepreneurship Theory, Design Theory, Evolutionary Economics Etc. Many Interesting Possibilities Have Been Explored in the Context of Sameness. For Example How Can an Entrepreneur Sustain Identifiable Advantage? How Can Managers Diffuse Strategic Vision and Fix Long-Term Objectives While Having to Integrate the Short-Term Adaptations? How Can Organizations Arbitrate Between Exploration and Exploitation in Negotiating with Environmental Constraints? How Does an Organization Balance Between Inertia and Action? By Using Sameness Principle to Understand Oc Process There Are Serious Limitations Such As Constrained Depiction of Organizational and Individual Behaviour Like Aggressiveness,; Opportunism and Compliance; Secondly “otherness” Is an Imitation of Sameness and Thirdly There Is Less Discretion Available When One has to Focus Both On Conformity to Institutional Norms and Distinction From Competitors and Above All There Is No Normative Guideline to As to Why One Change Is Preferable to Another.

It Must Be Acknowledged That Organizational Ethics Had Always Included “otherness” In Business Models Like Stakeholder Theory (Donaldson&Dunfee 1994, Donaldson&Preston, 1995; Jones 1995; Jones &Ryan, 1997). Instead of Studying Ideological Duality of Egoism and Altruism the Sameness and Otherness Can Be Used to She'd Light On Oc and Oe (Ford &Ford, 1994) To Analyse Evolutionary and Revolutionary Changes Within Oc Processes. The Two Dimensions of Sameness Are “the Pursuit of Self-Centred Goals and “unbalanced Relationship”. Organizational Theorists Have Studied This Paradoxical Continuity-Versus- Disruption Nature of Change As Change Falls Short of Critical Change to Transmute It Radically Beyond Recognition; In Nutshell Change Does Not Affect Some Enduring Trait That Remain Constant Over Time Characterising an Organization’s Existence, Bracketed Between Onset and Termination.

The “end-Prevalence” Dimension of Sameness Emphasise Survival and Above-Average Performance and the Enduring Propensity to Retain Some Core Traits; ‘unbalanced Relationship” Is Unequal Treatment of Others and Precedence of Self Over Others. Sameness –based Oc Theories Is Premised On Reductive Principles of Opportunism and Compliance Which Is Aggressiveness and Subordination. At the Same Time We Have Some Exceptions Too As Alternative Behaviour Exist; Sympathy, Empathy, Generosity, Charity Which Appeal More to Otherness Than to Sameness (Huy, 1999). As Stakeholder Theory Holds That Organizations Have Multi-Dimensional Relationship with Their Environment and They Strive to Better the Community (Freeman, 1984; Jones, 1995).

Oc Theories Appreciate Otherness and Integrate Competitors and Partners Under the Sameness Banner. Nash Models Like “prisoner’s Dilemma” Surfaces Ambiguity of Situation As Well As Interdependence of Decision Makers Where End Prevalence and Unbalanced Relationship of Sameness and Are Oblivious to Otherness and the Underlying Changes Unfolding Surreptitiously Above All Sameness Leaves Them in Dark About Changes They Should Make Adopting Either Exploitation or Exploration. For Example If First –movers Have Advantages in Terms of Performance but Followers Also Have Their Set of Benefits Which Leaves Us with a Sense That We Are Same and at the Same Time Different As Well (Deephouse,1999). Organizational Behaviour Does Not Depend On Only Sameness Principle but Also On General Organizational Traits, Like Ownership or Strategic Positioning; For Instance Family Owned Firms Rely On Altruistic Principles Rendering Agency Theory Redundant to Understand Their Performance and Development (Schulze, Lubatkin, Dino, &Buchholtz,2001). In Fact an Otherness Consideration Under Oe Can Help Us to Build a Change Theory That Dialectically Intertwines the Two Approaches.

A Major Shortcoming of Oe Theory has Been It's Failure to Handle Organizational Plasticity and Changes. Nevertheless a Major Contribution of Oe Was in Reconciling Descriptive and Instrumental View of Ethics with a Normative Conception of Ethics. Bounded Moral Rationality and Macrosocial Contracting Establish the Basis of Integrative Social Contract Theory Which Offers Free Space Along with Contractor’s Permission to Consent or Exit and the Existence of Authentic Norms and a Set of Priority Rules Among These Norms. At Organizational and Community Level Microsocial Contracting Must Be Compatible with Hypernorms, And the Complementary Evolution of Ethical, Transaction-Specific Micronorms Having Allegiance to Basic Principles of Morality Emanating From Cultural, Religious, And Philosophical Traditions. Hosmer (1995) Identifies That in a Joint Endeavour Trust Is Visualised As Being Based On Moral Duty Where Trust Is Translated Into Expectation by Stakeholders for an Ethically Justifiable Behaviour. A Radical Theory in the Form of Stakeholder Theory Held That Both Shareholders and Stakeholders Have Same Rights and Same Goals (Mitchell, Agle, & Wood, 1997). Scholars Like Jones (1995) Agreed with the Instrumental Stakeholder Theory Which Holds the Practice of Ethical Principles of Trustworthiness, Trust, And Cooperation Yielding Long-Term Benefits Amounting to Significant Competitive Advantage. Yet Another School of Thought Like Jones and Wicks Held a Convergent View of Stakeholder Theory and Found It Sound in Normative Sense As Well As Pragmatic (1999).

The Principle of Sameness Applies As Much to Oc and Oe. The Passive Ethics of Not Harming Others Is Not Pessimistic As Is Mistakenly Believed but It Is an Ex Ante Recognition That an Organization Is Accountable for the Consequences of It's Action and Acknowledgement of Others Sameness As the Consistency Provides a Basis of Interaction and Capable of Establishing Norms of Ethical Behaviour for Themselves. It Is Hypothesised That There Is Strong Alignment Between Organizational and Individual Values (Brass Et Al., 1998). But There Is Also Strong Reason to Believe That Powerful Actors Develop Diverging Approach to Their Sameness Relative to the Sameness in the Organization. A Contrary Model Proposes That Oc and Oe May Tie Together Based On Otherness Through Organizational Design to Influence Moral Action. The Gap Between Expected Moral Ideal and the Desired Moral Approbation Creates the Moral Intent and Moral Behaviour.

All Oc Proceed From Organizational Discrepancies in Values- Different Subgroups Have Interest Dissatisfaction and Their Respective Value Commitment so Much That the Ethical Dimension Impact On Oc Process Is Overlooked but Incongruously Recognize Moderating Influence of Power Dependencies and Capacity for Action On the Relationship Between Value Commitments and Oc Processes but Do Not Adequately Account for the Available Range of Actions to the Powerful Actors. By Contrast Self Is Derived From the Continued Experience of Life Instituted in the Engagement with the Others Which Posits the Sameness Against Otherness. This Otherness “belongs Instead to the Tenor of Meaning and to the Ontological Constitution of Selfhood” (Ricoeur, 1992). It Introduces a Paradox of the Self Between Sameness and Selfhood; The Former Enacts Universal Principles of Actions and Being, While the Latter Strives to Mediate Between the Historical and Contextual Situations One Faces. Solving This Riddle Implies Use of Practical Wisdom. A Practically Wise Man Is a Symbol of Moral Exemplarity and Reciprocity He Recognises a Priori the Value and Interest of Others Opinion and Judgment While Reciprocity Consecrates the Equal Nature of the Other. Powerful Agents Influence the Relation Between Same and Other by Way of Changing Orientations, Make Strategic Decisions, Shape Organizational Identity; They Have Capacity and Responsibility to Bestow Legitimacy, By Designing Strategies, Structure and Processes.

In Oc Literature Such Powerful Agents Look at Themselves in Evolutionary Sense As Undifferentiated Elements of Organizational Routines or As Reflectors of Environmental Trends and Endowed with the Task of Positioning and Legitimising the Organization. In Entrepreneurial and Strategic Theory Powerful Agents Are Invested with the Responsibility to Design the Mission and Objective That Flow Down to the Bottom Level. In Oe Perspective They Play Crucial Role in Advancing Organizational Values and Morality (Hosmer, 1994; Jones, 1991; Weaver, Trevino, &Cochran, 1999). These Agents Are Aware of the Organizational Strengths and Weakness, Are More Alert, And Gather Important Informations That Have Critical Bearing On Conducting Change and Although They Stretch the Goal They Never Embark On Unrealistic Quest. They Are Not Control Hungry, And Are Open to People and Ideas and Are Less Vulnerable to Cognitive Bias and Earn Respect and Consideration From Their Colleagues.

For Practical Wisdom to Manifest in the Form of Moral Exemplarity and Reciprocity During Oc Process the Essential Conditions Are Exemplary Narratives and Conversation Spaces. Ricoeur has Elaborated On Narrative Identity in His Study of the Relationship Between Individual Sameness / Selfhood and Otherness (1992).The Interstice Between Sameness and Selfhood Is Made Accessible Through the Narrative Identity Which Indicates Whether Context Exist or Not and the Extent of Influence That Practically Wise People Can Operate During Oc Process. Such Agents Use Promise in Moderation and Are Particular with Honouring Their Commitment. Direct Benefits of Exemplary Narratives Lie in Reducing Cost of Information and Enforcement and Also Prevent Siren Songs and Censor Deviant Behaviour. The Narratives Reinforce Presence of Practically Wise Powerful Agents and Evolutionary Oc Processes.

Corporate Vision and Culture Change

The Limitation of Culture Change As a Way of Redirecting the Organization and It's Performance Was Increasingly Questioned During 1980’s. It's Failure to Deliver During Stark Period Was Evident Especially True in Case of Organizations That Were Praised for Their Organizational Culture (Chakravarthy, 1986). As a Result Attention Was Focussed On the Need for Inspiring Vision and Several Theories Were Proffered. The Vision Concept has Dealt with Corporate Strategy Rather Than Being Concerned with Substantive Content. It has Led to a Neglect of the Role of Visions in Social Construction and Control; The Neglected Issues Range From Visionaries’ Claims to Foresee Aspects of the Future; To Generate an Ethical Dimension for the Organizational Life; To Validate Their Vision with Intuition-Based Insights. This Is Correlated to the Way Narratives Are Created Out of These Elements and How These Interact with Power As Expressed Within Strategic Decision Making Processes. Another Difficulty Is Accessing Those in Power to Understand the Discourse (Clegg, 1993:34). Corporate Visions Reflect the Position Occupied by the Powerful and the Way It Influences Strategic Direction of Their Organization.

These Narratives Exercise Powerful Social Control and Shape Social Institutions and Their Overt Reliance On Past to Sanction or Prescribe Behaviour. Visions Like Narratives Also Tell a Story and Help the Recipients to Make Sense of Their Environment. Apart From Creating and Affirming Organizational Identity They Are Also Specific to Individuals Situated in Their Environment, Are Placed to Anticipate a Particular Future for Them. Vision Is Then Seen As a Motivational Tool. The Focus Is On How to Make a Good Vision and How to Implement Them and How to Overcome Impediments in Implementing Them (Bertodo, 1990; Wilson, 1992; El-Namaki, 1992; Nanus, 1992). Their Analysis Highlighted Only the Rational and Logical Side and Overlooks the Intuitive Side; In a Sense They Emphasised the Aspect of Communication of Vision and Ignored the Substance of Vision.

However in Recent Time Substantive Issues Have Taken the Centre-Stage. As Old Strategic Planning Fell in Disrepute Due to Increasing Technological Complexity and Shifting Markets Required a New Approach Which Adopted a Visionary Posture in Which the Role of Intuition Is Acknowledged. Growing Importance of Intuition Is Also On Account of Uncertainty and the Link of Intuition with Futurist Dimension Is Now Well Accepted. There Was Reference to the Benefit of Holistic Approach to Problem Solving As Vision Was Recognised As a Narrative. For Example the Vision of Global Markets Led to Strategic Organization and Production Changes at Hoechst (Kennedy, 1990).

Similarly There Were Several Such Instances When Corporate Culture Changes Were More in Response to Environmental Changes. The Shift in Public Value Was Oriented to ‘self-Fulfilment’, ‘fairness’, ‘cultural Identity’ And ‘environmental Regard’ And Increasingly Values of Affluence and Luxury of the Top-Management Was Questioned As Values Were Revealed Arising Out of Shock That Led to a New Set of Values to Moderate the Future Relationship of the Organization and It's Environment. Moving to the Next Stage of Evolution the Revelations Were Linked to Business Objectives and a Programme of Strategic Change Were Initiated and It Strove to Create a Sense of Identification with the Company’s Goals and It Tried to Ensure That Those Goals Were Compatible with Their Own Ethics (Kennedy, 1993:19). A Programme of Organizational Restructuring Aimed to Inculcate Attitudinal Change in Employee Especially the Younger Ones and It Sought to Create a Participatory Sense in Actively Shaping Them. Intense Competition and Rapid Obsolescence Necessitate That a War Like Strategy Be Adopted. The Ethical Appeal Is Needed so That Members Relate to the Organization in the Way That the Citizen by Implication Commits to the State in Time of War.
The Public Expects That the Ceo has a Vision As to Where the Company Is Headed. Aspirational Goal for the Company As Opposed to Where One Finally Lands Up Calls for New Thinking and New Processes (Harvey-Jones, 1988:36). Why a War Metaphor Is Suitable Can Be Gauged From the Fact That It Provides a Discourse to Structure the Relationship of the Business Organization to the Environment and Provide a Vision Intended to Appeal to , And Shape, The Organization’s Member’s Response. There Is a Possibility That There Are Multiple Visions About What One Sees and Seniors May View Tomorrows As Not Significantly Different in Their Predictions. Since Long-Term View Is Redundant and There Is a Need to Limit the Futurist Aspect of Vision. Hence an In-Born Instinct Guides Need and That Raises the Question Whether a Five Year Goal Can Be Really Chased and the Importance As Well As the Need for Desirable and Flexible Corporate Vision.
It Is Also Seen That Personal Background of the Leader Becomes a Solid Base for the Formative Experiences Behind Their Managerial Style and Vision. Leaders Who Had More of a Rebellious Streak in Them During Formative Phase Had Been Seen to Break Away From Conservative Style of Functioning and Presented a Radically Different Vision Convincingly to the Employees and the Union. Their Growing Disillusionment with the Dysfunctional Nature of Authoritarian Style Leads Them to the Insight On Their Democratic and Anti-Bureaucratic Management Style. This New Approach Led to Momentous Change and Unleashed Energetic Commitment Which Led to Unparalleled Success When Vision Is Fortified with Ethical Dimension and Foreshadowed by Intuition. These Elements Are Linked Together to Constitute a Form of Narrative Which Is Marked by Internal Consistency, Completeness, And Dramatic Import. One Must Analyse the Individual Element to Comprehend How It's Appeal and Power Is Evoked Along with It's Limitations. A Vision Attempts to Locate the Organization in Temporal Term Because It Renders the Appeal Relevant. Although Future Portends Major Discontinuities, Yet the Leader Must Have a Dim View and Inspite of It, Future Springs Surprises and Catches Us Unprepared. Even Scenario Planning Throws Dilemma and Compels That Trade-Offs Be Made; Risks Be Balanced and an Array of Internal and External Factors Be Incorporated.
Notwithstanding the Obstacles the Visionary has to Produce a Rationale for Changing the Attitudes in the Organization As Well As Those in the External Environment to the Organization. The Application of the Strategy Can Be Seen As a Narrative Which Defines the Changing Relation Favourably with the Intention to Influence Various Stakeholders and by Implication Defining and Manipulating the Environment in It's Favour. Corporate Visionaries Establish the Basic Values in the Discourse to Convince and Persuade the Participants in the Organizational Environment to View the Organization in a Certain Way and Set Agenda to Enable Participants to Select and React to What Is Significant in the Environment. Visions Derive Authority From the Way in Which the Insight of a Particular Individual.

Key Insight and Future Direction Derive From Intuition and Hence the ‘authority’ Of the Individual for Which Experience Is Only Corroborating Evidence. When the Imperative to Follow the Vision Becomes Important the Issue of Ethical Dimension Becomes Critical. In Order to Command Respect of Even the Dissidents It Must Be Backed by Ethics and Moral Imperative. A Vision Is the Glimpse of the Promised Land and It has to Be Idealistic and It Can Do so Only When It Clearly and Demonstrably Depicts a Future That Is Better for People and Society. The Ethical Dimension of Vision Is an Appeal to Values Which Go Beyond Self-Interest and It Includes an Appeal to Larger Social Good and Can Mobilise Others Like Stakeholders and Entities Like Government, Employees, And the Community. Visions Are Created by Authentic Individuals Who Restructure Relationship with Environment and Their Sole Power Is Derived From Ethical Dimension Which Give Direction, Purpose and Credibility Enabling the Organization to Own It. The Vision Is a Dream of the Visionary but It Is a Dream That Is People Centred, Not Very Precise but Inspiring and Co-Owned.

Building Vision Is a Shared, On-Going Activity and a Lot of Leadership Activity Encompasses Not Only Vision but Also Purpose and Core Values As Well. Visions Take Time to Germinate and Are Time Consuming As Well As Less Glamorous. Anyone Who Wants to Practice Shared Vision Building Must Operate Out of His Comfort Zone and This Requires That We Learn to Manage the Creative Tension. It Is No Longer an Idea but a Living Force in the Sense That It Is Both Compelling and Inspiring and Creates an Identity of Commonalty Which Permeates the Whole Organization and Gives Coherence to Diverse Activities by Connecting and Binding People Together by Common Aspiration. It Generates Infectious Enthusiasm and Excitement. Intrinsic Vision Is Ennobling and Uplifting Which Converts Work Into Larger Purpose Embedded in System, Style, And Climate of the Organization. Vision in This Sense Act As Gravitational Force Pulling and Pushing People to Some Uplifting Goals and in the Very Act It Challenges the Routine Activity and Undermines the Organizational Inertia.
Globalization and Crisis
Globalization has Also Impacted the Structure, Strategy, Form and Function, Size, Scale and Scope of Corporations. It has Redefined Their Identity and Role As Well As Their Perception. Some Kind of Organizational Convergence Can Be Noticed As They Have Increasingly Incorporated Code of Ethics to Reflect Their Response to External Environment. Apart From Respecting the First Generation Ethics Which Focussed More On Legal Context of Corporate Behaviour and the Second Generation Ethics That Locate Responsibility to Groups Directly Associated with the Corporation They Have Begun to Embrace the Third Generation Ethics Which Is More Grounded in Responsibilities to the Larger Interconnected Environment. This Is Self-Evident As More Than Three Quarters of Organizations Have Adopted the Third Generation Ethics. New Dynamics of Interconnectedness Is Visible As There Are Signs of Environmental Crises Threatening the Globe, Exposes of Work-Place Misdeeds Having Global Ramifications and This has Triggered New Forms of Organizing, Novel Types of Organizational Constraints and Opportunities and Growing Public Awareness Globally About Corporate Social Responsibility.

Irrespective of Structure, And Location Virtually Every Organization Is Forced to Accommodate Complexities of Operating Within a Multicultural Communicative, Legal, Moral, And Social Context Where Boundaries Are Becoming Fuzzy and Blurred. Corporate Codes of Ethics Are Formal Public Statement of Corporate Principles and Rules of Conduct That Govern Interorganizational and Intra-Organizational Practices and Guides Their Present and Future Behaviour Underlining Ethical Values That Is Upheld by the Employees to One Another and to Organizational Stakeholders(Kaptein and Schwartz,2008). Ethical Issues Are Pre-Dominant in Global Matters.
Corporate Code of Ethics - An Evolutionary Perspective
Corporate Code of Ethics Is Now More Common and Widespread(Carasco and Singh,2003; O’ Dwyer and Madden,2006) Not Only As the Imperative to Comply with Law but It Also Guides the Employees in the Cross-Culture Contact That Are Compelled by the Logic of Globalization As It Facilitates Practice and Interpretation. With a Plethora of National and International Laws, And Emergence of Newer Nations Due to Fission Tendency and the Growing Role of Non-Governmental Organizations a Broad Stream of Initiatives to Encourage Development and Compliance with Ethical Codes Have Been Instituted. Public Activism and Social Justice Movements Are Forcing Monitoring and Evaluation of Corporate Activities. Both Regionally and Across Industry and Sectors the Unmistakable Growth in Ethical Consciousness Is Visible. Mass-Media Scrutiny Also has Led to Stringent Monitoring of Corporate Activities. Most Corporations Have Veered to the Idea That Codes of Ethics Can Be Used As Marketing Instruments of Legitimation and Capable of Winning Employee Commitment to Their Corporate Vision. Popular Public Campaigns Have Been Targeted at Corporations Operating Within Apparel and Extraction Industry Regarding Global Impact of Their Action On Environment and Health.

Corporate Ethical Responsibility Spans Issues Related to Welfare, Health and Safety of Employees and It's Impact On Societies. Apart From Rights Granted to the Individual and Preventing Workers Exploitation Earned Over Time and Referred As First and Second Generation of Ethics, The Third Generation Embodies Social and Material As Well As Reflexivity Associated with Globalization and Ethical Behaviour Is Firmly Planted in the Larger Interconnectedness of the Environment Within Which Organizations Operate and Function. The “gaia Hypothesis” Acknowledges the Non-Duality of Existence and How Life in All It's Varied Form and Function Is Interconnected and a Single Unity. Globalization Is Reflective of This Underlying Unity. To This Effect Code of Ethics Is a Concern That Consistently Reflects the Dynamics of Globalization. However There Are Differences in the Degree to Which Codes of Ethics Reflect the Interconnected Dynamics of Globalization. In This Sense Western European Corporations Are Leaders in Adopting Third Generation Thinking Into Their Codes of Ethics. Third Generation Thinking Are Ethical Guidelines That Transcend Profit Motive and Enhancement of Stockholder Positions and the Protection of Employees and Include Greater Consideration of External Global Stakeholders. Corporate Codes of Ethics of Largest Organizations Have Begun to Converge and Becoming Commonplace Which Institutionalises Standards and Values and Are Embodied in Formal Communication Guidelines.

In the Twentieth Century the World has Had to Learn That Nations Cannot Prosper Without Institutions Like Law and Order, Stable Governance and Property Rights. More Than Two Thousand Years Ago Aristotle Had Objected to Plato’s Ideal of Common Ownership of Property As He Had Argued That It Is the Middle Ground of Liberal’ Self-Interest’ Which Drives Ordinary Human Beings. But This Self-Interest Must Be Regulated As Illustrated by Prisoner’s Dilemma for We Observe That If Individuals Only Pursue Self-Interest They Undermine Collective Good and Harm Themselves.

Corporate Code of Ethics Seeks to Design Such Institutions That Balances Selfish and Unselfish Motivations and Impels Them to Act Responsibly Because of Enlightened Public Scrutiny and an Executive That has Legitimate and Superior Authority to Maintain Order and Punish Those Who Breach the Moral Rules. Being Embedded in a Global Network of Alone Does Not Provide Sufficient Impetus for Changes in Values, Communicative Expectation, Or Standards of Action As This Spillover to Organizational Behaviours in Other Sectors so That Experience and Effectiveness of Cooperative Frameworks in One Technical Sphere Are Reproduced in Other Spheres. In Fact These Forces Are Tempered by Local Environment and Have Given Rise to the Phenomena of Glocalization. An Important Role Therefore Befalls On the Authority Figure As the Meaning has to Be Created for Others and Csr Is a Conceptual Architecture for Collective Choice (Weber 1948).

Argandona (2003) Proposed a Model for Fostering Values in Organizations. His Process Was Based On Need Identification, Communication, Institutionalization, Commitment, Aligning Values and Practices, Redesigning Policies and Review of the Process. One Needs to Articulate an Integrated System of Ideas, Values, Beliefs, And Attitudes That Posits Enlightened Self-Interest, And Also Upholds the Higher Social Values or Common Good. Often These Ideas Are Organized Into Clusters That Take Into Cognitive, Emotional, And Moral Needs That Constitute Organizational Ideology. In Ethical Organizations It Is Found That These Cluster Network and Produce High Resonance of Core Organizational Values and It Is Equally Reflected in Their Performance and Outcome (Jin, 1991, 1997). Organizational Values Affected Ethical Attitudes of Managers (Ferrell and Skinner, 1998; Howard, 1990; Posner and Scmidt, 1984, 1992; Vitell and Davis, 1990; Vitell and Festervand, 1987).
All Organic Organizations Have Value Cluster Characterised Like Openness,Collaborativeness,Creativeness, And Relationship-Oriented; Whereas in a Mechanistic Organization Managers Perceive It As Closed for Political Control, Cautious, Task-Oriented, Rigidly Structured, Hierarchical and Processes That Are Biased in Favour of Pressure, Power and Centralization. Researches Results (Jin and Drozdenko, 2003, 2005) Show Unambiguously That Managers of Organic Organizations Were More Ethically Scrupulous Than Managers of Mechanistic Organizations. It Can Be Surmised That Organic Core Values Are Reinforced and Strengthened by Ethics and Corporate Social Responsibility and Wherever This Interaction Is Strengthened the Organizations Driven by Them Outperform, Although the Dynamics Could Be More Complex.

Mahabharata and Indian Ethics
Compassion Is Central to Dharma As Our Consciousness Acknowledges the Other. The Story of Seer Jajali Depicts How One Is Transformed From Self-Absorbed Entity to Someone Who Cares for Others. Yudhishthira’s Existential Pain Protests Living in a World, Where Goodness Is Not Repaid with Goodness and Where Capricious Death Reigns.
Mahabharata Can Be Interpreted Variously; A Cosmic Allegory of the Eternal Struggle Between Good and Evil; At Another Level It Is a Royal Story of War and Thirdly It Is Crisis of Conscience. Are We Condemned or Can We Redesign Our Institutions to Humanise Existence? Does Mahabharata’s Message Have Some Relevance Particularly for the Management As Far As Ethics and Responsibility Is Concerned?
Our Vanity Spawns Emotions of Envy, Hypocrisy, And Status Anxiety. The Two Virtues of Actively Helping and Passively Avoiding Harm Can Neutralise Them. Similarly Ethical Standards Are Incoherent in Mahabharata As All Characters Experience Different Pulls and Pressures. For Management of Organization, Mahabharata Is an Excellent Text to Study As We Have Rich Elucidation of Ethics and Spirituality in Shaping Attitude Related to Work and Organization, Work Reward and Job Involvement; It Can Be a Powerful Resource for Problem Solving and a Metaphor to Assist Change. It Can Enhance Creativity and Emotional Intelligence. Organizational Culture Benefits by Such Stories That Create Sense of Identity and Commitment to Something Larger Than One’s Self-Interest. But There Is No Discussion On How Such Institutionalization Can Be Done. And the Mechanism of Delivery Is Left to Imagination.
Future Direction:
In Considering These Multiple Aspects of Ethics, Organizational Culture and Communication Processes Under the Historical Context of Globalization We Have Seem How the Concepts Have Evolved and the Implementing Mechanism Have Been Refined and Fine –tuned to Address the Emerging Concerns. The Existing Literature On Ethics, Culture and Communication Are Diverse but Consistent. However There Are Some Future Directions for Research. These Research Objectives Could Be:

Ro1.What Could Be the Implication of Embeddedness for Organizational Performance?
Ro2.Does Nature of Politics Impact Insecurity and Breed Unethical Behaviour?
Ro3.Can the Architecture of Vision Overarch Differences and Variation in Ethical Connotation and Allow Space for the Variety of Norms and Values to Create Core Values That Can Sustain and Nurture Social Responsibility?
Ro4.Can Organizations Create Moral Point of View and Action That Is Practiced and Believed Because It Protects Us Against Tragic Vulnerabilities?
Conclusion:
As Per Indian Concept of Dharma Everything Keeps Evolving and Is Continually Contested. Today the Meaning of Ethics Is to Create and Sustain Social Harmony, The Cultivation of Ethical Self and Socially Responsible Organizations. In This Sense, Dharma has Universal Appeal and Deals with Inner Traits; Swami Vivekanand Spoke About It As ‘dharma of Humanity’ Regarding It As an Ethical Code Applicable to the Whole of Man-Kind. It Is Not Surprising to Note That the Word ‘dharma’ Has Evolved and Enriched From the Time of Rig Veda Through a Process of Contestation and Adaptation.
I Have Surveyed the Western and Asian Perspectives On the Ideas of Corporate Ethics, Culture, Organizational Communication, And Social Responsibility in the Twentieth Century and How the Concepts Have Evolved Within the Context of Globalization. Ideas Like Csr and Ethics Are Not Ritualised Actions That Connect Stimuli and Response Alone but That the Encounter Is Ongoing Productive Engagement. The Ability to Adopt a Reinterpretative Framework Like the Idea of Dharma Gives Flexibility to Organizational Actors to Select Aspects of Organization to Improve Performance. When We Resort to the Vision We Actually Shape Expectations and Are Also Influenced by Expectations of Other Stakeholders. It Is a Mindful Enactment to Deliberately Adapt Structure, Strategy and Form to Respond to Societal Concerns On Part of Powerful Actors Who Exercise Intuition and Logic to Adjust to External Environment.
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