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Abstract

Business ethics is a multidimensional field of applied ethics that exam-
ines the ethical policies, principles, and moral challenges arising in and 
through the operations of organizations. Human behavior presents vigor-
ous internal driving forces regarding a personal code of conduct; hence, 
moral awareness can be quite different among individuals. This book fo-
cuses on practices and the development of moral thinking in the context 
of corporate policy making. It describes moral reasoning by demonstrat-
ing the moral entity consideration principle. It is vital to understand the 
human thinking process as a medium to exploit available resources and 
develop ethical and rational policies to achieve corporate efficiency.

Considering the responsibility of human resources to incorporate 
business ethics into organizational practice, individual behavior is the 
key element to create a valuable business culture of fairness, meritocracy, 
transparency, and trust. The content of the book emphasizes on devel-
oping moral and rational thinking skills for corporate governance, and 
therefore an ethical thinking attitude. It examines how to ethically deal 
with the demanding corporate policies and procedures, providing a time-
less comprehensive guide on how to leverage human resources in organi-
zations and retain a moral identity through rational behavior.

This book is perfect for executives and practitioners in the business 
ethics field, as well as for scholars and advanced business students who 
want to enter the corporate world, aiming to develop their mindset capac-
ity of ethical thinking by analyzing the moral aspects of each challenge 
posed.

Keywords

business ethics; corporate policies; rational policies; human resources; 
HRM; moral entity consideration; moral thinking, ethical behavior; 
human behavior; leadership; management; organizational culture; ethical 
information systems; employment relations
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Preface

This book is the result of an intensive effort to contribute to the highly 
demanding and multilayered field of business ethics. It attempts to pro-
vide the reader with an opportunity to develop the critical principle of 
moral entity consideration. The aim is to understand, from a moral stand-
point and through a behavioral thinking analysis, the ethical dimension 
of various business procedures, such as policy making, organizational 
development, leadership and management, business culture, and people 
management. These operations consist of a continuous challenge for each 
executive and business ethics practitioner as well as for scholars and ad-
vanced business students who want to enter the corporate world.

Developing the capacity of ethical thinking by analyzing the moral 
aspects of human behavior and corporate procedures is not an easy task, 
as decision makers have a key role in the sustainability of a business, while 
their moral mindset is vital for the organizational development. Indeed, 
it is not feasible to implement business ethics into daily work routine by 
trying to recall a set of common rules and practices; thus, it is impor-
tant to develop a moral thinking attitude, which can lead to efficiency 
in terms of coping with both demanding and unprecedented challenges 
and dilemmas. Consequently, the purpose of this book is to outline a set 
of concepts concerning a plethora of corporate challenges with reference 
to ethical terms and practices. It provides analysis on how to ensure that 
the needs and requirements of both business ethics and human resources 
are satisfied without harming other entities of the internal or external en-
vironment of a corporation, while it examines how it is feasible to attain 
moral profit maximization through ethical resource exploitation.

Given that the characteristics of agents are associated with the moral-
ity of the business as an entity, corporate policies can be modified and 
evaluated as ethical or unethical. A corporation cannot act itself, as a legal 
entity, even if it is capable of exploiting automation implementation. 
Hence, the quality of people following the decisions is responsible for 



xii PREFACE

applying business ethics. As businesspeople claim, doing things right is 
not the same as doing the right things, and considering that we must not 
act against the rights of other entities, morality can be achieved without 
additional force only if we think about how behaviors and ethics can 
be discovered and analyzed on rather different organizational procedures 
and practices. Thus, at the end of reading this book, you will be able to 
efficiently develop a variety of ethical thoughts generated internally by 
your own enhanced code of conduct. This process is vital in terms of cop-
ing with corporate challenges and organizational development in a com-
petitive environment. And remember, if you want to understand business 
ethics at a deeper and rational level, focus on people’s shadows.

Konstantinos Mantzaris
October 2020
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PART I

Business Ethics and  
Human Resources

Business ethics is a multidimensional field that most of us can instinc-
tively understand. It is hard to be precisely defined as ethics reflects the 
norms and developments of each historical period. Given the subjectivity 
of the decision-making process, depending on the limitations of a unique 
individual (Ravitch 1989), the latter tend to put aside the ethical conduct 
under the pressure of nonstabilized environments unless an individual’s 
moral attitude is strong enough to avoid such dilemmas. In addition, 
the American Nobelist and economist Milton Friedman claimed that the 
only entities who can have responsibilities are people, not the businesses 
(Friedman 2007). Thus, considering that the corporation outcome is the 
result of individuals’ decisions on each aspect of its operations, we could 
conclude that business ethics cannot be applied when the conditions are 
not clear enough in the context of creating and developing a moral busi-
ness culture.

The aim of this book is to introduce the reader to a demanding mind-
set world, where the individual must automatically think about ethics 
before the final behavior, without the need to remember the rules of 
moral conduct. Ethical thinking is different among individuals. Consid-
ering the repercussion of our practices to other entities is critical for both 
our career and the organization we work for. The content of this book is 
about exploring business ethics on a series of corporate procedures and 
challenges regarding human resources, organizational development, indi-
vidual well-being, and employment relations. As a reader of Business Eth-
ics and Rational Corporate Policies, you have automatic access to a range 
of concepts and moral thinking development schemes designed to en-
hance your ethical skills at a wide spectrum of moral awareness. This book 
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gives practitioners such as policy makers, agents, managers and corporate 
leaders, public administrators, negotiators, and generally experts such as 
policy and education analysts, the essential tools to implement rational 
corporate policies under the dynamic pressure of business ethics. Addi-
tionally, academicians, scholars, and learners such as academic business 
students can develop their moral mindset capacity by reading this book 
as it contributes to the moral thinking process of human behavior at both 
practical and theoretical levels.



CHAPTER 1

Business Ethics and  
Rational Policies

Business ethics is a fertile field for philosophical investigation with many 
dimensions as a result of systematic evaluation of norms and values. Eth-
ics and moral policies are solid instruments that can enhance the sur-
vival of a corporation or lead to its failure. It is argued that the failure in 
ethical leadership has been because of the preoccupation with self and 
humanistic thinking on autonomy (Knights and O’Learyn 2005). At the 
same time, it is suggested that many managers are poorly prepared to deal 
with success, and that a strategic direction is never “set” (Ludwig and 
 Longenecker 1993). Hence, answering whether an action or policy is fair 
enough for each affected entity, thus moral-ready to be established, is not 
only critical but also extremely valuable for the status of the corporation 
and the people behind the legal entity as the most crucial cell in each 
organization. At this point, it is important to mention that the terms of 
morals and ethics are considered equivalent and will be used interchange-
ably, as morals are concerned with the principles of right and wrong be-
havior, and ethics is moral principles that govern an individual’s behavior 
or the conduct of activity.

Ethics is a branch of philosophy that has been developing for at 
least 2,500 years, since the time of Socrates, Plato, and Aristotle when 
their theories advanced to provide a set of principles of human conduct 
( Brickley, Smith, and Zimmerman 2000). The evolution of business eth-
ics has been very similar to the evolution of social ethics (Lee 1926). 
We do not have an international agreement on one definition about the 
subject of business ethics as different social groups, such as philosophers, 
political scientists, business academics, corporate agents, and trainers, 
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have rather different points of view, due to the subjectivity of ethics. The 
eighteenth-century philosopher and author of the Wealth of Nations, 
Adam Smith (1723 to 1790), drew attention to the fact that efficient 
economic transactions frequently rely on self-interested or profit-oriented 
motives (Borchert 2006). In his view, profit seeking and self-interested 
activity in business is common, as the “invisible hand” and free market 
operations lead to the inevitable corporate interest that is against the com-
mon good. Additionally, Keynes (2009) stated that the moral problem is 
concerned with the love of money, as the money motive equals to nine-
tenths of the activities of life, while the German philosopher Immanuel 
Kant (1724 to 1804) focused on the power and limits of human reason as 
a powerful source for cognition and deliberation.

For the purpose of this book, we could conclude that business eth-
ics relies on individual behavior in the context of norms, values, moral 
principles, and the endogenous code of conduct. Individuals make deci-
sions endlessly on how to behave as each choice can be conceptualized 
as an action with concrete approaches and perceptions before, during, 
and after the action in the form of consequences. Hence, business eth-
ics involves examining appropriate restrictions on the pursuit of inter-
est where the actions of individuals and corporate policies affect other 
entities by generating conflicting values. Ethics also reflects the culture 
of an organization, thus achieving a sustainable level of morality that is 
critical for the rational implementation of corporate policies. Violating 
common moral rules is not the way to achieve corporate goals. Instead, 
corporate policies should be rational and consider the entities that will 
be affected by them.

Consequently, Jones (1991) claimed that ethical decisions must be 
both legal and morally acceptable to the larger community, while un-
ethical decisions are either illegal or morally unacceptable. However, this 
definition on ethical judgment of a decision can be challenged by the fact 
that ethical practices are not always legal, while unethical practices are not 
illegal necessarily. Agents and corporations as legal entities have the right 
to act in a variety of methods, and sooner or later, they must cope with 
legal but unethical, and ethical but illegal dilemmas.

For instance, during a financial crisis or an urgent situation such as a 
pandemic outbreak followed by a market lockdown, a corporation may 
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need to reduce its workforce in an attempt to increase its profit ratio and 
therefore retain its sustainable position or to decrease its costs regarding 
its resources. Layoffs, following all the required procedures by local and 
international law, are legal in terms of contract rules. But, are they ethical 
as well? Indeed, we cannot change the legal part for our interest, at least 
in the context of ethical corporate practices, but leading an employee to 
unemployment for unreasonable profitability reasons violates an aspect of 
business ethics and the code of conduct. However, at the same time, the 
agent can defend this position by mentioning that if the corporation does 
not reduce its workforce, then the whole company will be at a high risk, 
which can lead to bankruptcy and serious negative impact for both the 
corporation and employees. Additionally, pay cuts are not a useful alter-
native to layoffs because workforce reduction harms the morale less than 
pay cuts, while the monetary worth of the latter practice is not enough to 
retain many employees (Bewley 1998).

Moreover, this is the reason why business ethics is a field of so many 
conflicts between individuals and their perceptions. The ethical issues 
faced are of an unprecedented scale in terms of the range of their impli-
cations within corporate policies and practices. We have learned from 
corporate history that we cannot manage such complex and systemic is-
sues through ad hoc interventions. We cannot use principles and ignore 
current challenges. We must recognize that business ethics is not a tem-
porary task and that we must always behave considering morals in order 
to indicate where, when, and how to intervene.

Indeed, the corporate world and economy in general consist of indi-
viduals and entities that each one has its own moral principles, goals, and 
interests. In this regard, new approaches, thoughts, and trends toward 
equilibrium alleviate the need for rationality of individual agents, maxi-
mization of resource utility, and moral behavior. Implementation of the 
past or current ethical business models is not always acceptable as practi-
tioners must develop their mindset capacity for moral entity consideration 
and adapt to change. This implies that the extension of the existing mod-
els and the application of new moral concepts have the potential to bring 
new insights on how to leverage the human factor, while the corporate 
culture is associated with moral principles aligned to both internal norms 
and social beliefs.
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Corporate governance as a set of principles, policies, laws, and deci-
sions is responsible for integrating its own customs to employees from the 
highest to the lowest levels. Building a governance system that enhances 
business ethics is one of the most important and demanding challenge. 
The corporate governance system is crucial for an organization and it is 
almost as important as its primary business plan. When executed effec-
tively, it can prevent corporate failure, scandals, fraud, and in general re-
tain or develop the corporation in a sustainable way. A business without 
an effective system of corporate governance cannot succeed in the prism 
of increased internationalized corporate competitiveness.

It is important to mention that there are three strategic types of orga-
nizations: (1) defenders (organizations operate in a more stable and pre-
dictable environment), (2) analyzers (organizations operate in both stable 
environments and markets where new products constantly required), and 
(3) prospectors (organizations operate in unpredictable environments), 
followed by a fourth called reactors (organizations operate in an environ-
ment of inconsistencies among its strategy, technology, structure, and pro-
cess) as a form of strategic failure (Miles et al. 1978). Policy makers must 
understand the strategic organizational goals and realize how business 
ethics can be applied through the available human resources (HR) of the 
organization. Practitioners must contribute to business success by devel-
oping rational policies. This indicates that there is a clear and fair vision, a 
set of integrated moral values, and a comprehensive code of ethics that fits 
into the present and future business needs. Human resources must know 
what is expected of them, they must understand the corporate goals, and 
most importantly their accountabilities within business operations. Ethics 
can provide workforce with commitment and motivation, while this posi-
tive attitude can enhance the implementation of rational policies.

Behave rationally is not just a simple action. For instance, optimality 
of mechanisms relies on the assumption that people behave rationally (ac-
cording to their preferences), making the complexity of (optimal) mech-
anisms irrelevant (Huck and Weizsäcker 1999). Indeed, this process is 
limited by an individual’s capacity to recognize, understand, evaluate, and 
react to complex conditions. A lack of ethics has been routinely displayed 
as a willingness to exploit corporate consumers, competition, investors, 
and employees for profit and the interests of the owners.
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At this point, it is important to mention that the owner of an orga-
nization can be a single individual or a group of individuals. There could 
be a division of responsibilities between the board as being the chairman 
of the company, and the executive responsibility for business operations 
in terms of chief executive. These individuals are the representatives of 
shareholders. In terms of the latter, either there is one individual as the 
owner with 100 percent ownership or more than a single individual with 
a smaller proportion of shares, they elect their representatives such as the 
board of directors with executive and nonexecutive directors for corpora-
tions, and they hold the ultimate responsibility for their organizations’ 
success or failure, and consequently, the implementation of ethical or 
unethical policies. Hence, claiming apologies after implementing such 
practices is not enough, either it is a single individual, an executive, or the 
shareholders of the legal entity. Business ethics needs policies that incor-
porate morals for the benefit of both corporate interests and human be-
ings. In other words, having the capital to pay billions of dollars for fines 
and settlements due to various illegal activities does not give a corporation 
the permission to be unethical.

Human behavior includes limits to computational ability, willpower, 
and selfishness in the context of behavioral economics (Camerer 2014). 
This means that ethics borrows from neighboring sciences, such as norms 
(sociology), sociality (anthropology), psychophysics (theory about pros-
perity), and self-development and control (neurosciences). So, behaviors 
are mind-controlled, difficult to predict, and they can be affected by the 
environment in which an individual operates. Therefore, technology be-
came very popular in recent decades because techniques such as machine 
learning allows instant or short-term exploration of many variables and 
defines new approaches where possible. Advanced and intelligent ma-
chines are doing tasks that no one expected were capable of being per-
formed, while technology becomes embedded within businesses, societies, 
and even the human body, having a substantial impact on workplaces 
(Mantzaris and Myloni 2018). Additionally, the use of technology is in-
evitable in terms of coping with the risk dimension. Most of the financial 
decisions occur as a series of risks due to potential consequences of each 
decision. However, risk management is important not only in terms of 
financial instruments but also in the context of behavioral analysis and 
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evaluation. Corporate policies can be described as important factors for 
eliminating such risks; however, provided that the use of the human fac-
tor is inevitable in many workplaces due to its unique characteristics, 
avoiding such conditions of risk is very difficult to achieve.

For instance, some human judgment patterns can be understood 
as imperfect by machine learning machines, thus the unstructured pat-
terns expressed by human resources can be unreliable in an advanced, 
quite demanding, and competitive globalized business environment. For 
a human, more information input has a greater impact on confidence 
instead of better accuracy; while for an intelligent machine, it can result 
in greater predictive accuracy and increased efficiency. Additionally, many 
practitioners treat employees as a means to an end in terms of exploiting 
them to create value. However, this point of view can be evaluated from 
a twofold approach: either we can treat human resources as a mechanical 
part of an organizational system in terms of production in which people 
can be easily substituted due to a potential performance downturn, or we 
can take advantage of people’s skills in order to create and add value to the 
corporate outputs by leveraging human’s creativity, emotions, imagina-
tion, innovative ideas, senses, morals, and better understanding of what 
consumers (humans) actually need.

Machines form one part of the debate, while the other part is the 
employment of identical or near-identical biological copies of individu-
als, or in other words, clones. Reproductive cloning, as a practice of 
cloning a whole organism, such as a human being, to create a new indi-
vidual is already a technological miracle of our age. Furthermore, some 
scientists believe that it would be ethically justifiable in at least some 
cases (Strong 2005). Additionally, therapeutic cloning, as the process of 
cloning pieces of deoxyribonucleic acid (DNA) or cells for therapeutic 
purposes, is partly legal in many countries, while reproductive cloning is 
strictly forbidden. Making human clones is unnatural. However, given 
that some corporations may promote unethical practices that are against 
human well-being, as they use people as a mere means, cloning could 
be a beneficial, efficient, and rational approach for creating an organ-
ism that has enabled its human-centered attributes instead of trying to 
develop artificial intelligence. Whether we agree on this, it could be our 
common future.
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So, why is cloning worth mentioning in terms of business ethics and 
rational policies? Creating a genetic copy of an individual violates the 
right to genetic uniqueness. However, cloning or machine intelligence 
could be used over the exploitation of human beings as corporations 
would be legally able to employ such creations to increase social welfare. 
Thus, it is essential to develop business ethics in such a way they cover 
as much as possible of these emerged technologies and genetic capabili-
ties. So, could a clone human being behave rationally and morally? If we 
believe that artificial intelligence is capable of moral behavior, which is 
already true in some cases, then yes, any entity would be able to imple-
ment moral practices and develop moral awareness. But, is it harmful 
for humanity to risk of having clones? Ethically, it could be very difficult 
to accept the process of creating human beings, particularly for increas-
ing corporate productivity rates, rather than in cases when people cannot 
have biological children due to health reasons. People and corporations 
may accept this as an inevitable process of financial maximization and 
rational resource exploitation, but there will always be some individuals 
with several major arguments on this process.

Therefore, if it is in the best of our interest to employ third-party 
entities in order to produce goods and services, and given the existence 
of a universal and rational guide of strict policies on how to control this 
process globally, then business ethics cannot be against such a practice. 
However, considering that technology cannot eliminate the internal driv-
ing force of human willingness to work and create value, business ethics is 
more about human behavior and not about how machinery could exploit 
moral law. For instance, it is important to develop guidelines on how to 
control the collective or individual guilt in terms of entity responsibilities. 
Hence, we need fundamentals on how to make rational policies as an at-
tempt to create a framework for human activity and utility in corporate 
environments, considering various dimensions and emerging challenges.

Ethics and Policy Relationship

Ethics and policy present a strong relationship in terms of their impact 
on each other. The process of policy making requires ethical awareness 
in order to conduct a moral set of principles, while the latter can be 
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implemented only if there is a comprehensive set of moral policies. Ad-
ditionally, ethical decision making can be influenced by codes of ethics, 
as they have a solid impact on the behavior of corporate agents (Schwartz 
2001). Hence, ethics can be applied only by the existence of rational and 
moral policies, and vice versa. The goal of policy making is to guide in-
dividuals to produce rational outcomes. It can be concluded that policies 
are part of a general strategy that aims to develop and exploit organiza-
tional resources. Thus, a moral policy can facilitate and accelerate this 
process and lead to moral achievements.

A plethora of approaches exist in terms of policy-making methods: 
one of the most common and widely contested is the cost–benefit analysis 
(CBA) as a useful approach to compare the costs of providing the same 
beneficial outcome in different ways (Layard and Glaister 1994) and to 
estimate the strengths and weaknesses of alternatives in order to make a 
rational decision. In other words, this analysis provides the policy maker 
or the decider the essential tools to evaluate whether the benefits of a 
decision outweigh its costs. There are many other approaches such as the 
stages model, the behavioral decision theory (Edwards 1961), the punc-
tuated equilibrium theory (PET) as a theory of organizational informa-
tion processing (True, Jones and Baumgartner 2007), the rational choice 
theory (Boudon 1998), or the multiple streams framework theory (MSF). 
All these theories can be implemented in the context of ethics, consider-
ing multidimensional factors and the involved parties.

Policy is a course of action adopted or created by a policy maker, 
such as a government, a local community that is authorized to rule 
and control the public, or policy makers in a corporate environment, 
in response to different problems. A government regularly has several 
complex challenges as it must create a sustainable framework for each 
entity that belongs to a community in terms of law, economics, poli-
tics, environment, culture, and many more. However, given that the 
size of some companies is even greater than nations, in the context of 
their financial resources and impact on people, corporate policy making 
becomes even more important for society. Particularly, gigantic compa-
nies in the technology industry are larger than some countries of the 
world in terms of their annual revenues, financial and nonfinancial re-
sources, and stock market value exceeding the sum of national income. 
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Therefore, policy is about making choices, while moral policy is about 
making ethical choices.

Consequently, the well-being and development of the global economy 
and of worldwide entities can have a significant effect on policy making. 
Undeniably, the economy as a concept of trading of goods and services in 
terms of exploiting comparative advantages of entities and individuals is 
a major driver for implementing ethical policies. When an economy or a 
set of economic policies are not performing well, other policy priorities 
such as ethics and how to behave morally are likely to become second-
ary. For instance, often when a financial crisis and depression occur, no 
community is capable of retaining its moral behavior due to the circum-
stances that deactivate their moral thinking process. Thus, when some 
conditions bolster negative corporate policies, such as strict productivity 
goals, efficiency rates that use human resources as mere means or the es-
tablishment of a corporate culture of punishment and strict work condi-
tions, individuals cannot implement ethical activity even they have good 
intention to do so.

On the contrary, when an economy or a set of economic policies are 
performing well, individuals tend to either recover any losses of the past 
crises, while developing methods and ethical ways on how to avoid future 
turbulences, or exploit any resource available in order to achieve personal 
goals and serve individual interests, even if such an activity was unethical 
and irrational compared with other entities. Moreover, people tend to 
behave unethically even when they are worried that the financial situation 
could potentially trending downward just by following rumors, despite 
other rational solutions in terms of alternative partnerships and new in-
vestments. Therefore, business ethics and other sensitive issues such as 
environmental or societal policies are likely to be implemented when an 
entity can secure its financial sustainability. Policies incurring huge costs 
are usually among the first casualties of the decisions that do not consider 
ethics as their core element.

Policies are not isolated from the rest of the regulation and the im-
portance of ethics as a stability factor. Indeed, many aspects are associated 
with policy making, whether they have a significant impact on the valid-
ity and fairness toward the entities involved. The feedback received dur-
ing test and pilot times is essential for the development of a sustainable 
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relationship between ethics and policy. Information and data gathered 
is always the best method of moral entity consideration as it enables indi-
viduals with engagement opportunities, while it supports policy makers 
of demonstrating ethical principles. Thus, multiple policies in different 
areas and issues can result in a comprehensive set of guidelines that play a 
critical role on how to behave rationally and ethically.

Policy-Making Fundamentals

Framing a moral and rational policy requires a multidimensional analy-
sis of the objectives, planning potential strategies and alternatives, and 
considers the means to be used to achieve efficiency, given the available 
resources and environmental conditions. This process is crucial for the 
implementation of business ethics, and development of a moral awareness 
that must be strong enough to cope with corporate dilemmas depending 
on various factors and circumstances. In most cases, social and cultural 
values and norms drive policy makers to create frameworks that are com-
patible with societal perception and ethical fundamentals, even if people 
do not want to follow intentionally. For instance, if for a given commu-
nity, a corporation that pollutes the environment during its operations is 
the only source of income for the people in the area, then most of them 
will ignore ethics in order to survive.

The policy-making process starts with the identification and defini-
tion of a problem. This initial stage of policy making is the most cru-
cial as it forms the rest of the stages in a way that if the definition of a 
problem is based on incorrect information, then the policy will end up 
being incorrect as well, while it will have unethical consequences. More-
over, it is essential to recognize that problem solving requires a policy. 
Ignoring issues and circumstances cannot resolve a given problem, thus 
practitioners must be able to realize a situation and its conditions. Then, 
it is important to shape a set of approaches, improve past policies, and 
accordingly form a policy that secures development considering the vari-
ous critical factors. It is not possible for policy formulation to eliminate 
the emergence of new problems and the presence of unprecedented con-
ditions; hence, it is mandatory to debate during this stage of the policy-
making process.
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Consequently, policy legitimation and implementation are followed 
by policy evaluation as a process of information feedback that enables 
constant development and considers the consequences of policy imple-
mentation, as well as new ideas on how to make the policy even greater 
than its previous version. It is vital to remember that new challenges 
are always emerging, and in order to cope with those challenges and 
address new methods and policies to eliminate their negative impact on 
various factors, practitioners must find ways to make rational and ethi-
cal decisions, communicate the change to other involved parties, and 
how the latter will be influenced and motivated in order to implement 
such policies.

It is momentous to respect individual needs and concerns when mak-
ing decisions affecting the beliefs, morals, positions, roles, prospects, or 
security of other entities. It is critical to provide equity and treat other 
individuals fairly, for instance, establish a work–life balance that enables 
individuals to deal with their personal and work obligations. Additionally, 
in terms of business ethics, working conditions must be healthy, safe, and 
pleasant for people, while the quality of working life must be satisfying, 
inspiring, and without pressure or stressful conditions that could nega-
tively impact human resources.

One of the most important core policies is corporate determination 
to give equal opportunities to all individuals, irrespective of sex, gender, 
race, disability, age, marital status, or other specified conditions. For in-
stance, it is worth noting whether there is a difference between sex and 
gender, as an notable part of corporate policies, when it comes to concrete 
conditions and job requirements. This is supported by the fact that many 
job positions are related to sex and gender requirements, so it is important 
to consider such criteria and be clear why you exclude alternatives. Many 
scholars distinguished between the two terms defining sex as the given 
biological differences between males and females, depending on one’s sex 
organs, chromosomes, and hormones, while gender is about a choice, 
as some individuals decide to behave as being a female, despite being 
biologically a male, and vice versa. Through times, various theories have 
developed on how to avoid misunderstanding in terms of sex and gender 
differences, as sex is a biological fact, while gender is a social construction 
that can be untied from biology in some cases.
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Thus, corporate policies must deal with this development as gender 
roles can change. Sex and gender can be easily confused as attempts to 
clarify the terminology have not been successful (Unger and Crawford 
1993). In some cases, the two terms are being used interchangeably as 
synonyms, while in other cases the term sex instead of gender has become 
politically incorrect. For instance, scholars suggest including questions in 
data collection about sex at birth and current gender identity (Westbrook 
and Saperstein 2015). This is quite interesting in terms of corporate poli-
cies on data collection about their human resources and on how to ethi-
cally manage this set of sensitive data and accordingly the individuals 
themselves. Consequently, the use of “the terms sex when reporting bio-
logical factors and gender when reporting gender identity or psychoso-
cial or cultural factors” is recommended, thus demographic and other 
data must be analyzed by sex, gender, or both (Clayton and Tannenbaum 
2016, 1864), depending on policy requirements and goals, as well as the 
conditions on which the policy maker considers a set of variables. It is 
critical to develop a relationship of trust between the corporation and 
other entities.

Also, practitioners must treat employees equally in terms of their skills 
and qualifications, hence accept everyone’s capabilities without direct or 
indirect discrimination. Furthermore, human resources can present some 
hidden capabilities; thus, it is important to consider their potential, rather 
than their current situation alone. However, it is essential to mention that 
even if a corporate policy is following this process of equality, this does 
not mean that the organization is aligned with ethics and meritocracy 
in each case. In many situations, people tend to treat some individu-
als more favorably under similar circumstances. This is a physiological 
process as the relevant legislation and codes of practice are not enough to 
eliminate an individual’s internal beliefs, thus abolish bias in areas such as 
resourcing, promotion, pay, performance, and individual development. 
For instance, financial incentives can be a serious potential source of bias 
(Marnet 2005), so corporate policy makers should consider practices on 
how to eliminate such challenges.

Managing diversity requires much more than a degree or training cer-
tification. Hence, due to the complexity of a business environment and 
the characteristics of a community, there must be alternatives in policies 



 BUSINESS ETHICS AND RATIONAL POLICIES  15

that explain further approaches when a situation is not written in terms 
of a code of conduct and corporate policies. This suggests that a policy 
maker can implement rational discrimination decisions. In some cases, 
you can use rational factors such as when you want an individual with a 
degree in business administration for a specific job. It is not discrimina-
tion when a condition is positively correlated with a task that requires a 
specific set of knowledge, capabilities, and adaptive willingness.

In view of this, a corporation must develop and establish core poli-
cies to acknowledge cultural and individual differences in terms of their 
behavior and needs, thus utilize individual’s talents, values, and norms 
to create a productive business environment. For instance, many stud-
ies stated that age requirements should not be set out on job advertise-
ments. Petit (2007) suggested that age influences the probability of being 
invited to a job interview, leading to a significant hiring discrimination. 
If a machine with intelligent software was responsible for analyzing the 
application data of candidates and employees and then make the most 
rational decision on whatever a corporation needed, this problem could 
be eliminated. However, when a human is responsible for deciding, and 
even if the advertisement is according to the law and eliminates any dis-
crimination issues, rational behaviors is less likely to be achieved at any 
stage of operations. Therefore, age discrimination cannot be avoided if 
a human decision maker cannot exclude his or her personal perceptions 
toward a rational decision.

Therefore, given the strong subjective feelings of humans, practitio-
ners must develop their mindset capacity in terms of moral awareness, 
considering that we should respect the rights of other entities, reward 
them with equality and meritocracy, provide the opportunity for devel-
opment, and advance flexible practices with respect to their personal life 
patterns and style. Accordingly, employees must behave in consideration 
of the same optimal business culture and act in the context of a discipline 
policy that informs employees on what is expected of them in work, and 
most importantly, what could happen if they violate corporation’s poli-
cies. It is fair to demand more as a worker, but it is also important to be-
have in accordance with the principles of natural justice.

Consequently, it is worth noting that group rights must not elimi-
nate individual rights. Particularly, a very complicated relationship exists 
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between the rights of an individual and a group of individuals as it is often 
believed that whatever most people want to do is the best fit for everyone. 
However, this claim is not powerful enough to cope with alternatives. 
Practitioners should be able to find advanced methods and policies that 
can treat minority beliefs with respect. Larger groups and decisions made 
by the majority should allow room for improvement in terms of hearing 
what the minority believe and what new ideas could eventually increase 
the value of perceived policies. Thus, creating a stabilized corporate en-
vironment is a very difficult and demanding process, as it requires ad-
ditional effort from all individuals and groups of individuals, in terms 
of finding a balanced point of reference, considering rational alternatives 
and ethical practices.

Additionally, it is not reasonable to implement someone’s idea just 
to claim that you respect minorities, especially if this idea is insufficient 
for most people and entities. Also, it is not tolerable to legally restrict 
the freedom of individuals in the name of group solidarity. However, it 
is essential to evaluate all the alternatives and be cooperative in order to 
generate better policies and practices through a process of policy develop-
ment with the given restrictions due to the available resources. Hence, 
minorities should attempt to understand and realize with respect what-
ever the majority wants, while the larger community could frame policies 
and make everyone’s status better than before as they consider minority’s 
alternatives that may could be more efficient in some cases.

The workplace as an environment that is governed by a set of poli-
cies and behaviors in a corporation must be inspired by a cooperative 
status that recognizes everyone’s contribution. Making rational policies 
about challenges such as sexual harassment and bullying is essential for a 
corporation. However, making rational policies on learning how to avoid 
the existence and development of such issues is more important than just 
coping with them after their demonstration. Prediction of an individual’s 
behaviors and making reasonable and good use of available data such as 
complaints and suspicious theories can be more efficient than establishing 
inflexible principles that cannot be applied under various circumstances.

Additionally, while business ethics is about the moral issues on the 
domain of an organization, we must be concerned about economic ethics 
as well in terms of the moral dimensions within the entire economy and 
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social conditions. “Under conditions of competition, individuals cannot 
comply with moral norms in case this leads to higher costs which in turn 
leave them worse off than their competitors” (Luetge 2005, 110). Particu-
larly, it is impossible to eliminate external factors in business operations, 
while it is also impossible to isolate an individual from his or her exter-
nal environment. This implies that corporate policies cannot be sufficient 
enough if they do not reflect both the internal and the external environ-
ment in which the entities that the set of policies involves are operating. 
Thus, economic ethics, concerning the ethical outcome of economic poli-
cies, is an essential and fundamental part of policy making.

Different types of systems that are used by corporations in order to 
rationally exploit their resources and increase productivity have a strong 
impact on ethical awareness of their members and the society in which 
they operate. Since the ancient era, when Aristotle did not see ethics and 
economics as distinct disciplines, these aspects are closely intertwined. It 
is not about the Western societies or the perceptions of specific groups 
of people as globalization has eliminated most of the differences among 
economic models. In response to globalization and the increasing inter-
dependence of global issues in the fields of economics, culture, politics, 
and the environment, global ethics and common moral norms emerged.

For instance, the 2008 financial crisis fueled globalization awareness, 
while the 2020 coronavirus pandemic triggered discussion on reversing 
globalization as it halted the economic activity and trade connections 
across the world through massive lockdown of workplaces and cities, 
resulting in the rise of nationalism, protectionism, and economic de-
pression. Billions of people were being forced to evacuate public places 
and quarantine themselves as a strict and mandatory measure to protect 
human life over virus exposure. In both the situations, millions of people 
lost their jobs and unemployment rates increased dramatically, due to 
the enormous impact of the financial turmoil. Corporations had to react 
urgently on unpredictable conditions, while sometimes they did it by 
scarifying business ethics.

Globalization has a strong impact on applied ethics, on areas such as 
bioethics, labor ethics, and corporate social responsibility. For instance, 
globalization includes the development of methods on issues such as 
communication with colleagues from other countries; supervision of 
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people with different culture; interaction with suppliers, consumers, and 
investors from all over the world; and management of a strategic plan, 
budget, and risk on a worldwide basis. Additionally, rights in various 
international human rights instruments are understood to be universal 
in nature, belonging to all persons by virtue of their common humanity 
(Chapman 2009). Hence, corporations often use universal policies; ei-
ther they operate in the United States, Europe, Asia, or the South hemi-
sphere. We are not in a world where there are city-states or country states 
anymore in the context of being capable of living and growing without 
trading with other entities and economies. In other words, we must ex-
ploit the comparative advantage of each country’s resources in order to 
create a rational economic environment of constant development and 
well-being.

Corporations as part of the economy or otherwise stated as part of 
the sum of global financial entities, including governmental revenue and 
nonprofit institutions, must maximize their value in terms of serving 
their own needs and goals. It is worth noting that even nonprofit or non-
governmental organizations record revenues in order to satisfy their own 
needs, such as expenses for staff and facilities, though they work toward 
improving human welfare and the well-being of society. Particularly, the 
substantive vision of nonprofit and governmental organizations is usually 
described in terms of the mission of the organization and the activities 
the latter undertakes in the pursuit of the mission, though there are many 
similarities with for-profit organizations (Moore 2000).

Indeed, nonprofit organizations pursue the social and economic ben-
efits of a positive and sustainable structural scheme, as well as reputation 
and social impact. However, as entities that are organized in terms of 
corporate structure are fundamentally focused on how to serve their own 
needs to retain a sustainable position in order to secondarily serve the 
consumers’ and societal needs. Thus, corporate globalization as a pro-
cess that removes some barriers to international trade, while others are 
constructed, allow the achievement of corporate goals and the rational 
exploitation of available resources for any form of organization. A global 
corporation is an added-value inventor and provider, while each company 
should find a unique added value in the context of differentiation over 
competitors (Sera 1992).
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Hence, policy making is essential for the stability of an economic soci-
ety as the latter cannot satisfy its needs without organized and structured 
entities such as corporations that are confronted with the making of goods 
and services. Determining who will do one task and who does another is a 
great challenge for corporate agents. However, policies must be developed 
in a way that they exploit competition, which fosters innovation and pro-
motes the spread of new ideas and concepts. For instance, making products 
only as good as the competition forces to do could be characterized as an 
unethical practice, but at the same time quite common around the world, 
as organizations want to maximize profit ratio compared to competition, 
rather than produce the best product or service they can immediately.

There is a powerful connection between workforce behavior and 
corporate performance, and this can easily decrease the level of moral 
awareness of individuals. Therefore, practitioners must develop policies 
in terms of planning, organizing, leading, and controlling in order to en-
sure a work climate with ethical fundamentals that influence the behavior 
and activity of individuals. Employee empowerment can be achieved only 
through a relationship of trust, openness, growth, and consciousness. It 
is critical to increase employee satisfaction and team performance as an 
attempt to develop strong bonds between individuals and cope with legal, 
economic, political, cultural, and environmental challenges that have a 
significant impact on corporate operations and efficiency.

Concluding Remarks

Business ethics and rational policies are instruments that can enhance the 
survival of a corporation or lead to its failure. Having its roots back at 
least 2,500 years, business ethics has developed rapidly, while the behav-
ior of individuals is being affected by ethical dilemmas and moral-related 
circumstances. Practitioners must develop their mindset capacity for 
moral entity consideration and adapt to change. Building a corporate gov-
ernance system that enhances business ethics is one of the most important 
and demanding challenges. There is no universal method of policy mak-
ing, while the latter is not isolated from the rest of regulation. Managing 
diversity is crucial for the work climate, and globalization plays a critical 
role by having a solid impact on applied ethics and corporate practices.





CHAPTER 2

The Critical Role 
of Human Resources

Business ethics is related to human decisions and directly connected with 
the standards and principles of fairness. Moral values are more than a 
simple element for a corporation. The ethical thinking of an individual 
is about to be forgotten in many cases, such as after the appearance of a 
financial turmoil or under the pressure of internal conflicts of interest. 
People in many cases tend to focus more on profits and financial returns, 
and less on business ethics and their moral identity. Consequently, with-
out a universal moral environment, corporations must cope with addi-
tional challenges in terms of globalized competitiveness and international 
markets. Ethics is an opportunity to invest and develop the relationship 
between the decision-making center of an organization, its human re-
sources, and its external environment, such as consumers, financial in-
struments, government, and the society in general.

Human resource management (HRM) is concerned with all business 
features of how human workforce is employed and efficiently managed 
in organizations. It covers a wide range of activities such as business eth-
ics, corporate social responsibility, organizational development, behavior 
management, knowledge management, resourcing strategy, performance 
management, employee relations, and employee well-being. Guest (1987, 
503) defined HRM as “a set of policies designed to maximize organi-
zational integration, employee commitment, flexibility, and quality of 
work.” HRM is about the maximum utilization of the human factor, as 
it is a vital resource accounting for any organization. The role of a human 
resource professional is much more demanding than the replaced term 
of personnel management. The latter was introduced into many large 
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companies in a form of welfare capitalism, while the transition from per-
sonnel management to strategic HRM was a vital phase in the evolu-
tion of this field (Lundy 1994). The flexibility required and the diverged 
challenges of modern business environment mean that practitioners must 
focus on many factors previously been underestimated.

Therefore, respect for the individual is critical for business sustainabil-
ity and moral development, while achieving success and organizational 
goals through people is a constant challenge for each corporation. Human 
resource professionals are accused by many academics and other critics 
of being manipulative and even unethical, as they exploit their human 
workforce treating them as mere means to the final output, without 
considering their status and moral-related issues. Manipulation through 
leadership is a more complex phenomenon than just one unethical way 
of acting (Auvinen, et al. 2013). This can be done through a variety of 
manipulation tactics, such as reason, charm, regression, coercion, silent 
treatment, and debasement (Buss, et al. 1987). Furthermore, exploita-
tion, as a term that can be used to underline morally objectionable be-
havior, means that a human or an entity exploits another individual or an 
entity for the prior’s interest by using unethical or even illegal practices. 
Thus, an organization can create a mechanistic formation as a hierarchical 
structure of control, authority, and communication through the imple-
mentation of an exploitation strategy to maintain a competitive advan-
tage (Kehoe and Collins 2008).

As a good meaning term though, exploitation can be used to describe 
the inevitable process of organizing resources such as human capital, 
in order to enable their productive capabilities and create goods and 
services. In this sense, given an economic model that demands constant 
development and growth among nations, entities, and individuals, this 
good exploitation is not only a mandatory medium as a set of actions 
to achieve optimal efficiency and benefiting from resources but it is also 
the only alternative that corporations and individuals in general can use 
to achieve both organizational and personal goals. Therefore, it is not 
about capitalism. Wrongful exploitation such as harm, manipulation, 
or coercion will always exist, as it is in human’s instinct, whether you 
call it capitalism, socialism, communism, or any other form of political 
governance.
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Also, there is the term of mutual exploitation, as two or more indi-
viduals or entities exploit each other simultaneously. For instance, Marx 
refers to capitalism as a regime of mutual exploitation where both parties 
exploit each other in a single transaction (Wolff 1999). In business, this 
sort of relationship is expressed by the production on the one hand, and 
the reward to the labor on the other, such as an income and the infrastruc-
ture that is required in order to make the job easier and more efficient for 
labor. Still, this does not mean that both parties involved will have a posi-
tive outcome, as exploitation can have both positive and negative impact 
on either side. However, if each party realizes the reasoning behind an 
exploitative relationship, they would be able to present positive outcome 
and fairness. Thus, exploitation under concrete conditions could be ben-
eficial for everyone. Instead of putting negative or positive tags on how to 
name a production system in a community, we must realize the available 
methods that capital holders must develop and implement to create value, 
or we must consider new ways or rules of optimal production.

However, developing a moral corporation and an ethical human 
workforce is not an easy task or a simple procedure. Each moment an 
individual decides, a moral issue is to be presented. While this action may 
harm or benefit others, each decision must have been revised multiple 
times instantly before the final act. If a decision has a moral component 
inside the frame where it belongs, it does not mean that this precise deci-
sion is a moral one. The critical role of human resources is about thinking 
before an action, and this process must be implemented each time indi-
viduals proceed with a decision, especially if it is crucial for the corpora-
tion or other entities.

It is important to understand that a human being may not be able 
to recognize that moral issues are at stake. Knowing which behaviors are 
ethical and which are not in order to adapt behaviors to ethical prin-
ciples is not always possible. Thus, developing moral thinking skills is 
more important than applying traditional methods of ethics. A corpo-
ration has competence to determine the ethical rules complied with its 
practices, through its decisions, structure, policies, and business culture. 
The human factor in corporations has the critical role of exploring, imple-
menting, and developing these principles, as the corporation is consisted 
by people working together for common goals and common beliefs of the 
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outcome. Consequently, the stronger the moral identity of an individual, 
the more fairness will be implemented without being affected by immoral 
challenges.

If the governance system underestimates the ethical dimensions of 
human resources, particularly in times of financial crisis or other internal 
or external difficulties, then the corporation will be faced with legal and 
social reaction. The ethical dimension of HR management is crucial, as 
treating human individuals with moral principles must be a process of 
internal drive, and not due to legal requirements. Human resources must 
be treated equally, in terms of employment opportunities, rewards, and 
learning development options. They must be concerned with well-being 
features and avoid treating them as mere elements of production system. 
They are not just a part of the business chain; on the contrary they are 
the core of the system without which the latter cannot operate and pro-
duce value.

Automation and machinery implementations need the human fac-
tor as well in terms of initial production design and in order to consume 
the goods and services formed. A complete automated environment will 
never dominate current business models, eliminating human presence. 
Human needs lead many professionals to machinery options, due to chal-
lenges such as the protection of employees against harmful practices at 
work like bullying, harassment, and discrimination, as well as the need 
for providing a working environment that protests the health and safety 
of employees and minimize stress. Though the business environment is 
either not yet ready for 100 percent machinery exploitation, or humans 
do not want machines to take up all the tasks, mainly when these affect 
other people (Mantzaris and Myloni 2019). These expectations must be 
considered at the start of every corporate policy, as being moral requires a 
set of practices to this direction.

Human Resources beyond Strategy

Having a business strategy is a must for each corporation. Strategic man-
agement is critical for the maintenance and development of an organiza-
tion, while human resources can be influenced by a great strategy. In this 
way, they can add more value to their efficiency rates and produce better 
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results for the corporation and themselves as well. The main objective of a 
strategy is to achieve defined goals, and in order to do this, business ethics 
and human resources are two related crucial parts of the corporate plan. 
Business strategy is a systemic and connected mix of strategic choices, 
incorporating various strategies in terms of competitiveness, HRM, struc-
ture, technology, and finance (Boxall 1996).

However, is it possible to apply one common strategy? Is it feasible to 
integrate a strategy as a given within people in a corporation, thus follow 
a predefined tactic for any organizational procedure? The answer is not 
just a simple yes or no. Managing a business strategy, notably considering 
business ethics, requires a complex framework that recognizes the needs 
for each procedure, during each separate period. In addition, a compre-
hensive strategy must consist of the capability of a corporation depending 
on its resources, such as human resources, infrastructure, capital, and gen-
eral internal policies. In some cases, it is quite hard to exploit both your 
workforce and other business sources, while implementing a moral plan.

To maximize the competitive advantage and achieve organizational 
goals a corporation must balance its capabilities with its environment. 
This demonstrates that human resources as the core of corporate success 
must be settled in the sense of associating business strategy with individual 
development. Making rational decisions have a significant impact on cor-
poration, thus reorientation of strategies with business ethics can be ben-
eficial for both individuals and organizations as entities. Indeed, a strategy 
can be regarded as a set of concepts, providing answers about how we can 
achieve something, given the various internal and external environmental 
conditions and characteristics, and what we want to accomplish.

The analysis of the internal environment can begin with the explora-
tion of the key objectives of corporate strategy. This signifies that people 
within the organization must cooperate in an efficient way to achieve 
success through the enhancement and implementation of business core 
values, a fair responsibility distribution system, the employee value prop-
osition scheme in terms of attracting and retaining high-quality people, 
concerns on how ethics can be part of daily behavior, and what char-
acteristics corporate policies should have to ensure the engagement of 
human resources in the long term. The external environment relies on 
competitive pressure analysis, financial circumstances and economics in 
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terms of market developments, reward trends, and policies, globalization 
as a high-weighted factor that has a strong impact on almost each aspect 
of a corporation, employment and legislation regulations, availability of 
skills, and finally demographic trends.

Hence, is it feasible to set up a strategy without a strong mindset 
stemming from human capabilities? Is it able to avoid the transformations 
in both internal and external environment, thus exploiting every time the 
available resources without challenges? Either it proved to be successful 
or disastrous, human resources are beyond a corporate strategy, as the 
responsible entity for implementing plans in order to achieve common 
goals by generating added value following corporate procedures. Individ-
uals must feel that the corporate environment is a great, inspiring, and en-
couraging place in which they can work being happy, with value-oriented 
principles, enhanced ethics, plenty of opportunities for growth and devel-
opment, and getting rewards based on recognized performance.

Therefore, human resources must be treated with fairness against 
any other valued entities in corporation. For instance, health and safety 
policies and practices, as programs that are concerned to deal with pro-
tecting the workforce and the other entities affected by organizational 
outputs, must be a priority for corporations. The prevention of acci-
dents and minimization of incidents that result in hazards to people  
and/or property is essential for setting up a sustainable corporate  
environment. It is unethical to prioritize business needs and prevent 
individuals from demanding and exploiting ill-health- or work-related 
accident programs. Though there are many cost-related challenges in 
the corporate world, human resources are beyond profits and corporate 
financial assets, and business strategies must emphasize the health and 
safety policies as the ethical core of corporate climate in order to mini-
mize potential losses.

So, is it ethical to let workforce suffering from lifting and carrying 
without providing the technological equipment required for their ease? 
Is it ethical to let people work under conditions where materials may fall, 
building maintenance is poor, machinery is outdated and not working? 
Also, is it ethical to exposure human resources to health hazards arising 
from operating machines without protective equipment or push them 
do repetitive strain operations that cause injuries or tell them to not stop 
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working even if there is an emergent situation such as when an individual 
feels bad or there is a fire?

In addition, it is not ethical to measure how many million days are 
lost due to work-related accidents and ill health though analytics must 
include them to achieve better efficiency. It is not ethical to develop fi-
nancial instruments and indexes that conceptualize human resources as 
corporate elements that need maintenance overtime, and that it is fair and 
reasonable enough to substitute them at any time due to human-oriented 
issues that lead to decreased efficiency. Corporations must create health 
and safety programs and a plan to carry out inspections periodically. Or-
ganizational policies must include processes such as identification and 
investigation of the causes of losses, then design of sustainable and fea-
sible plans on how to cope with safety factors, and finally conduct a com-
prehensive and continuous program that educates and trains people on 
how to behave morally and safely in the work environment. Sabotage is 
at least unacceptable if not punishable. Harming other entities is a moral 
concerned issue that is expected in environments where the human factor 
plays a critical role. Hence, strategies must maintain good records and 
statistics about past incidents, in order to identify the frequency of issues, 
trends, and harming behaviors of individuals.

Considering this, employee well-being is a key factor for corporate 
success. People must be happy and well-treated in order to be productive 
for the organization and themselves. The feeling of satisfaction is very dif-
ficult to achieve. Though corporate policies must be capable of offering 
human resources the opportunity to improve their quality of working 
life, in terms of being motivated to contribute the most they are able to. 
Corporations must be concerned about the well-being of their workforce, 
not only because of their socially responsible programs, but also as part of 
enhancing human resources with commitment to the human value, fair-
ness, and morally acceptable practices.

Another great example of the importance of rational corporate poli-
cies is harassment issues. Specifically, sexual harassment and racism in-
cidents have always been two of the most controversial human-related 
challenges, while a proactive approach to preventing and remedying ha-
rassment as a corporate policy remains attainable for employers (Bland 
and Stalcup 2001). In terms of sexual harassment, as a repeated and 
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unwanted behavior of a sexual nature between two individuals, in most 
cases it is difficult to prove it as there are not witnesses, while the victims 
are often unwilling to take (legal) action to avoid any further harassment. 
So, either it is a man’s unethical action, or he was provoked by the behav-
ior of the female, or the reverse is true, corporate policies must deal with 
the problem by implementing flexible but also strict and moral practices 
without preconception and discrimination. Additionally, we must make 
a clear distinction between actions that are harmful, and those that are 
acceptable by some people, but less tolerable by some other individuals. 
Generally, we need to be open-minded and less vulnerable to external be-
haviors, while we must develop and adhere to moral corporate guidelines 
regarding such incidents.

Human resources are beyond procedures, thus corporate policies 
against harassment and bullying cannot eliminate such practices just be-
cause they exist in a written form. Dealing with these issues is essential, by 
considering other entities and their rights, while ensuring that employees 
subjected to such harassment are given the opportunity to seek advice 
and that they can talk to someone freely and informally. These issues are 
quite sensitive, thus corporate policies must be aware of personal data, 
preferences, and personality differences. The establishment of a reporting 
procedure, and a comprehensive set of policies including protection of 
complainants and witnesses, as well as encouragement of victims to report 
the behavior to authorized individuals is very important.

Discipline, as a condition where individuals conduct themselves in ac-
cordance with the organization’s policies and standards of acceptable be-
havior, must be developed in the context of an ethical work environment, 
not enforced by corporate agents. The organization must treat employees 
in accordance with the law and common rational principles. Handling 
disciplinary cases is difficult, given the cultural and individual differences 
in the workplace. Some of the factors to consider when implementing 
discipline policies include the seriousness of an issue, the duration of the 
problem and its frequency, the nature of the issue and whether corporate 
expertise is enough to cope with the problem, and the degree of its impact 
on other individuals and entities.

People are bringing their own perspectives and qualities to the work, 
thus corporate policies must employ strategies that can generate numerous 
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sub-strategies focusing at one case per time, while actions must be fair and 
consistent with previous decisions in similar circumstances. Propositions 
such as work hard, you are late, do your job, and do not care about corpo-
rate policies, the tone and language used in formal or informal communi-
cation, or even the way individuals welcome each other in the morning, 
as a process of genuine concern for other individuals, are moral-related is-
sues that are beyond pure performance and corporate status. Loyalty and 
commitment cannot be achieved through power and pay threatening. A 
disciplinary action must be immediate in response, corrective rather than 
punitive, while a progressive discipline approach with advance warning is 
usually more effective than a strict one.

Thus, it is very important to think before you act and consider a vari-
ety of factors before you behave, to avoid the creation of a negative work 
climate that is unproductive. At the same time, practitioners must be 
prepared to hear other individuals, in the name of employee voice. Ensur-
ing fairness and consistency is always the goal for a sustainable corporate 
environment, while debates between employees must avoid nervousness 
and intense conflicts. Feedback is valuable only when it is shareable, in 
terms of accepting one’s perceptions and thoughts, and be open to new 
ideas and different norms. Over the above, it is crucial to keep a history 
of the organization’s discipline practices and consider how similar issues 
have been dealt with in the past. The process of making a policy, then 
enhance it with external feedback and expertise, accordingly implement 
it in terms of corporate practice, and finally evaluate the outcomes in 
order to re-strategize and reform practices that were weak or difficult to 
understand, is vital for organizational performance and the establishment 
of business ethics.

Moral Thinking through Education

From the early 1970s, when most countries came out from the post war 
environment and finally they had the essential resources to promote a 
comprehensive educational system as a mandatory part of human’s life, 
they tried to develop educational frameworks to provide young people 
with a series of values and sciences, including moral education. This pro-
cess is still very challenging, as each moral developer can share his or her 
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own ethical perceptions and different points of view. The consolidation of 
education was not only a great start for enhancing a peaceful environment 
among nations, but it was a prime option for a state if the government 
wanted to secure a rational growth pace of its society and people. Ethics 
cannot only be transmitted through the family or the church, as it was 
believed in the past, particularly in cultures with solid religious beliefs. 
There is no particular batch of the content, teaching method, or configu-
ration of students and space that will accomplish our ends in terms of 
moral education (Noddings 1994).

Moral development and ethics have always been a very important part 
of education. However, since the widespread of the value of learning, most 
people were not able to recognize the significance of education toward 
human behavior and interpersonal skills, which is still an issue in some 
cases. Regularly, people do not encounter moral principles and ethical 
behavior consideration in their formal education. Hence, lacking the nec-
essary and crucial educational background for business ethics, they cannot 
implement this concept on their daily routine, making for an organiza-
tion more difficult to develop a sustainable and creative business culture. 
Globalization has created an environment in which education is critical 
for everyone, as this internationalized corporate world involves linkages 
between local, regional, national, and global scales of economic, political, 
social, and environmental issues. The speed of this process is associated 
with additional challenges for individuals, considering that business ethics 
must be reoriented each time an innovation and new knowledge emerges.

This implies that the consequences of interventions cannot just be an-
alyzed under a theoretical base. But they must be conceptualized into new 
forms of training needs. In principle, technology and globalization offer 
an unprecedented stream of knowledge, enabling the potential of wide-
spread education through common rules and corporate policy requests, 
though it could lead to the elimination of some local characteristics. The 
richness of training dimensions leads many practitioners to reevaluate 
the need for additional and lifelong training through all corporate proce-
dures. Given that time management is crucial for everyone, moral think-
ing through education must be developed in such a way that the learner 
can develop his or her own ethical principles internally, without the need 
to apply guidelines.
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The process of the internal moral entity consideration starts with a core 
force about implementing business ethics. An individual cannot be able to 
apply ethics because he or she must do it, or after a short time of attend-
ing educational programs. Academicians and mentors cannot transfer the 
ability of moral thinking through a single knowledge lecture or lesson, 
even if they are field experts. They do not have the ability to motivate 
learner’s moral instinct, not because they do not have the knowledge to do 
so, but due to difficulties of individual learning level, when the training 
contains sensitive concerns, such as ethics and values. You cannot teach 
someone how to implement business ethics. Instead, you can initiate an 
individual to the concept of moral thinking.

Furthermore, education must consider globalization as a major influ-
encing factor to its fundamentals. Training policy must identify global 
assignments, cross-cultural needs and requirements, local characteristics, 
and thus develop a program that covers both general and specific cultural 
orientations. Hence, knowledge management is crucial for developing ra-
tional corporate policies, as organizations that do not practice knowledge 
management can record a competitive disadvantage. Knowledge man-
agement is the systematic underpinning, observation, instrumentation, 
and optimization of the corporation’s knowledge economies (Demarest 
1997), or in other words a process of capturing, organizing, and stor-
ing information and experiences of individuals, and making it available 
to others. Also, the motivation for learning must be strong enough in 
order to achieve knowledge management optimization. This suggests that 
whether an individual is motivated by expectations or goals, corporate 
policies must support educational and training programs in terms of mo-
tivating people to self-development. Thus, an individual can be moti-
vated by expecting moral behaviors and a fair role and reward feedback 
on achieving something desirable for him or her, and by setting morally 
achievable goals that enhance individual contribution.

Educational systems must be followed by post-hoc actions such as 
knowledge capturing, documenting, storing, sharing, transferring, and 
reevaluating of information. Knowledge is multi-faceted and complex, 
situated and abstract, implicit and explicit, distributed and individual, 
developing and static, verbal and encoded, and an active process that is 
mediated, provisional, pragmatic, and contested (Blackler 1995). Explicit 
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knowledge can be recorded and held in databases, while individuals are 
the primary repositories of tacit knowledge (Haldin-Herrgard 2000). This 
type of knowledge is obtained by internal individual processes. We need 
education and lifelong learning; however, a part of knowledge cannot 
be reached and trained in closed doors. It is not possible to teach an in-
dividual to have talent or experiences. The gaining of experiences could 
be done at a mind level, only if the individual is reasonably capable of 
leveraging knowledge in combination with creating multidimensional 
intellectual environments through his or her mind capacity. This pro-
cess though is quite demanding, thus only a small fraction of people can 
cultivate.

Moral thinking must be an internal process that has been emanci-
pated from principles and rules for action in terms of coping with de-
manding and unprecedented challenges. Education must provide a wide 
and diversified portfolio of knowledge, creating a theoretical background 
useful to understand the change and environmental variables. Due to dif-
ficulties in sharing tacit knowledge, business ethics must be written in the 
context of a code of ethics and be shared through various communication 
channels between individuals. Personal beliefs and perceptions, in most 
cases, prevent people from accepting ethics and knowledge without ques-
tioning about them or building doubts about their reliability. There is no 
common practice to force someone to believe and to adopt knowledge. If 
an individual does not want to follow a script, then no one can change his 
or her mind and perceptions. However, through people-oriented tools, it 
is possible to achieve growth of ethic awareness of other parties.

If you treat other people as the medium to accomplish organizational 
goals, making them pieces of the mechanism, and not part of business 
culture, ethics cannot be achieved. Instead, moral thinking must be de-
veloped at a personalized level, with strategic knowledge inputs, thus 
generating moral perceptions and behaviors. Also, everyone in the cor-
poration must be encouraged and given the opportunity to develop their 
ethical skills. Everyone must be able to maximize their capacity of moral 
thinking. Practitioners should promote a learning culture and education 
as a priority for each one of the individuals in order to success. Corpo-
rate policies must include recognition and rewards for those who have 
the willingness to keep on learning and find ways to motive the other 
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individuals that are not interested in education, presenting a stable or 
declining direction to their knowledge levels.

Learning, as a process of constructing new capabilities, skills, and 
knowledge, is essential for both individuals and the corporation. Either 
it is an individual’s willingness to learn more or the organization requires 
new skills, both terms referring to one common goal, that of making an 
individual’s mind and capabilities better with various methods, in order 
to achieve personal and team goals. Thus, the encouragement of learn-
ing is limitless. Indeed, it is a lifelong process that consists of valuable 
resources for all entities. For instance, a workplace can be a learning envi-
ronment. This highlights that a variety of on-the-job training is happen-
ing, while the individual must absorb various environmental factors in 
order to increase performance and mental level.

People behave considering their perceptions, needs, and expectations 
of other entities such as a corporation or their colleagues. Education as a 
set of predefined or unsettled norms cannot cope with real-time behav-
iors universally. Norms are the unwritten rules of behaviors that are not 
formed as policies or procedures. Hence, individuals must extend their 
educational and learning capacity in order to develop their internal driv-
ing forces of morality, through structured plans on what they need to be 
trained, what they must learn to be efficient, what the corporation needs 
by its human resources, and how training and learning is possible, in 
terms of finding the right educational methods.

Some people can learn with the use of e-learning and web-based tech-
nologies through their computers and personal devices. Other people 
prefer traditional educational methods, such as a classroom, and someone 
to guide them as a coach or mentor, in shorter or longer educational 
segments. Mentors provide people with specific advice and guide them 
with learning programs and on how to acquire the necessary knowledge 
and skills, not only to individuals that are in the early stages of their 
careers, but to people that need an advice on dealing with any kind of 
problem such as technical, administrative, or even at a personal level, 
anytime throughout their career life. Other people need to have an ex-
perience or to simulate a situation in order to learn new things. Many 
individuals need to be part of a team to concentrate, while others need 
to stay alone and explore things out for themselves, else they are getting 
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distracted. Also, there is a minor category of individuals that can make 
their own educational paths through self-directed learning techniques. 
This self-initiated process is efficient for individuals that are capable of 
planning what knowledge they need, as if they overestimate their capa-
bilities then this self-plan could end up with negative results.

It is important to mention that a combined method as blended learn-
ing may could be the best learning plan, as both education and experience 
are essential. However, education alone cannot ensure practicality under 
all circumstances and operations, while experience may be repeated many 
times, and thus be unable to offer development. In other words, an indi-
vidual working for a corporation at a similar position doing comparable 
tasks for many years is stable, as this could be analyzed as the same little 
experience, repeated many times through years of work. Therefore, educa-
tion and learning in general is important, due to its continuous level of 
development in the context of a variety of factors such as technological, 
financial, social, and environmental progression.

In any case, whatever the education channel that is preferable, moral 
thinking is taking place with the consideration of the impact and conse-
quences that an action might have to other entities. This self-motivated 
consideration is essential for applying business ethics, thus contributing 
to the creation of a moral corporate culture. Furthermore, corporations 
must develop policies that analyze the perceptions and behaviors of indi-
viduals, and then relate them to corporate development needs, set goals, 
prepare a rational action plan, and finally implement a comprehensive 
strategy as it was established. The development of a corporation is im-
portant, but this can only be efficient through developing people. So, 
practitioners are responsible for unveiling these attributes and improving 
operational flexibility by extending the range of skills needed as a success-
ful and sustainable corporation needs a lot more than just human workers 
who get the work done.

Having strong education and training programs is not enough. A cor-
poration must ensure through its policies and procedures that individuals 
have applied their learning on their work environment and operations. 
The impact of changes in their behavior within business operations could 
be extremely effective for any business function. Additionally, the cor-
poration must benefit from learning programs, in the event of corporate 
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growth, performance, and sustainability. Time should be allowed for the 
change in behavior to take place, as moral thinking and generally learning 
a new skill is usually difficult to adopt instantly.

Learning and education do not consist of a race between people. In-
dividuals are unique, and they have different intellectual levels and un-
derstanding capabilities, thus it is not fair to push everyone with the same 
pressure level. Some people may satisfy business needs faster than other 
individuals. The learning process is related to several factors, such as the 
internal drive to learn, the individual’s personality, and the responsiveness 
level, in the context of developing appropriate actions that lead to ef-
fective behaviors and performance. Additionally, organizational learning 
capability can be defined as processes which enable flow of knowledge 
(Deshpande 2012). So, claiming an ethical identity is impossible to be 
achieved without proper actions. Behaving morally for yourself, while 
your activity is unethical for others is not the right to do either.

Summarizing, moral thinking through education is a reachable goal, 
and corporate policies must consider various critical factors. First and 
most importantly, people have emotions. As a result, emotional respect, 
engagement, and management are crucial for the implementation of cor-
porate policies. Many times, emotions limit our learning pace, while this 
process can have a negative impact on what we have learned already. A 
strong and powerful experience, or an accident, a quote or a sentence on 
a scientific book can alter our points of view on many dimensions. This 
can create new emotions and thoughts on the same circumstances, while 
it can modify our thinking process substantially. Indeed, we can learn bet-
ter in stimulating environments and by interaction, while our brain needs 
time to reflect to embed the learning. Furthermore, the aging of our brain 
is very important, and it needs additional attention. We cannot maintain 
our learning abilities and maximum learning pace throughout life, as “ad-
vancing age is paralleled by a reduction of the ability to acquire new skills, 
impacting social and professional life” (Zimerman, et al. 2012, 10).

In the past, most people thought that education is for young people 
only. Then, business needs for additional skills since the first industrial 
revolution led people to supplementary education, while in recent de-
cades, the concept and process of lifelong learning was developed and 
altered most people’s perceptions. At this point, it is essential to mention 
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that moral education is very challenging to teach, as educators must be 
capable to distinguish their personal moral values from the educational 
process. This means that a learner must have the opportunity to freely 
develop his or her moral thinking capacity and skills by responding to the 
received information over ethics, and form an individual concept on how 
to think and behave ethically. Educational systems must provide people 
with multidimensional schemes and approaches that enable personal in-
terventionism. This is particularly critical for practitioners and individu-
als who are going to be committed to serving organizational interests.

Business ethics is not simply a set of moral behaviors documented 
in order to be a practical guide on how to behave ethically. Business eth-
ics as a set of values and moral principles have also an educational pur-
pose. In the context of rational corporate policies, business ethics must 
be able to provide a vision, and influence individuals on how to behave 
ethically against their internal force of egoism and the feeling that serving 
self-interest is the only purpose of a human being. Moreover, knowing 
that you carried out an unethical action against another individual must 
not be a pleasant feeling. Education and learning channels such as part 
of corporate policies must be able to promote the development of moral 
thinking, in a way that the individual cannot internally accept behaving 
unethically, notably when the action and its consequences involve other 
entities.

The Commitment to Value

The meaning of value considers the regard that something is held to de-
serve. The importance and usefulness of a material, the monetary worth, 
and the principles of behavior of an individual entail that value is funda-
mentally a crucial element of comparing two or more conditions. Fur-
thermore, it is a vital part of the evaluation process, while it creates an 
environment of motivation, and enables individual willingness to gener-
ate value. Additionally, ethics, as an important branch of knowledge that 
deals with moral principles and governs individual behavior, is superior to 
law. The latter is formed by the government as a minimum standard for 
individuals and entities in terms of implementing legal policies and mak-
ing decisions that follow regulation. However, being ethical implies that 
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an individual considers significantly more values than just the minimum 
required in order to be legally acceptable.

One of the most widespread questions concerning ethics is about what 
money can buy, and what cannot be negatively affected by monetary value. 
We can recognize that in practice, in some cases, money-driven individuals 
can be satisfied with monetary benefits, and they can put aside ethics and 
their moral values given the condition that they are secured from being 
caught, or that their action is at least legally aligned. This is critical, as a legal 
activity, even if it not ethical, can be used as an excuse for third-party enti-
ties or in order to satisfy internal awareness and instinct motivation. How-
ever, we must seek to approach what money can buy without involving 
emotions and moral viewpoints during this process. First, the commitment 
to value in terms of money means that an individual’s integrity can be flex-
ible enough in order to be inspired and influenced by money forces. Thus, 
the level of respect that individuals feel can be altered, as an attempt to 
exploit any given opportunity and take advantage of the monetary benefits. 
Trust can be modified as well, because those individuals will consider that 
an action that can generate money is the one that has to be implemented.

Therefore, people relations can be money-oriented, and individu-
als can change their trust levels toward other individuals, depending on 
money-driven values, aiming for more profit. The one who will gain his 
or her trust is the individual who will provide more money. This simple 
rule in the money world can generate a plethora of unethical activities 
because the use of money to gain the advantage of resources and individu-
als is the easiest method to exploit their vulnerable behavior. Accordingly, 
considering the critical role of human resources in business, commitment 
to money can be both a valuable and a disastrous part of daily operations. 
Corporations are established in order to deliver products and services as 
a mean to generate profit, as an essential part of a set of values includ-
ing work conditions and people engagement. Thus, individuals that are 
committed to make money, can be useful in business operations such as 
negotiations with suppliers or consumers, and in terms of the structure 
of corporate monetary policies. Their extended mindset capacity in the 
context of creativity as an attempt to explore methods on how to generate 
value can be very important for organizational innovation and develop-
ment, and vital for corporate sustainability.



38 BUSINESS ETHICS AND RATIONAL CORPORATE POLICIES

However, their willingness to gain more, without moral entity consider-
ation as their primary principle of thinking on decision making, can create 
the conditions of a stressful work environment, in which their monetary 
interests must be satisfied with practices that are against other individuals or 
even the organization they work in. Having a solid work ethic in corpora-
tions generating a huge amount of money and value in general is critical 
against bribery, fraud, and extortion. There are undoubtedly several meth-
ods for violating morals and standards of doing business. At the same time, 
you cannot buy the honesty of an individual, so it is possible to be deceived 
in the name of money. Although a business can adopt policies opposed to 
such practices, human instinct to serve his or her own interests means that it 
is almost impossible to control the overall of such behavior in corporations.

Another important statement is that some people claim that money 
cannot buy someone’s ideas. However, in practice, money can not only 
buy ideas but it can exploit them with unethical practices as well. For 
instance, a startup company is a legal way to translate an idea into the 
corporate world in order to develop scalable business models. Though, 
there are two considerable approaches on this sort of business. On the one 
hand, some entrepreneurs name a new corporation as a startup one, just 
for exploiting capital and funding programs promoted for innovative ac-
tivity because a startup must be primarily characterized by its innovative 
operational mission. Thus, people exploit this wave of investment on in-
novative ideas in order to serve their individual interests, even though the 
established business does not present any innovative characteristics at all. 
Additionally, they do not have any intentions to grow the startup beyond 
the initial scheme, so they attempt to attract investments in the short 
term without securing long-term and large-scale business sustainability.

On the other side, some people build and develop their startup models 
considering business ethics, so they put additional effort to secure sustain-
ability and growth in the long run. Also, they develop ideas into practical 
goods and services, and they consider the feedback in order to validate 
that they follow a critical path of maximizing value, with accuracy, focus, 
and knowledge gain. But, when the commitment to value substitute 
ethics with money-driven forces, this could be disastrous for the busi-
ness models developed. This means that larger corporations may acquire 
smaller companies, such as startup ones, in order to exploit their business 
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model. Though this process confirms that the mission of a startup is ac-
complished, it can have a negative impact as well. Some entrepreneurs buy 
startups and in general other smaller companies and their ideas, patents, 
concepts, and other copyrighted material because they want to prevent 
the development of such goods and services in the name of profit and 
personal interest. For instance, it is unethical but also profitable to pre-
vent the development of a business model that makes the production of 
a good or service more efficient by decreasing its cost, as it could generate 
less profit due to competition forces. Particularly, entrepreneurs would be 
willing to eliminate such models, in order to prevent of being pressured 
to decrease the price of their goods and services due to competition or 
change their business model and operations, while other businesses can-
not exploit those ideas due to the rights that the first has acquired.

The process of silencing ideas satisfies individual interest; however, 
it prevents social growth and well-being given the available resources. 
Hence, it is not about what money can buy and whether an individual is 
capable of exploiting someone’s vulnerability, but it is about how people 
can develop their mindset capacity in the context of ethics, and whether 
they can evolve a compelling character with limited fluctuations. Being 
rational is easy for most people in terms of serving their own interests. 
But, on the contrary, being ethically rational is feasible only if the condi-
tion of objectivity is achieved. Human resources can be objective if they 
are not influenced by personal feelings or other circumstances in con-
sidering various facts. This is a quite demanding procedure and requires 
concrete skills of avoiding being subjective. Thus, making objective judg-
ment is crucial for the implementation of business ethics, while corporate 
policies must include objective terms as well. The commitment to value 
can be translated into a powerful strategic tool, however if you cannot 
distinguish whether you must be subjectively rational, then your commit-
ment and loyalty levels cannot be aligned with moral principles.

Concluding Remarks

Business ethics is associated with human resources, their decisions, and 
behaviors. Achieving success and organizational goals through people is 
a constant challenge for each corporation. Wrongful exploitation such 



40 BUSINESS ETHICS AND RATIONAL CORPORATE POLICIES

as harm, manipulation, or coercion will always exist, hence practitioners 
must adhere to corporate policies that enable individual development 
and enhance the critical role of human resources. There is no universal 
strategy, while a comprehensive plan must consist of the development 
capability of a corporation depending on its resources, particularly in 
terms of implementing moral practices. Employee well-being is a key fac-
tor for organizational success, and corporate policies must be proactive 
against issues that could have negative impact on work climate, such as 
harassment or discipline. This includes the promotion of education as a 
vital practice to increase the moral mindset capacity of human resources. 
This is feasible through a variety of educational channels, and this process 
could be catalyst as an attempt to cope with the commitment to value. 
Money-driven individuals can be proved as a critical factor for the down-
turn of a corporation, and efficient business models must be developed 
rather than silenced.



PART II

Moral Organizational 
Development

This part deals with some of the most important business ethics instru-
ments, such as corporate social responsibility, the code of ethics, the 
agency theory, and the aspects of leadership and management. It describes 
the fundamental features that associate the characteristics of human re-
sources to business ethics and moral practices, it examines the ethical 
dimensions of different types of administration and employers, it pro-
vides a moral compass for the role of individuals in the corporation, the 
concept of an ethical business philosophy through a rational corporate 
social responsibility, and it clarifies what is a moral attitude in the context 
of individual well-being.

Ethical corporations treat people with respect, honesty, meritocracy, 
and integrity. This is very important as an attempt to keep promises 
and high commitment levels while implementing the business plan and 
achieving organizational goals. Business ethics is concerned not only with 
internal corporate operations but also with external interconnections, 
such as interactions with consumers, investors, and government.





CHAPTER 3

Rational Corporate 
Responsibility

The word “responsibility” refers to the state or fact of having a duty to deal 
with something or of having control over someone, as a state or fact of 
being accountable and the responsible for blaming when something hap-
pens. “Corporate social responsibility is the notion that corporations have 
an obligation to constituent groups in society other than stockholders and 
beyond that prescribed by law or union contract” (Jones 1980, 59–60). 
Business ethics are interconnected to the dimensions of corporate social 
responsibility (CSR). This implies that the decision makers of a corpora-
tion are authorized to take actions, considering the well-being of indi-
viduals and the good of society, in order to achieve organizational goals.

CSR is a corporate dimension of actions that takes account of the 
social, economic, legal, ethical, and environmental impact of how an or-
ganization operates (Table 3.1). The latter as an entity, or in other words 
as an artificial corporate individual that is legally created, is responsible 
for the rationale of corporate policies, in the context of the integration of 
moral corporate systems, the implementation of legal requirements, and 

Table 3.1 Corporate responsibility framework

Core responsibilities Societal responsibilities
• Secure a sustainable business 

environment.
• Be profitable and create value for both 

employees and stakeholders.
• Provide goods and services with 

accountability and secure business 
standards.

• Implement policies according to law 
and regulation.

• Produce healthy goods and services and 
do not harm.

• Consider societal and environmental 
needs and modify business outputs 
accordingly.

• Support societal values, ethical codes, 
norms, and principles.

• Do moral philanthropy, not philanthropic 
marketing.
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the overall consistency of its procedures. Sustainable corporate policies 
emphasize that corporate responsibility must be a top priority under all 
business functions. Moral actions are directly associated with corporate 
sustainability. Regarding an approach of mutual enhancement of respon-
sibility, the more the corporation is responsible, the more the individu-
als become responsible and vice versa, while finding a balance between 
corporate culture and individual behavior is critical (Constantinescu and 
Kaptein 2015). The broader range of obligations that corporations have 
toward society beyond maximizing profits is embedded in the conceptual 
framework of CSR.

Organizations must operate by securing long-term economic perfor-
mance by avoiding short-term social and environmental wasteful behav-
iors (Porter and Kramer 2006). Indeed, many corporations ignore their 
social obligations, stating that these are not of their business responsibili-
ties. However, successful corporations need a general system of develop-
ment in terms of education, innovation, health care and the consideration 
of people needs, and fair treatment for individuals as an integrated and 
not distinguished part of a healthy society. Only then the workforce could 
be productive, motivated for work, and devoted to organizational and 
personal goals. Hence, CSR is the process of applied ethics that a business 
must consider in order to serve social and corporate expectations.

There is a distinct relationship between the corporation and its poli-
cies with the issues concerning the society in which it operates. For in-
stance, the emergence of multinational corporations led them to include 
in their CSR programs a global corporate citizen philosophy (Cacioppe, 
Forster, and Fox 2008), as there are factors that have strong worldwide 
impact, such as concerns about the global environment. A corporation 
must be aligned with law, financial and other government regulatory, 
supply chain and pricing practices, have transparent procedures ruled 
by internal and external supervisors, be able to give equal opportunities 
to everyone, provide safe working conditions, have fair compensation 
policies and rewards, develop policies on diversity and discrimination, 
demonstrate procedures regarding privacy and data management while 
handling rationally the products and obsolete items.

Also, it must have an enhanced environmental awareness such as for 
recycling, waste, energy and water usage, emissions, and utilizing natural 
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and technical resources. Corporations must develop strategic motives as 
they are crucial for adopting an environmental CSR focus (Babiak and 
Trendafilova 2011). However, integrating corporate and social needs 
under the same policy program needs more than an agent’s or a share-
holder’s good intensions. Being ethical toward society is a continuous and 
very demanding process. Practitioners need to prioritize corporate needs 
and place them harmoniously into social expectations. They must choose 
which social issues to focus on, while not ignoring the other they cannot 
focus due to their position or available resources. Value-driven manage-
ment and leadership are associated with both economic efficiency and a 
great number of ethical values. Morals are not only subject of internal 
behavior but they also reflect the ethical identity of the organization to-
ward society and other entities. Hence, it is essential for a corporation to 
develop a moral vision, related to shared values and perceptions.

For instance, corporate philanthropy is a significant start, but this 
is not enough as an attempt to be characterized as a social contributor. 
Corporations and their people must behave with ethical commitment for 
improving general quality in a community. Thus, if the corporate policy 
is to set high prices to its goods and services, to maximize financial return, 
and then to promote and implement social responsibility programs, this 
process can be criticized from rather different perspectives. Some people 
may want lower prices on goods and services, as an opportunity to offer 
help and philanthropic actions to other entities by themselves. On the 
flipside, other people may need to centralize social responsibility behavior 
by giving large companies in private sector the authority to do such activi-
ties, even if the cost for this process is higher price tags of the provided 
goods and services.

In any case, corporations must develop their policies in the sense of 
fairness and meritocracy, considering the rights of others. If the resources 
of a corporation are not enough to implement CSR programs, then policy 
makers must find ways that do not require spending money at all. For 
instance, companies with low budget can make decisions and operate 
in a way that does not harm others, so without additional cost they can 
have a moral CSR program. Indeed, most businesses around the world 
are preferring this kind of action to deal with their social image. Most 
people are waiting from larger corporations to develop and implement 
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social programs, thus entry-level and medium enterprises usually avoid 
applying such practices, as they feel unable to provide a comprehensive 
and sustainable policy. But, by avoiding corporate moral obligations in 
the name of cost or other factors, it makes some businesses present a de-
creased sense of ethical awareness.

Given the multidimensional demands of the society and human be-
ings, it is impossible to fulfill each desire. Corporations and their policies 
should not attempt to create lists of community desires, in a short-term 
base, unless there is a current need or situation that their help could be 
critical, thus they must present flexibility. Instead of temporary policies, 
CSR programs must have a vision for the future. Policy makers must take 
actions that are aligned with law and ethical minimum that is regulated 
with common rules by the community or government. At the same time, 
they must develop a wide range of activities, in terms of seeking solutions 
to broader societal issues, such as health improvements in the context of 
human well-being, support a precautionary approach to environmental 
change, or actions against unfair low wages, poverty, and the spread of 
discrimination in the work environment. Hence, it is essential to comply 
with laws and regulations, it is critical to make strategic and rational deci-
sions beyond legal duties, while it would be great if a corporation has the 
resources needed to develop programs that support the local and broader 
community in which they operate as a set of practices that promote and 
implement enhanced corporate moral obligations.

Responsibility Defined

The implementation of a CSR program could be characterized as a pro-
cess of dealing with conflicting interests. This indicates that practitioners 
must cope with rather different approaches on business ethics and morals 
of a given community as an attempt to develop policies to approach a 
balance point that it is fair for all the involved parties. Therefore, before 
moving to the next step of applied CSR activities, it is essential to develop 
a comprehensive method to explore what actions are required in the con-
text of ethics and social responsibility, how the corporation can support 
and develop such activities and with what resources, evaluate the impact 
of the program toward both the organization itself as an entity and the 
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community in which it operates, and finally explore how it is possible to 
retain the implementation of such ethical activities. In other words, it is 
necessary to define the level of corporate responsibility toward other enti-
ties and develop procedures in order to implement such strategies.

CSR is measured by following a business organization’s configuration 
in the context of principles of social responsibility, processes of social re-
sponsiveness, and outcomes of social responsibility (Hopkins 2005). Al-
though there is no universal set of specific guidelines to define the CSR 
level, policy makers can develop such activities through a process of ques-
tioning about a series of crucial issues. At first, it is important to consider 
corporate annual turnover, the organizational structure and needs, the 
number of employees and their rights, and the position of the corporation 
within the industrial sector. This is critical as CSR programs can record a 
wide range of practices to implement, as the corporate size, financial con-
dition, available resources, and human capital in the context of generating 
ideas and participating in such activities can be well diversified between 
rather different corporations.

Then, it is important to address the motives and reasons for the cor-
poration and its people to engage in CSR policies. Given the available 
resources, corporate policies can be developed in such a way to serve ra-
tionally both corporate mission and society expectations. A corporation 
cannot exist as an autonomous entity and ignore the needs and expecta-
tions that other individuals and entities have toward the corporation as 
a member of a community. Similarly, the latter cannot overlook the fact 
that corporations are established in order to serve their own interests as 
well, as shareholders take the risk of investing capital as an attempt to 
develop wealth and make profit from the value that corporate resources 
and outputs can generate. Thus, practitioners must explore the alterna-
tives, evaluate the expectations from different points of view, make critical 
decisions in terms of the volume and degree of CSR engagement, and 
conduct a set of activities that are sustainable and valuable for both cor-
poration and society.

At this point, it is vital to mention the reasons that make a CSR pro-
gram valuable. Individuals, in the name of a corporation as a legal entity, 
can develop their responsibility level and moral awareness as a process of 
increasing their ethical norms and making the existence of the corporation 
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important for the society and people in general, and not only for money-
driven individuals. This process can improve financial performance as 
well, while the commitment levels can be enhanced alongside with the 
brand value and corporate reputation. An effective CSR program can re-
duce operating costs and increase productivity because conducting such 
a policy attracts investors and long-term partnerships, while the corpora-
tion can secure good relations with the communities and the government. 
This makes the corporation more sustainable than before, they exploit 
and increase their competitive advantage, and it enables them to be as-
sociated with additional reputation channels, such as making the brand 
name as the corporation standard in the industry. This can be insightful 
for other smaller, similar, or even larger-size companies, while individuals 
will be willing to be part of a corporation with this level of commitment 
and engagement.

Thus, the legitimacy of a CSR program can be indicated through the 
code of ethics, the public responsibility through activities including job 
creation, contribution to innovation, and regulation compliance, while 
corporations must develop mechanisms to review social issues relevant 
to them, evaluate internal issues such as industrial relations and poli-
cies, and generate responsible outcomes in terms of social contribution. 
Hence, the process of questioning provides practitioners a guide on what 
issues are most important for the corporation and the community, aim-
ing at the creation of a solid, ethical, and fair CSR set of activities. De-
fining the responsibility of a corporation through critical questions on 
important issues can be described as a process of internal interview. The 
difficult part of this process is to be morally fair and honest in order to 
report not what you would want to answer, but what happens in prac-
tice. For instance, among the most critical questions is about the case 
of employee layoffs. Reporting the causes for these reductions with fair 
treatment to workers is vital, as practitioners must identify their respon-
sibility when they substitute people for reasons such as the profit, rather 
than skills or other conflicting interests. The establishment of rational 
corporate policies means that practitioners recognize their actions in a 
fair manner, and then alter their behavior in order to implement prac-
tices characterized by meritocracy, fairness, and consistency with respect 
to CSR reporting.
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Accordingly, as individuals have their own portion of responsibility, 
the level and volume of employee involvement in corporate decision-
making procedures is crucial. In terms of labor relations, employee in-
volvement shows whether corporate policy and decision makers consider 
employee voice, which can be translated as an important part on devel-
oping corporate responsibility activities. The latter do reflect not only 
the brand image toward the external environment but also the practices 
within its internal environment and workplace.

Practices such as to enhance health and safety policies in the workplace; 
treat employees fairly in terms of work hours, compensation, and benefits; 
provide training and skills development; respect for multicultural individu-
als, minorities, and diversity; provide individuals with fair opportunities; and 
generally to serve the needs of employees are very important CSR activities. 
Pretending to be a moral employer and at the same time treating internal 
issues with unethical methods is two times more unethical than trying to be 
moral when the resources available are not enough to implement practices 
for external activities. In other words, business ethics has its initial point of 
reference on internal procedures, and this leads to present an ethical set of 
activities to the external environment as well. For instance, when a corpora-
tion invests to increase the use of renewable energy sources in terms of energy 
efficiency for its own operations or the level of recycling and reuse, this can 
be a positive CSR activity for both the internal and external environment.

Therefore, is it possible to conceal an internal corruption or bribery 
issue as an attempt to avoid responsibilities? Is it possible to receive dona-
tions by a third-party entity in order to not unveil an unethical practice 
or report it to authorities? Is it possible to set profitability as a priority 
above all other considerations, such as health and safety of employees and 
consumers? Indeed, many corporations cannot satisfy the above ethical 
requirements in the name of decreased available financial resources, or 
avoid taking responsibility by blaming specific individuals for their un-
ethical behavior, such as members of the management. For this reason, it 
is essential to develop rational corporate policies and codes of behavior, in 
order to be able to identify who is responsible, and what procedures will be 
implemented to eliminate such behaviors and practices. These procedures 
must be shared through all internal corporate communicational channels 
as a process to define ethical subjects and enhance corporate values.
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Policy makers are responsible for developing a series of essential guide-
lines to promote important ethical principles. In practice, there is a vital 
relationship between the corporation, the society in which it operates, 
and the government. This implies that governmental intervention can 
be a determining factor on developing CSR programs as business initia-
tives must adhere to legal requirements and rules by following the highest 
international standards. At the same time, people forming a community 
can have strong impact on corporate decisions, as they are consumers, em-
ployers, suppliers, or other professionals. Additionally, human resources 
have a fundamental role in business activities. They are responsible as in-
dividuals or as a team toward a wide range of issues concerning corporate 
activity. Hence, unethical practices could mean that consumers would 
stop buying your goods and services, potential employees would not be 
willing to be part of your company, while current workers would want 
to leave, suppliers would lose their trust and withdraw any financial con-
nections with the corporation, and other professionals would not want to 
associate their name and career with such unethical corporate practices.

Therefore, it is very important to retain a balanced and multidimen-
sional relationship between businesses as legal entities, communities as 
potential human resources and consumers, and governmental regulation 
as a strong and ultimate element of controlling corporate behavior in the 
context of specific legally and morally acceptable principles. Social issues 
cannot be underemphasized. Economic prosperity cannot be the one and 
only mission of a business. Furthermore, environmental protection is not 
the only important issue in terms of social responsibility. It is impossible 
to secure growth through implementing practices for the environment, 
while you have exhausted human resources providing them with un-
healthy and unpleasant work conditions. Also, it is not possible to believe 
that social issues can be handled better through private initiatives and 
corporate programs alone than governmental intervention. Inevitably, 
corporations, government, and society must cooperatively work, develop 
an ethical system of common values, exploit resources more efficiently, 
and serve the interests of all parties involved by approaching a balance 
point between conflicting issues and interests.

Moreover, practitioners must consider the trends and insights of 
each era and make principles that can be changed when the beliefs or 
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implementation methods evolve. This flexibility gives the opportunity 
to adopt changes more efficiently than retaining principles that are not 
aligned with new practices and needs. Either it is a major or a minor 
change that takes place due to the developments in the internal or exter-
nal corporate environment; all individuals must be well informed about 
the change. Corporate policies must describe and explain why on an op-
timum level the change is important, what factors are critical to consider 
the change, and how the latter can be implemented through corporate 
practices and operations. The capability to change in favor of societal 
interest or governmental regulation can be a key element of success and 
competitive advantage. Corporations that cannot consider their respon-
sibilities as legal entities are not capable of retaining market share or re-
cording a sustainable path of growth. Issues regarding business ethics can 
generate substantial changes in corporate policies, and decision makers 
must take important steps toward the development of an ethical set of 
principles.

Ethical CSR Activities

Considering that CSR activities are very important for each organiza-
tion, the main concept behind ethical CSR activities is to associate moral 
awareness with traditional and emerging social needs. Starting from the 
corporate workplace, rational corporate responsibility extends up to the 
general market, the community within which it operates, and the envi-
ronment. Hence, corporations develop their virtue ethics as a normative 
theory of ethics that mentions an individual’s character to be the primary 
subject of moral judgment. Thus, virtue, as a character and thought attri-
bute that allows an individual to achieve the implementation of morals, is 
responsible for the development of corporate policies that influence moral 
behaviors within and outside the range of operations of an organization.

A corporation cannot be characterized as virtuous unless its people 
present a strong moral behavior and attitude. The critical role of the 
human factor is the protagonist of corporate policies, as the workforce 
from the entry level up to the top level is responsible for creating, de-
veloping, integrating, and reviewing corporate socially responsible be-
haviors. For instance, Aristotle argued that the virtues were acquired 
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gradually by practice and laid down by long education, while by the time 
an individual reaches the middle age, it is very difficult to radically change 
his or her orientation. Thus, achieving responsible business practices 
through rational policies implemented by human resources can be done 
with strong internal communication and training programs, focusing on 
ethical awareness, while the corporation, as an entity, produces goods 
and services efficiently and serves the needs of consumers. “A complete 
ethic needs to be person-centered and act-focused, dynamic as well as 
static, developmental and decision-focused, and contextually adaptable” 
( Whetstone 2001, 112).

Limitless growth without considering cost and negative consequences 
to other entities, and the expectation that always there will be room for an 
increase in corporate revenue cannot suggest an ethical corporate policy. 
Organizations must raise their focus on fair and moral consumer treat-
ment by providing products aligned with generally acceptable principles 
on health and safety. Additionally, the supply chain must be developed 
with moral policies, while corporations are responsible for ethical research 
and development. The community in which a corporation operates is 
significantly important, as if the society forms an unethical picture about 
a corporation, then its failure is inevitable in some cases. Hence, it is 
crucial to respect the society, its norms and expectations, its capabilities 
in terms of education and skills developed, such as the existence of skilled 
human resources trained by advanced educational institutions, and offer 
fair, transparent, and equal opportunities to people. Corporations, even 
if their activities are international, must support local communities with 
initiatives and moral activities associated with societal well-being and de-
velopment characteristics.

Environmental issues are once again very important, particularly since 
the increased environment awareness of the recent decades, due to pollu-
tion, health, and climate change issues as they emerge. Global warming 
is about the rise in average global temperature due to the impact from 
forcing mechanisms such as concentration of greenhouse gases in the at-
mosphere and solar activity. Greenhouse gases, such as carbon dioxide, 
methane, and nitrous oxide, occur naturally in the atmosphere, but also 
as a result of human activities such as fossil fuel use, deforestation, waste 
of resources, and agriculture exploitation. This implies that corporate 
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policies must develop climate adaption practices, aiming at managing ra-
tionally natural resources, protecting ecosystems, and adjusting activities 
in such a way to cope with the consequences of climate change.

Exploiting ethically natural resources is critical for each organiza-
tion and being environmentally friendly must be a top-priority policy. 
Climatic variability has always been a condition of survival for species. 
Human beings are not an exception. Responding to climate change re-
quires local, regional, national, and international responsibility in terms 
of actions. Policy makers must understand and analyze the social environ-
ment in which the corporation operates and identify the areas in which 
corporate activities might improve environmental value. Also, as climate 
and environment in general record an unprecedented pace of change, 
policy makers must consider the feedback of corporate activities, and 
develop strategies on how these could be more rational than previous 
implementations, achieving higher levels of environmental and corporate 
performance.

CSR activities must be measured and evaluated, considering their ef-
fectiveness toward the organization, human resources, and the environ-
ment in which they operate. For instance, following the Great Depression 
of 1929 and the subprime lending crisis in 2008, the governments and 
global institutions have increased the level of rules and law coverage over 
corporate practices. Consequently, organizations focus on environmen-
tal protection, on the development of a comprehensive code of conduct, 
on programs about health and safety, as well as on activities on charity 
and the general support of the community. Therefore, moral corporate 
policies cover environmental and economic issues, the responsibility of 
producing goods and services according to regulations and law, and most 
importantly the employee rights and labor practices in terms of the devel-
opment of a sustainable work environment.

For instance, the International Organization for Standardization 
(ISO) has published a guide under the term of ISO 26000:2010 covering 
different aspects of social responsibility (ISO 2010). Implementing such 
framework can enhance the corporate competitive advantage, its reputa-
tion, and the ability to bolster its employees’ morale and commitment, 
corporate productivity rates, and its relationship with consumers, sup-
pliers, shareholders, governments, and community in which it operates. 
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Particularly, the principles of social responsibility include accountability, 
transparency, ethical behavior, and respect for stakeholder interests, the 
rule of law, international norms of behavior, and human rights. There-
fore, recognizing the subject of social responsibility activities is crucial, 
as it affects the general organizational governance, in terms of work en-
vironment, labor practices, fair operating practices, and policies on the 
environment, employee involvement, and community.

Moreover, policy makers employ different approaches on how to 
conduct a set of guidelines in order to promote ethical CSR activities. 
Indeed, financial performance, labor relations, and the impact of corpo-
rate practices toward society have been always a challenging process for 
policy makers. Thus, the implementation of a rational package of policies 
eliminates any inconvenience in terms of being associated with unethical 
corporate practices. This suggests that the actions taken to ensure adher-
ence to ethical corporate policies are very important for each sector and 
business industry.

Practitioners must not ignore and undermine human rights, while 
the product itself is similarly essential to consider. Corporate policies on 
product hazards and consumer complaints must be developed in such a 
way that respond to consumer demands and the society. It can be stated 
that corporation’s willingness to take responsibility on a specific issue does 
not mean that people will accept that as a fact, in terms of ignoring the 
issue and its consequences. Undeniably, some corporations may take ad-
vantage of their size and volume of operations, particularly for multina-
tional companies in order to make the community forget the unethical 
practices. However, a moral thinker cannot be satisfied with this policy. It 
is impossible to implement strategies of avoiding your responsibilities by 
exploiting other’s vulnerability.

The effectiveness of CSR activities on decreasing or eliminating the 
level of unethical and unlawful conduct in an organization cannot be 
measured only with raw data and key indicators. Instead, the efficiency 
of implementing strategies and corporate policies that have ethics as their 
core procedure can be visualized as the creation of an ethical work cli-
mate. Though the societal culture as a very powerful factor that influences 
the behavior of individuals, the work environment can be even greater 
in terms of developing a strong relationship with individuals. Some 
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employees may be more susceptible to the influence of corporate policies, 
while others may have solid sensitivity and cannot accept the change ef-
fortlessly. Therefore, there is no common procedure to identify the level 
of commitment on CSR programs, but at the same time, corporate poli-
cies can be a dominating factor for shaping new thoughts and perceptions 
for individuals and entire communities.

Hence, the epicenter of the establishment of such programs is the 
argument against illegal behavior. This is a priority for each corporation, 
as it has legal consequences not only to the individual who act illegally, 
but also to the organization that the practitioner represents toward the 
consumers, suppliers, shareholders, community, and government. Thus, 
regular ethical courses and in-depth analysis wherever individuals cannot 
directly realize the impact of their activities is very critical for a successful 
CSR program.

Loyalty toward the ethical principles and procedures of the corpora-
tion means that no one is authorized to act unethically, even if the behav-
ior stems from a high-level executive. Individuals must follow an integral 
concept of behavior, in terms of acting morally because they want to, and 
not because they are forced to do it. With honesty and respect, corporate 
policies can develop individual mindset capacity in the context of eth-
ics, and consequently create a healthy corporate environment in which 
individuals want to contribute the most, while they raise concerns for the 
other employees, the corporation as an entity, the environment, and the 
society in which they belong and operate.

Moral Employer Brand

Building an ethical corporation and employer brand signifies that corpo-
rate policies must develop a set of qualities, attributes, and ethical con-
siderations that make the corporation an important and valuable part 
for society and responsible to all the other entities. The brand is the core 
component of a corporate’s reputation, while there is a clear link between 
the latter and ethical branding (Fan 2005). Thus, it is important to ana-
lyze corporate goals, the procedures that are required to create an efficient 
and moral working environment, the capacity of opportunities that the 
organization can provide to local, regional, national, and international 
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resources, and the terms and conditions of employment that it offers. 
Concerning the above conditions, corporate policies must create a moral 
brand image of the organization that the employees, shareholders, and so-
ciety accept through the time. The brand is not only a status of reputation 
for a business. A moral employer has a series of benefits, such as claim of 
a larger marker share, attraction of best human resources, better negotia-
tions with suppliers, and the creation of a multidimensional channel of 
partners and loyal consumers.

Creating a moral employer brand is not easy. Policy makers must ana-
lyze what society and human resources expect from the organization and 
consider their needs and wants in order to provide better opportunities. 
Undeniably, corporate climate and its core values can have a significant 
impact on individuals and their perceptions. Particularly, CSR initiatives 
and policies can shape employee perceptions and affect employee com-
mitment and motivation (Collier and Esteban 2007). Hence, it is im-
portant to build an environment that enhances fairness and meritocracy, 
by providing human resources a trustworthy relationship of development 
and excellence. At the same time, these core values of the organization can 
have a strong impact on the society in which the corporation operates. 
Therefore, it is essential for each corporation to develop policies that pro-
mote human rights, environmental activities for the common good, and 
bolster people’s potential to perform better and achieve personal goals.

Moral employer brand, as a concept of CSR and reputation manage-
ment, is crucial for the development of business ethics. Indeed, there is 
a positive relationship between perceived CSR and reputation, as well as 
between employer brand perception and reputation (Verčič and Ćorić 
2018). Practices employed by corporations aimed at improving the view 
of other entities, such as the public perception of a local or wider com-
munity, and the beliefs of consumers, employees, investors, and business 
partners. Communicative activities through extended marketing plans 
and events related to the public relations department of an organization 
cannot create a positive attitude toward the corporation unless the latter 
presents moral values.

Covering unethical practices by promoting positive reputational man-
agement is a process that can decrease the real value of a corporation. 
Reliability, trustworthiness, and validity are not perceptions that can be 
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developed instantly, or just by implementing a great communicational 
strategy. For instance, in the context of trustworthiness, values such as 
honesty, integrity, transparency, loyalty, and the process of keeping prom-
ises are essential for the development of a moral individual, and conse-
quently for the development of a moral employer brand. Loyalty from 
employees, consumers, community, and other interested parties can be 
developed only in a way that the corporation implements strategies of mu-
tual respect, considering other entities as part of the core CSR program.

Business history shows that corporations can have a disastrous down-
turn if people do not recognize their unethical side on practices, such 
as providing consumers products and services that are harmful for their 
health or treat employees without considering their values and needs. Par-
ticularly in times of crises such as the 2008 financial crisis or the 2020 
pandemic outbreak, corporations have seen an extended focus on active 
reputation management, even though at the same time, their employees 
may have psychological issues due to exhausting work conditions, while 
in some extreme cases the weakest employees may lead themselves even to 
suicide. This is a reality, and since the mass production becomes a common 
practice in the entrepreneurial world, and because of the ever-increasing 
competition in the global economy, some corporations completely ignore 
their core mission on values and ethics, putting financial performance as 
their only priority without considering the consequences of their prac-
tices to other entities and to the society in which they operate.

Therefore, the suggestion that corporations are ethically acceptable if 
they are legal can lead to wrong perceptions. Indeed, corporate policies 
must be rational and moral. This demonstrates that an effective strategy 
about moral employer brand development must include practices of fair-
ness and meritocracy. The spectrum of such practices must be morally 
associated with each corporate operation. A good reputation that has its 
roots to unethical and misleading information is not acceptable. A moral 
thinker must recognize that the problem is not the possibility of the wide-
spread of a scandal, but the scandal itself. We care what other individuals 
think about us, and this is a totally unintentional process. People tend 
to compare situations considering a wide range of different conditions 
and criteria, and then form perceptions about specific issues that they are 
interested at. Also, some corporations may believe that by staying silent 
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about topics such as work climate and employee well-being or environ-
mental care, they can avoid any bad reputation development. However, 
this practice cannot be evaluated as acceptable by a rational and ethical 
organization. Policy makers cannot ignore the reality, they must not put 
aside ethics for the best of the interests of some individuals or entities, and 
they should increase their moral capacity in the context of influencing 
other individuals to ethical behavior, on the level that they are capable of.

Building a corporate identity of ethics and making a company socially 
responsible require a set of flexible and solid core values based on the moral 
entity consideration principle. If a policy maker attempts to copy corporate 
policies of other brands, the result will not be as much as efficient as an 
original strategy. Additionally, common standards on corporate regula-
tory controlled by public authorities are essential to exist; however, this 
process cannot ensure a universal implementation of common policies 
because of rather different corporate characteristics and resources, thus 
whether a corporation is capable of adhering to these standards. When 
an organization proceeds with the announcement that its core policies are 
aligned with international standards over a specific concern, this does not 
necessarily mean that the corporate practices are entirely ethical.

A corporation must cope with unethical or even illegal behavior on 
the part of its employees or executives. Individuals have their own per-
spective on ethical dilemmas in the workplace or in their personal life. 
Thus, though policy makers are not authorized to control any aspect of 
individual’s personal life, as people are responsible for their behavior in a 
community, corporate agents are responsible for the level of ethical aware-
ness that the employees present within the context of work environment. 
This indicates that corporate policies must include a variety of activities 
for transferring and promoting moral thinking and practices to everyone 
in the workplace. In response to this, practitioners must formulate codes 
of conduct and communicate multidimensional moral guidelines, such 
as conducting internal ethical audits. Also, they must provide employees 
seminars and knowledge sessions on how to become a moral thinker, and 
how to behave ethically, not because they must due to corporate policies 
or social norms, but because it must be due an internal process as an at-
tempt to be a valuable part of a community.
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Concluding Remarks

Business ethics is interconnected to the dimensions of CSR, divided 
into the core and societal responsibilities of a corporation. The moral 
actions of the latter are directly associated with organizational sustain-
ability, which entails to a broader range of obligations that corporations 
have toward society beyond maximizing their profits. Being ethical is a 
continuous and very demanding process. Practitioners need to prioritize 
corporate needs considering a variety of factors in the context of their 
internal and external environment. Policy makers must take actions that 
are aligned with law and ethical minimum, while given the available re-
sources, human capital, and organizational size, corporate policies can be 
developed in such a valuable way to serve rationally both corporate mis-
sion and society expectations. This conveys how a moral employer brand 
can be formed, and how you can build loyalty, trust, integrity, and values, 
instead of covering unethical practices.





CHAPTER 4

Managing Ethical Behavior: 
Ethical Code

The presence of human activity in a corporation can be conceptualized as 
the quality and quantity of its behavior in the context of its contribution 
to the operations and outcomes. This is a complicated and very demand-
ing process for human resources, based on behavioral science knowledge, 
while Jones (1991) highlighted that there is a negative link between moral 
intensity and attributions of responsibility. People think that their ac-
tions are less accountable, and they cannot understand the level of their 
responsibility. Therefore, the establishment of a code of ethics implies 
that members of a group such as an organization must comply with the 
code in order to remain part of the group. The need of a code of conduct 
is as necessary as in social life for development both in society and busi-
ness (Lee 1926). The use of a code of ethics extends beyond professional 
environments, and it generates a crucial impact on the society in general.

Ethical principles and codes of conduct have never been evolved 
enough to prevent professionals from developing additional ways of han-
dling ethical conduct of behaviors. Indeed, it is impossible to claim that in 
modern world business ethics cannot be evolved anymore, as they reached 
the limit of ethical consideration. In practice, while human capital evolves 
its mind capacity and ways of thinking, business ethics and morals in 
general are being developed as well. Various changes in moral values are 
becoming fundamentals in codes of conduct once they become essential 
for doing ethical business. Hence, it is critical to retain a development 
pace on moral principles in order to consider the behaviors and needs 
of each era and its societal characteristics. For instance, Schwartz (2002)  
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indicates a set of six moral standards including trustworthiness, respect, 
responsibility, fairness, caring, and citizenship as a guide to construct 
a code of ethics by which corporations can be ethically audited for 
compliance.

Burton and Goldsby (2009, 146) claimed that “an action can be mor-
ally obligatory, morally forbidden, or morally permissible.” Obligatory 
actions are those that are morally right to do, and wrong not to do, while 
morally forbidden actions are those that are wrong to do and right not to 
do. Morally neutral actions, such as permissible actions, are those where 
any option in a situation will not violate the moral standard. In order to 
challenge with the above conditions, organizations have a written code 
called a code of ethics that governs standards of professional conduct 
expected during corporate governance and employment relations. This 
ethical code is meant to provide guidelines and fundamental principles 
for desired behavior by human resources in a corporation. Though it is 
impossible to guarantee the implementation of the code of conduct, the 
existence of this element does not mean that an organization is ethical 
and morally acceptable by its internal and external parties of interest. Ei-
ther the ethical code consists of just one paragraph or multiple pages, the 
fact that it exists cannot retain a moral profile for the corporation.

As a sum of rules and procedures that specifies what each human 
in a business should and should not do in rather different situations, a 
code of ethics cannot predict future challenges, such as advanced technol-
ogy integration. Thus, codes in themselves are inadequate in addressing 
complex ethical issues generated by interest conflicting and the rather 
different perceptions and values of individuals. Furthermore, even if most 
employees perceive the code of conduct, one individual is usually enough 
to break this chain of moral culture and cause a series of conflicts. There-
fore, corporate policies must be well developed and designed in order 
to be implemented fairly and equally by all members. This implies that 
members of an ethical organization must respect corporate policies, work 
relationships, diversity, confidentiality and privacy, internal and external 
law environment and requirements, and be honest with each other. Dem-
onstration of commitment to a professional level is a constant challenge, 
and practitioners must not have the authority to exploit other individuals 
and their needs.
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Professional behavior is governed by the moral principles and values 
of the corporation, which may or may not be embedded in a code of eth-
ics. Moral entity consideration must be a prioritized principle for people 
in corporations and business practice. This indicates that businesspeople 
must consider the rights of other individuals; the principles of social and 
natural justice; and the need to achieve equity, meritocracy, fairness, and 
consistency in managing behaviors. Employment decisions can be very 
difficult. However, practitioners must increase their moral capacity at the 
level at which they can adopt flexible policies and implement the code 
of conduct on each occasion. As explained in a previous chapter, moral 
thinking is crucial to influence individuals behave ethically. Professional-
ism in the corporate world means acting in accordance with ethical stan-
dards and principles, which governs how people should behave in formal 
or even informal situations.

Therefore, organizational ethical codes provide policies, procedures, 
guidelines, and rules on what is a moral behavior. This set of principles is 
expressed in a code of business ethics, which is also called code of business 
conduct. It is both a general and specific reference point in terms of how 
to be moral and act ethically. Thus, it includes details about organiza-
tional ethical values and standards, promotes commitment, describes the 
critical path as a guidance of how this can be achieved through fair cor-
porate policies, and identifies additional supporting rules that enable the 
implementation of business ethics, such as a harassment policy, a bullying 
policy, an employee voice policy, or a behavioral reward policy.

The main purpose of a code of conduct is to embed a set of ethical val-
ues into organizational procedures, strategies, and practices by supporting 
ethical behavior providing guidance on how to make moral decisions that 
are compatible with the organization’s ethical standards. Hence, ethical 
codes can be considered within the context of an organization’s culture 
(McNutt and Batho 2005), as it shapes a corporate climate of integrity 
and fairness to facilitate a sustainable business. The existence of a strong 
ethical code can minimize risks in terms of consistency and enhance trust 
levels among people, as well as their contribution at an organizational, 
social, economic, and environmental level.

Though it is not possible to have a universal morally neutral definition 
of a moral problem as it depends on various approaches (Morris 2004),  
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the code of ethics as part of corporate policies must be straightforward, 
clear, transparent, and must promote integrity. It can be divided into 
parts, chapters, articles, and paragraphs, such as the scope of code of con-
duct, professional behavior and competence, corporate ethical standards 
and principles, a declaration of interests, procedure for conflicts of in-
terest, moral collegiality and discretion, principles regarding individual 
and corporate integrity, transparency policies, and the application of the 
code (Table 4.1). For instance, it can mention that you should, as an 
employee and member of the organization, base resourcing, training, de-
velopment, evaluation, promotion, and termination decisions on quali-
fications, performance, and business considerations, or make it clear to 
not discriminate other people according to sex, gender, race, age, marital 
status, and ethnic origin. It can provide individuals with warnings about 
harassment, abuse, or lack of respect and consideration as unacceptable 

Table 4.1 Code of ethics statement

Code of Conduct

Article 1: Scope
This Code of Conduct shall apply to the employees of the corporation.

Article 2: Principles
• Put loyalty and fairness to the highest moral principles.
• Be honest and respect other individuals and entities.
• Conduct business in compliance with law.
• Comply with safety, health, and security regulations.
• Do not make discrimination and immediately expose such incidents.
• Follow directives of supervisors.
• Provide products and services of the highest quality.

Article 3: Procedure for Conflicts of Interest
• Avoid any situation that may give rise to a conflict of interest between two or more 

individuals and/or entities.
• Comply with regulation regarding financial interests.
• Pay for unlawful purposes and bribe are prohibited.
• Expose corruption as soon as you become aware of it.
• Do not propagate false or misleading information.
• Corporate authorities shall take any measure they consider appropriate in the light of 

the information referred.
• Employees are personally accountable for their duties.

Article 4: Application of the Code
Corporate authorities shall ensure proper application of this Code of Conduct. Employ-
ees shall inform authorities in a timely manner if they have doubts regarding the appli-
cation of this Code before acting on the matter relating to which the doubts arise.
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behaviors that are not tolerated in the workplace, promote rules fostering 
an ethical, loyal, fair, and healthy working environment, with respect on 
the dignity of the individual, and mention that employees shall dress in 
business attire.

Moreover, it can include a statement in order to seek development 
and employ more efficient and economical methods for getting tasks 
accomplished. Also, it can distinguish personal from corporate benefit 
by mentioning that employees must not use corporate property and re-
sources for personal benefit. Similarly, the code of ethics should include 
rules to maintain confidentiality of records and clearly not use any infor-
mation coming to employees confidentially as a means for making private 
profit. Finally, it must be noted as a core rule to behave and perform your 
duties as an employee with independence, integrity, discretion in compli-
ance with corporate rules, while everyone must perform assigned duties 
to the best of their capabilities.

In any case, the development of a code of ethics is not limited to cer-
tain rules and guidelines, thus policy makers can conduct the code of eth-
ics that is most suitable to the corporate mission and goals. Furthermore, 
implementing an international ethical code is quite challenging, particu-
larly for multinational corporations dealing with international markets, 
cultures, and globalized competition. Indeed, the code of ethics should be 
based on simple, universal values (Smeltzer and Jennings 1998); however, 
this is not possible due to a plethora of conditions. Schwartz (2005) stated 
that the identification of universal moral values is a necessary but insuf-
ficient step in the process of establishing a code of ethics, leaving many 
practical issues unanswered. For instance, values such as respect, responsi-
bility, and fairness can be interpreted differently. At the same time, a code 
of ethics is often insufficient in the context of rather different business 
conditions and challenges. We must recognize that a universal code could 
only exist if it includes flexible general principles on fundamental moral 
guidelines that must be translated and modified into corporate needs.

Over and above, the code of conduct must have a spiritual sense, in 
the name of developing core values and principles that are specific enough 
to influence employees and show them how they are supposed to behave 
as members of the entity. People cannot apply the code of ethics easily, 
as it is a process that has many dimensions. Particularly, business ethics 
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principles usually illustrate a narrow set of issues, as an attempt to cover 
main core values, instead of moral obligations on each business segment 
and operation. It is almost impossible to address each aspect of business 
ethics. Thus, it is recommended to give guidance and directions based on 
moral entity consideration. In other terms, the code of conduct supported 
training of individuals to increase their moral thinking capacity and em-
bedded corporate culture within their daily behavior.

Since there is no universally agreed ethical framework on how to be-
have morally, different situations require personal evaluation of the indi-
vidual. The latter’s decision and judgment involve choices that may have 
a strong impact on other entities. Hence, moral judgment as a process 
of thinking is concerned with attitudes and personal insights, instead of 
common rules and practices. In light of this, corporations must develop 
a more complete ethical policy, while policy makers and businesspeople 
should be characterized as moral practitioners. Particularly, in order to 
qualify as a moral person, to be a moral agent, an entity must be capable 
of genuine rational intentional (or voluntary) actions (French 2015). 
Hence, it is essential to increase moral awareness at a level of which an 
entity is no more following internal interest, but is driven by common 
ethical norms.

Corporate policies are named to cope with this challenge by introduc-
ing a set of values that are commonly acceptable and feasible to achieve. 
These policies are regularly influenced by various theories, such as the de-
ontological theory, the stakeholder theory, or utilitarianism. Starting with 
the deontological theory, the morality of a behavior should be based on 
a series of predefined rules with respect to other entities, rather than on 
the consequences of the action. This theory is commonly contrasted with 
consequentialism, as a class of normative ethical theories that considers 
the consequences of an individual’s conduct. This suggests that a morally 
right behavior will produce a morally acceptable outcome.

Deontological ethics highlights the rightness or wrongness of an indi-
vidual’s conduct. Particularly, the deontological decision theory develops 
a set of both necessary and sufficient conditions being permissible given 
an agent’s imperfect information (Lazar 2017). However, the stakeholder 
theory states that the corporation should be managed according to its 
stakeholders’ rules, such as its owners, employees, consumers, suppliers, 
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and the society in which it operates. Though this theory can achieve 
long-term growth and prosperity, in practice there are many corporations 
that on behalf of their profits and interests, they modify the corporate 
policies. Indeed, there are many cases where conflicting interests between 
different entities make it difficult to decide who to believe, and whose 
behavior is more moral than others. Consequently, the interests of stake-
holders are being prioritized against other entities, as it is very difficult 
to achieve a balance between ethics and financial returns, in a globalized 
and competitive business environment. Hence, trust and cooperation are 
key elements of the stakeholder theory in order to have a competitive 
advantage (Jones 1995). The pressure to achieve financial results, pro-
vide normal prices, support employees with benefits, and make goods and 
services that are ethically produced, promoted, and consumed, involves 
contraventions between corporate owners, employees, suppliers, consum-
ers, and society.

Therefore, resolving ethical dilemmas is not an easy task, as individu-
als are limited to their capability in terms of understanding the conditions 
of a situation and how to behave morally and rationally. Also, it is worth 
noting that many business leaders will not sacrifice their moral aware-
ness to secure a financial gain, making them the perfect example of how 
a moral leader must be. In some occasions, agents must take actions that 
might be unethical, though they maximize value; while in other circum-
stances, they must take actions that do not optimize resources but are 
ethically required and mandated. Thus, sometimes agents and in general 
businesspeople, whether they are employees, shareholders, or suppliers, 
have conflicting responsibilities and must decide what to do, and how to 
do it ethically.

Additionally, in some cases, individuals can get addicted to unethi-
cal action, as the exemption from being punished by authorities, or in 
other words, the freedom from the nonpenalized consequences of action, 
which is closely related to the notion of autonomy. This is an indication 
that those individuals feel powerful by serving interests with means that 
are against or even harmful to other entities. Therefore, impunity is not 
only unethical, but it consists of a wrong example to other individuals 
by not responding to these behaviors. Corporate policies based on the 
harmfulness of other entities are unacceptable even if they exploit legal 
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interpretations or other unregulated practices. The consequence of viola-
tion of the code of ethics is a disciplinary process applied by corporate 
policies and government law, and it must be clear, fair, and strict, depend-
ing on each case. Hence, the existence of a solid ethical code means that 
individuals are required to be guided not only by their self-interests and 
their personal expectations, or the interests of the organization they work 
for, but also by the wider good of society in which they operate and live 
in. We all have ethical responsibilities to other entities and our behavior 
must be aligned to fundamental ethical obligations by applying the pri-
mary principle of moral entity consideration.

At this point, we meet utilitarianism as the belief that a behavior re-
sulting in maximizing the production of goodness, happiness, and the 
well-being for most of the population is moral. “Utilitarianism may lead 
to the moral justification of the prevalence of profit-making and eco-
nomic value maximization” (Renouard 2011, 87), while this theory be-
longs to the consequentialist ethical theories, which considers the result 
of behaviors and the equality between different entities, claiming that 
the best outcome is the one in which utility is maximized. However, it 
is noticeable that the ethical concepts of equity and justice are just the 
medium to apply business ethics. Managing ethical behavior means that 
people must be influenced by these theories, understand them to the best 
of their mental capabilities, evaluate their values, and then try to apply 
these fundamentals to their actions with fairness and meritocracy against 
other entities.

Finally, it is important to cultivate one additional approach regard-
ing the development of an ethical image, in order to avoid regulation. 
The existence of a code of conduct can enhance corporate reputation and 
discourage government intervention, as an attempt for organizations to 
manage themselves with less regulation (Stevens and Buechler 2013). 
This highlights that corporations can exploit legal methods in terms of 
achieving a balanced moral reputation and make authorities believe that 
they have an enhanced and multilevel code of conduct that is well ap-
plied, in order to decrease the volume of authoritative control over cor-
porate operations and the level of regulations required to implement. 
For instance, corporate policies can include a series of values and ethical 
norms as a comprehensive guide for employees, but at the same time 
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the management can implement unethical practices in the name of their 
position, and consequently workforce will follow. In some cases, if an 
individual or a group of individuals reacts to this practice, they may be 
threatened with layoffs, so exposing such practices is difficult to achieve.

Moral Organizational Design

Organizational design, as the process of structuring corporate operations 
in a functional and rational system for maximizing means and resource 
utility, is a critical procedure for each corporation. Moral organizational 
design requires additional notions of ethical consideration in the context 
of defining morally acceptable job roles, ethical activity and responsibility 
distribution, and flexible procedures about achieving organizational and 
individual goals by morally exploiting people skills, infrastructure, and 
capital. Policy makers must recognize that the strategic principles of the 
organization should embrace the needs and rights of employees as well as 
those of the corporation.

While organizations evolve in conjunction with the progress of its 
people that operate the business functions, as well as the developments of 
the environment in which the organization operates, this is a complicated 
process that requires multidimensional approaches. Overall, the main aim 
of corporate design is to exploit as rational as possible all the available 
resources of people, infrastructure, and capital, in order to achieve orga-
nizational strategic goals. After clarification of the purposes of the organi-
zation, the next step is to define as precisely as possible the activities that 
are required to achieve efficiency, and then distribute them to individuals 
based on their skills, needs, and expectations. It is important to mention 
that there is not one best organizational design, as there are as many al-
ternatives as policy makers. There is always a choice, which can be more 
effective than the alternatives.

Certainly, developing and managing behaviors is quite a demanding 
process. There is an ongoing relationship between corporate strategies and 
the environmental changes in which it operates. Furthermore, ethics re-
flect the transformations of both internal and external environment of the 
corporation. Internal factors, such as changes in working arrangements 
and the availability of skills, the development of new activities or services, 
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the potential performance downturn or growth, and a poor or great work 
climate, could create a combination of elements that can lead the orga-
nizational design to failure or success. Additionally, external factors that 
are likely to affect the organization design, such as political, economic, 
social, technological, legal, and environmental issues, are also very impor-
tant for the sustainability of an organization and the implementation of 
business ethics. Thus, redesign of an organization is critical, as it can lead 
to long-term wealth creation for the benefit of employees, communities, 
the environment, and investors (Kelly and White 2009). Corporations 
and individuals are not static entities, and they evolve their behaviors 
constantly. Hence, corporate structures and policies are strongly influ-
enced by individual and societal perceptions, alongside their strengths 
and weaknesses.

Most individuals are driven by internal forces for personal growth 
and development. This signifies that they need to be part of a moral, 
supportive, challenging, and well-optimized organizational environment. 
Moreover, moral organizational design must be settled in the sense of 
human satisfaction, as the dynamics that arise on the level of employment 
relationships can have a major effect on the behavior of the members of a 
corporation. The implementation of such strategies must include actions 
that are human-centered. This implies that the systematic data gathering 
from people about rather different operational or other kind of issue must 
not ignore business ethics and its importance.

Data are the number one factor of a successful and moral organiza-
tional design. Data management is one of the most essential elements 
for organizational performance. But data alone cannot provide any so-
lutions. Also, you cannot treat people as data sources. For instance, 
some individuals may accept working in a position even if it is not 
under their preferences. This means that when you conduct a survey 
to gather data from your employees, you may have feedback material 
that is not in accordance with the real conditions. In many cases, an 
attitude test cannot identify the well-hidden perceptions, needs, com-
mitment level, and feelings of an individual. That is why agents must 
be very close to their human workforce because data technical scientists 
and machine intelligence cannot cover and consider all the aspects of 
a human entity.
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Consequently, moral entity consideration, as the primary principle of 
this book, suggests that organizational design includes both the exploi-
tation of valid data and information and understanding capabilities of 
human resources, considering business ethics. The strategic plan must not 
only be quick, flexible, valid, and effective, but it must integrate ethics in 
its core elements, in order to motivate people, raise adaptability, and gain 
commitment to achieve increased performance and levels of well-being.

Individual Well-Being

The well-being of an individual, or in other words the welfare of human 
resources, can be presented by various approaches. All employees are will-
ing to receive support by the corporation they are working for, in order to 
contribute with most of their capabilities in the long term. This can have 
a strong positive impact on the business, as the increase in motivation 
level reduces work climate concerns and conflicts between individuals. 
Particularly, perceived employee development practices can lead to lower 
levels of work effort among employees (Nerstad, et al. 2018). However, 
there is no ultimate and universal guide on how to manage to create an 
environment of fairness and growth as people are rather different, so they 
form each work environment independently, though there are some poli-
cies that could be part of an initial approach on how to develop such a 
practice in the context of rational corporate policies.

It is vital to begin with the basics. Having clean living and healthy 
work conditions is the fundamental key for human satisfaction in terms 
of their basic needs. Although this statement could be presented as an 
unnecessary remark for many practitioners, in fact there are many corpo-
rations that do not implement and communicate such policies about the 
work conditions that individuals must work into. This is crucial, as well as 
the existence of policies that offer a shelter for personal stuff or even a per-
sonal desk, and healthy meals where it is possible to provide. For instance, 
due to the development of flexible work relationships, many workers are 
on the go almost the entirety of their daily working hours, while others 
practice remote working and they are at their home. So, corporations 
must have policies that enhance daily healthy meals programs, clean 
working conditions, provide packages in the context of health insurance 
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such as annual health check to prevent illness and reduce absenteeism, 
and support of personal life in terms of work–life balance or other ben-
efits for the families of the employees, in order to increase the levels of 
loyalty and commitment, and their well-being in general.

It is essential to reduce the level of stress and anxiety in the corporate 
environment, and increase overall satisfaction, motivation, and produc-
tivity levels. For instance, some individuals cannot be productive in the 
early hours of the days or others may want to support their family ac-
tivities and demands such as during childbirth, so a flexible arrival time 
within a rational period such as within 30 minutes, while lengthening 
similarly the departure time of those employees, or fair paternity leaving 
programs, could be beneficial for both individuals and the organization. 
Additionally, for those working remotely, this does not mean that they 
are free of duties, thus they must be professional and balance their home 
conditions in the context of working and personal life. Fast-paced cit-
ies and life trends promote a life of mobility and demanding challenges. 
Therefore, it is very important for a worker to feel that their supervisors, 
and even their coworkers, will understand from a moral standpoint why 
they need some indulgence on their behavior.

Over the above example of someone who must support his or her fam-
ily, a single individual may claim that it is not fair to have flexible  policies, 
as it could consist of discrimination. However, this behavior must be 
protected by corporate policies, as the rationale of such practices relies 
on individual well-being and not on discrimination between employees. 
Thus, it would not be fair to offer additional break time to some employ-
ees or accept reduction in the quantity of work hours of some individuals 
only. But it would be morally acceptable to support all employees in the 
name of well-being, as this process can reduce conflicts and enhance both 
worker morale and corporate image in the broader community.

Additionally, corporate initiatives such as organizing meetings for em-
ployees and their families, or the establishment and support of annual 
reward events in order to recognize employee contribution in practice are 
methods that can improve the satisfaction and well-being of employees. 
All workers need to feel that their contribution is valued and well appreci-
ated by the corporation and their coworkers. This process develops em-
ployee collaboration, and individuals are seeking to offer more in terms 



 MANAgINg ETHICAL BEHAvIOR: ETHICAL CODE 73

of accepting interesting challenges, instead of demanding more for less 
contribution. People must not feel afraid of informal communication. It 
is not healthy to apply strict policies that lead individuals to feel uncom-
fortable and exhausted of remembering a set of rules, else they could be 
fired. On the contrary, bearing in mind a moral entity consideration ap-
proach, individuals can enjoy being part of a team and a corporation with 
values and principles, thus they could increase their efficiency rates and 
achieve both personal and organizational goals.

For instance, recognition programs and events are critical in the name 
of the social media age. This indicates that people tend to upload on the 
Internet their routine, their daily contribution to a variety of concepts, 
such as achievements at work or at home, new educational certificates and 
qualifications, the places that they feel happy and have fun such as being 
at a club or at a sports stadium, and their thoughts about rather different 
topics and trends. Moreover, they share on their profile pages on various 
online platforms a series of personal times, such as a birthday party, or 
taking vacations to a great place that everyone would be jealous of. Shar-
ing information with others is a way of receiving recognition and feel-
ing more valuable in terms of scaling satisfaction through various rating 
systems. The latter can be expressed by feedback evaluation mechanisms 
such as trophies and awards of completion or participation in an event 
and ceremonies, certificates, special bonuses, and other forms of recogni-
tion of contribution translated into monetary packages or other benefits, 
which are directly associated with the well-being of an individual.

The concept of being motivated through recognition consists of a mul-
tidimensional approach in terms of evolutionary biology and other criti-
cal factors such as economic conditions. Lawrence (2010, 69) argued that 
“if morality is a skill set devised to coordinate two innate, unconscious, 
and potentially conflicting drives, it is rooted in emotions rather than 
cognitive principles,” as there is an emerging behavioral query on how it is 
possible to acquire, defend, bond, and comprehend as a four-drive moral 
code without violating one’s own drives. Therefore, corporate policies 
cannot prevent individuals from serving their own best interests, but they 
can promote a series of important actions that enhance fairness and ethics 
as principal moral drives of individual behavior. Ensuring the well-being 
of human resources is a complicated and timeless process. According to 
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the humanistic management theory and the humanistic model, the ulti-
mate purpose of human existence is the notion of flourishing and well-
being (Pirson and Bachani 2018). Humans operate according to routines, 
yet learn and adapt constantly, while dignity and morality are crucial to 
achieve a level of well-being (Pirson 2017).

Hence, corporate policies must be updated with most recent employ-
ment regulation and labor law, and this should be documented as an 
employee handbook in order to implement such practices. Policies must 
focus on occupational health and safety, hygiene and sanitation programs, 
promote fair rewards and recognition on employee behavior, and distrib-
ute job roles, tasks, and benefits equally in terms of meritocracy, and offer 
opportunities as well as room for self-development. Also, everyone must 
know what are the activities that they must do in the context of their job 
with clear objectives, what behaviors are morally acceptable in terms of 
business ethics and ensure that everyone is well informed on corporate 
procedures.

At this point, it is important to mention the difference between 
policies and guidelines. The latter term refers to corporate statements as 
nonmandatory guides, while corporate policies consists of a series of doc-
umented elements that are crucial for the optimization of organizational 
resources, and that without them the corporation could not achieve its 
goals. Both policies and guidelines are important, but policies must be 
implemented, while guidelines are partly compulsory, depending on a 
variety of factors. For instance, if a worker can find new methods and 
practices that could be more efficient than corporate guidelines, then this 
could support the well-being of both the individual and the corporation, 
so it is acceptable.

On the contrary, though policies must be flexible enough to adapt to 
new trends, they must be at the same time rigorous in terms of control-
ling unexpected behavior that could lead to disastrous consequences. So, 
if an individual violates corporate policies, then the reaction of corporate 
authorities is way more significant in comparison with a potential viola-
tion of guidelines that are not considered as mandatory. The distinction 
between these two categories is very important, as conflicting interests 
usually end up with two or more individuals who claim corporate policies 
or other formal and informal rules of conduct, in terms of supporting 
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their behavior. Hence, corporate policies must be rational enough to avoid 
such circumstances where individual well-being cannot be protected by 
regulations and other forms of frameworks for consistency and fairness.

In any case, corporate policies and guidelines are essential as a refer-
ence point for most issues emerging in an organization. This demonstrates 
that individuals can rely on written standards and defined boundaries that 
enable employees to understand clearly what is recommended to do, what 
is mandatory to apply as a process, what are the responsibilities, and what 
are the consequences of not being loyal on corporate policies. Handling 
conflicts is a demanding challenge, particularly if there is no reference 
framework that could be communicated between employees in order to 
be influenced and implement common practices through rational behav-
ior and ensure professionalism.

Corporate Policy Framework

There is a plethora of corporate policy frameworks similar to the number 
of different characteristics that each company presents. Corporate poli-
cies, guidelines, and regulations reflect the core values of an organization’s 
authorities, as policy makers are responsible for deciding which practices 
are most suitable for achieving organizational goals, and how resources 
should be influenced (human resources) or exploited (infrastructure) in 
the context of creating a work climate of growth and implement business 
ethics. Therefore, the process of developing a rational framework with 
moral corporate policies is vital for the sustainability of an organization.

A moral policy framework should start with fair administration regu-
lations regarding attendance and leave alongside with time records man-
agement, regular work time, as well as individual work time regulations 
including a set of policies about overtime, part-time employment, sea-
sonal, and other flexible employment relationships. Also, it must contain 
regulations and specialized conditions regarding a variety of employment 
issues such as sick leave, maternity and paternity leave, unpaid leave, and 
vacation. Payroll regulations are critical in order to implement ethical 
policies as well as providing fair compensation benefits to all workers 
depending on their contribution levels. Additionally, it is important to 
develop regulations about the health of employees, such as the hygiene 
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in workplace, rules for cleaning and promote healthy actions in terms of 
eating and drinking during the workday; for instance, create a healthy 
place where you can have a meal, and other policies such as individual 
appearance and business attire, or strict rules on critical issues regarding 
smoking, alcohol, and drugs or medicine.

Furthermore, corporate policies must be understandable to everyone, 
so individuals can behave and develop their skills considering an ethical 
approach on their communication style, at either an internal or external 
standpoint. Communication is crucial for developing a moral brand and 
an ethical work environment, thus there must be regulations on distin-
guishing personal from business communicational style, and promote 
guidelines on how to professionally communicate through face-to-face 
discussions, the phone, text messages such as e-mails, and the use of per-
sonal devices in the work environment. Moreover, it is crucial to develop 
ethical principles in terms of confidentiality, as the management of im-
portant information is a very demanding challenge. Engagements outside 
the corporation should not trigger conflicts and have a negative impact 
on corporate culture, while individuals should not be allowed to create 
conflicts with other individuals, in terms of interpersonal differences. This 
is the reason why corporate policies must be comprehensive and com-
pletely fair regarding remuneration regulation, including job positioning, 
responsibility analysis, compensation packages, insurance coverage, and 
rules on contract termination. Likewise, the framework must include fair 
policies on performance evaluation, training needs and opportunities for 
self-development, internal transfers and promotions, employee assistance, 
and counseling.

Hence, corporate policies consist of a framework of useful and es-
sential guidelines on a corporate level and shall be adapted by everyone 
involved in business operations. At the same time, it is necessary to imple-
ment practices that are aligned with legislation, cultural fit, and organiza-
tional needs and goals. This set of regulation includes the philosophy and 
values of the corporation and the vision of its owners and policy makers, 
the mission and organizational goals, the code of ethics as a vital part to 
success, a corporate social responsibility framework, and finally a set of 
policies regarding employee engagement, commitment, and involvement 
in the organization. Practitioners must evaluate the above criteria, so they 
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are capable of investigating whether they encourage ethical behavior and 
reflect the organization’s ethical values (Bonn and Fisher 2005), while it is 
very important to increase organizational information flow and commu-
nicate corporate policies and procedures to employees with much more 
effort (Hargie and Dickson 2007).

Though conducting an ethical corporate policy framework is a quite 
demanding process, by the time it is developed the corporation should 
immediately increase its values in terms of establishing a work environ-
ment with an underlined foundation for strategic organizational develop-
ment and sustainability. Policy makers must conduct extensive research 
and ensure that policies are aligned with legal requirements, while they 
must involve experts of the field in order to create a framework that is 
timeless, precise, and fair for individuals. It is crucial to update corporate 
policies regularly and communicate to human resources through internal 
communicational corporate channels. Furthermore, it is essential to not 
overregulate, as this process can confuse individuals from understanding 
corporate policies and make it impossible to adhere.

Finally, it is critical to consider individuals as part of corporate policies 
and offer them the opportunity to get involved in the process of policy 
development, as this could be more efficient than attempting to control 
everyone and anything in the name of strict productivity. Hence, during 
the process of conducting and implementing an ethical corporate policy 
framework, individuals should feel that there is an increased level of fair-
ness and meritocracy, with transparent, rational, and utilized policies that 
enable their capabilities. At the same time, there must not be any excep-
tions to cases of policy violation, as intolerable practices and unethical 
actions should be treated fairly for everyone.

Concluding Remarks

The presence of human activity in a corporation can be conceptualized 
as the amount of quality and quantity of its behavior in the context of 
its contribution to the operations. The establishment of a comprehensive 
code of ethics implies that members of a group such as an organization 
must comply with in order to remain part of the group. Handling ethical 
conduct of behaviors is a very challenging process, such as a demonstration 
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of commitment to a professional level. The existence of a strong ethical 
code can minimize risks in terms of consistency and enhance trust levels 
among people. Accordingly, the main aim of corporate design is to exploit 
as rational as possible all the available resources of people, infrastructure, 
and capital, in order to achieve organizational strategic goals, while the 
importance of individual well-being is significant. All workers need to 
feel that their contribution is valued and well appreciated by the corpora-
tion and their coworkers. Finally, corporate policies and guidelines are 
essential as a reference point for most issues emerging in an organization.



CHAPTER 5

Agency Theory: Leadership 
and Management

The process of establishing an ethical corporation requires a moral atti-
tude. The people engaged in the decision-making process, even if they are 
not responsible for the implementation of these actions, must consider 
moral values each time they make a policy and implement a decision. 
Agency theory relies on this chain of actions and responsibility. It ad-
dresses the relationship where in a contract “one or more persons (the 
principal(s)) engage another person (the agent) to perform some service 
on their behalf which involves delegating some decision making authority 
to the agent” (Jensen and Meckling 1976, 308). Under this circumstance, 
the principal and the agent are constantly in competition in terms of their 
personal moral attributes, while in case that the latter are not aligned with 
each other’s beliefs it is not clear whose ethical code will be finally embed-
ded in corporate policies.

Indeed, corporation history across various times and conditions has 
shown that agency theory is both important for the entities involved and 
critical for corporation sustainability. The issues associated with agency 
theory in corporations are almost limitless, due to conflict in maximizing 
interest, because the principal and the agent may have different values and 
principles. If their interests are not identical, then the process of moral 
prevalence between two or more parties is both crucial and vital for the 
corporation itself, as well as the society in which they operate. Hence, 
“agency theory reminds us that much of organizational life, whether we 
like it or not, is based on self-interest” (Eisenhardt 1989, 64).

In particular, the separation of ownership and control of the final ac-
tions, as the shareholders of a corporation or the board of directors can 
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employ agents to run the business, as mentioned in a previous chapter, 
means that corporate owners can formulate a business code of ethics, but 
they cannot enforce it on the workforce unless the middle level of man-
agement is in coordination with their superiors. Thus, corporate holders 
are responsible for monitoring the performance of their agents to ensure 
that they act in the interest of the corporation, while they also need to 
retain and develop a social set of responsible and trustworthy policies.

Transfer of decision-making authority to agents and other individu-
als is important for any corporation. The capital demands of a business 
plan can be reached more easily if many investors contribute small por-
tions to a large investment, thus creating a corporation. For this reason, 
investors employ agents to implement their vision of the corporate plan, 
because in some cases the cost of concentrating power in the hands of the 
shareholders could be too costly and inefficient for their expectations, 
while decreasing the objectivity in management of the corporation. Each 
party of an organization has its own responsibilities; hence, policies can 
be associated with different individuals, and this can lead to better moral 
efficiency as well. Aligning the interests of the agents with those of the 
shareholders is difficult to achieve, and may lead to unethical practices 
if the latter have strict policies and aims, such as maximizing value and 
returns, ignoring other implications and cost.

Consequently, it is very important for agents to be capable of mak-
ing changes in their plans and policies, as the corporate world is an 
ever-changing globalized environment that can lead an organization to 
success or failure. There is no single fundamental procedure for making 
changes. There are many categories of change, such as the strategic, the 
operational, and the transformational; however, there is no guarantee that 
a single practice can end in change efficiency. Specifically, the median suc-
cess rate of different types of change, such as strategy deployment, restruc-
turing and downsizing, technology change, mixed set of change efforts, 
total quality management (TQM)-driven change, mergers and acquisi-
tions, reengineering and process design, software development and instal-
lation, business expansion, and culture change, ranges from 19 percent to 
58 percent, but these study results are not necessarily applicable to each 
situation (Smith 2002), because organizations are complex things and 
always change (Glenn and Malott 2004). Thus, each practitioner must 
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understand the needs of the corporation and prepare multidimensional 
policies for upcoming challenges and unprecedented conditions.

Strategic change is about broad and long-term issues involving 
change. It needs a clear vision, aimed at growth, innovation, future-proof 
guidelines, quality, and advanced values concerning people. This type of 
change exploits various business resources such as finance, infrastructure, 
business culture, and human capital, within the context of the internal 
and external environment. Operational change is about creating new sys-
tems and procedures that can have a major and immediate effect on work 
conditions and thereby achieve increased efficiency. This direct approach 
is advantageous compared with strategic change in terms of the time it 
requires to produce a positive impact on corporate performance; however, 
this fast-paced change may be harmful for people and organizational cul-
ture. Also, transformational change is achieved through fundamental and 
structural changes in a corporation. Again, this can have a major effect on 
operational ways of current performance; yet it is useful in the context of 
making comprehensive changes and creating the basis for a new start and 
better corporate policies.

Hence, the feasibility of a corporate change starts with an advanced 
plan and analysis of the current situation, the position at which the corpo-
ration must be after the changes, and a comprehensive guide to how the 
change can be achieved without negatively impacting human resources 
and the organizational operations, and how it can reduce the effects of 
resistance to change, the possibility of low stability after change, as well 
as the possibility of a major loss in the context of corporate and people 
consistency. If you try to change people’s behavior by implementing an 
aggressive approach, it is most probable that they will not be influenced, 
and thus the plan will be disastrous, as well as time consuming and costly 
for the corporation.

You cannot change perceptions of people and operational tasks in-
stantly. They need to understand the need for the change, how it can be 
helpful for business efficiency, when it will have to be fully integrated 
in order to have a positive impact on business needs, and how they can 
contribute to this plan. Only then can their response to change be bet-
ter and more efficient, giving them an internal feeling of responsibility 
for achieving the new goals of the organization. The change must have 
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elements for each type of change previously mentioned, because the plan 
must have a long-term vision and innovative approaches, the capacity 
to produce a competitive advantage as soon as possible, and structural 
changes in terms of introducing new ways of creating value and making a 
sustainable business plan. In any case, the transition period is crucial for a 
corporation, and agents have increased responsibilities because they must 
incorporate both shareholders’ expectations and human resource needs 
into a single business strategy. The latter must be analytical, rational, and 
ethical in order to convince people that the new plan is feasible and pro-
vide step-by-step guidelines for those that are conservative to change and 
an influential design for those who want to build trust and not compro-
mise with past corporate conditions.

With this level of revitalization, and the spread of common aims and 
expectations to all individuals and entities of a corporate system, business 
ethics can be rationally integrated into policies and structures. Agents 
can create new opportunities with positive changes, and through rational 
decisions they can eliminate threats such as job insecurity, uncertainty, 
economic downsizing, or employee inconvenience. Therefore, it is very 
important for human resources to be part of the change and not followers 
of decisions from supervisors. This process is morally acceptable, because 
sustainable change requires strong commitment, trust, and a business cul-
ture of fairness, recognition, and human-oriented values.

Moral Leadership and Management

The characteristics of leadership and management have been associated 
with a wide range of important outcomes, such as productivity ratio, dis-
cipline level in a corporation, and people management. Leaders and man-
agers play a concrete role in influencing the moral awareness and ethical 
behavior of labor in corporations. Their role can be proactive, reactive, or 
a mixture of both. They present characteristics that have a solid impact 
on employees’ behavior, and therefore on the overall business consistency. 
The direct and indirect consequences of their policies on the organization 
and society are also critical. Their style affects the employees who work 
under their supervision and, consequently, the overall ethical behavior of 
the corporation.
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Business ethics can be divided into two types: micro and macro 
(Brummer 1985). The micro type of ethics relies primarily on subor-
dinates in an organization and concerns the internal processes, whereas 
the macro dimension arises principally for superiors and concerns the 
setting of corporate policies in general. Agents take decisions that affect 
mainly the macro environment of a corporation, whereas employees take 
decisions on the micro level, having relatively smaller consequences on 
business procedures. This distinction between micro and macro ethics 
is analogous to micro- and macroeconomic factors, and hence the mac-
roenvironment deals with challenges of a broader economic and social 
policy than the microenvironment, which is concerned with economic 
and other sorts of decisions that an individual must take. It is important 
to mention that macro aspects affect micro issues and vice versa.

Leaders and managers must cope with microethical issues on a regular 
basis, and this is a very demanding process. The quality of their behavior 
is crucial for corporation development, and their control over ethical rea-
soning can be easily confused by external or internal factors. The moral 
capacity of policy makers shows their level of ethical qualities that are 
responsible for corporate moral awareness. Beyond the factors of indi-
vidual interests and perspectives, the gravity of making moral corporate 
policies requires a strong ethical attitude at all levels of communication 
and behavior. Thus, defining leadership and management is very difficult, 
because the line between these two terms is blurred, and almost anyone 
can generate his or her own definition and approaches.

This is the reason why exploring the differences between leadership 
and management styles of corporate governance is critical. A corpora-
tion could be described as a complicated system of people value, infra-
structure, technology, capital, and human resource hierarchy, where its 
processes from the very first action through the last behavior must be 
run smoothly and efficiently. Therefore, leadership and management in-
clude a variety of roles and corporate tasks, such as strategic planning, 
organizing, controlling, budgeting, problem solving, aligning the right 
people to the right job roles, implementing the ethical code, evaluating 
and promoting knowledge, moral sharing and storing of various types of 
information, offering rewards in the context of meritocracy, and achiev-
ing organizational goals on both a financial and social level.
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For instance, leadership style can be indicated as coercive (demands 
compliance), authoritative (mobilizes people toward a vision), affiliative 
(creates harmony and emotional bonds), democratic (forges consensus), 
pacesetting (sets high standards), and coaching (develops people for the 
future) (Goleman 2000). Coercive and pacesetting leadership styles have 
an overall negative impact on work climate; affiliative, democratic, and 
coaching styles have a positive impact; and an authoritative style has mainly 
a positive impact on work climate. However, the suitable leadership style 
for a corporation may borrow segments of attributes of more than one 
of the above styles. In any case, practitioners must implement strategies 
and styles considering business ethics and their impact on individuals and 
other entities of the organization’s internal and external environment.

Likewise, management styles can be indicated through individualism 
and collectivism. Individualism refers to the extent to which practitioners 
and their policies are focused on the rights and capabilities of individuals, 
whereas collectivism concerns the extent to which management policies 
are directed toward the development of employees, in terms of allowing 
them to participate in the management decision-making process ( Purcell 
1987). Management style, however, is different from management atti-
tudes, as management is about behaving administratively and not cre-
atively; thus, managers do not have the authorship to act on the basis of 
their personal beliefs and values necessarily.

It is worth mentioning that neither leadership nor management styles 
are equal to behaviors that can certainly be characterized as ethical or un-
ethical. Therefore, both leadership and management can satisfy corporate 
and individual needs, depending on the selection and modification of the 
style that is most suitable for achieving organizational goals. What mat-
ters is how effective the selected style can be toward corporate people and 
the society in which they operate. Hence, moral leadership and manage-
ment implies that individuals act considering the other entities involved 
or are affected by their behavior in the light of rapidly changing environ-
ments. There are a plethora of differences between leaders and managers 
based on their conceptualizations and approaches to work, underlying 
philosophies, and outcomes (Toor and Ofori 2008). A summary of the 
key differences between leadership and management styles and attributes 
is provided in Table 5.1.
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The most important difference is that leaders draw their power from 
their personal traits and attributes, whereas managers draw their power 
from their position and authority. Leaders behave more with their soul 
and heart rather than with their mind, and this could be either great 
or morally dangerous. Leaders are usually good managers, but manag-
ers do not have leadership qualities. However, in many cases, leaders are 
unable to provide a corporation with the required elements of rules and 
operating procedures, and, thus, influencing people is not enough for a 
corporation to be sustainable and to avoid failure or even chaos. On the 
contrary, managers are guided mostly by handling routine in order to 
produce efficiency, and thus they are predictable, while leaders can create 
from the ground up inspiring policies and therefore produce value and 
generate new perspectives of corporate growth.

Businesspeople suggest that doing the right things is a leader’s capa-
bility, whereas doing things right is about management. There are some 
attributes and skills that are not universally teachable, such as how to pro-
duce a vision or being effective by influencing instead of controlling other 
individuals. The same concept of internal driving forces in the context 
of business ethics leads to short-time or even instant behaviors without 
the need for additional moral analysis. This, however, can be achieved by 
both leaders and managers, because it is the individual entity that can be 
moral or unethical. It is crucial to understand that ethics cannot be ap-
plied if your internal world cannot be expressed by them. Obtaining the 
leader or manager label is not enough to be moral, and ethics must not 
be associated with the job role of an individual. On the other hand, ethics 

Table 5.1 Leadership and management differences

Leaders Managers
Are change agents, select talent, motivate, 
coach, and build trust.

Are principally administrators, plan, bud-
get, evaluate, and facilitate.

Are strategists, original, visionary, pas-
sionate, creative, flexible, inspiring, in-
novative, courageous, imaginative, and 
experimental.

Are tacticians, rational, consulting, per-
sistent, problem solving, tough-minded, 
analytical, structured, deliberate, authori-
tative, and stabilizing.

Ask what and why. Ask how and when.

Are synonymous with becoming yourself. Are becoming what company wants you 
to become.
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and moral entity consideration, as a vital concept and point of reference, 
must be applied by anyone in a corporation and a society.

For instance, during a financial crisis, corporations suffer from scan-
dals, including bribery, fraud, or corruption, and in some cases, these 
scandals lead to both financial and reputational losses if the corporation 
is involved in illegal or unethical activities. It has often been said that a 
financial crisis is an ethical crisis, so the latter is regularly presented as a 
crisis of leadership or management. A bribe is a gift of money or other in-
ducement or a consideration offered with the explicit intention of causing 
an individual to violate his or her role obligations. It is likely that many 
of the inappropriate behaviors in the crisis are related to the existence of 
perverse incentives. Such unethical practices and policies push aside busi-
ness ethics as greed and personal interests overcome fair judgment and 
moral entity consideration.

Legal behavior is not the same as ethical behavior. The activities that 
were employed before the implosion of the financial markets in 2008 
were not against the law, but they were unethical, and they produced 
great harm and were contrary to ethical principles such as responsibility, 
transparency, and fairness (Trevino and Nelson 2014). Additionally, ac-
cording to an inquiry report published by the U.S. government, “[W]e  
witnessed an erosion of standards of responsibility and ethics that ex-
acerbated the financial crisis. This was not universal, but these breaches 
stretched from the ground level to the corporate suites. They resulted not 
only in significant financial consequences but also in damage to the trust 
of investors, businesses, and the public in the financial system” (FCIC 
2011, 22). Corporate people bolstered the financial crisis, because bor-
rowing money became cheap and this low cost of borrowing made it 
possible for everyone, without exception, to exploit this situation tem-
porarily. For instance, the inquiry report mentioned that “the percentage 
of borrowers who defaulted on their mortgages within just a matter of 
months after taking a loan nearly doubled from the summer of 2006 to 
late 2007,” showing that profit was the leading force for many individuals 
and corporations as entities, such as financial institutions.

This unethical situation and the implementation of unethical prac-
tices led to an unprecedented negative impact across the international 
economy. Leaders and managers tried to exploit the precrisis wealth, for 
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their personal or corporate interests, whereas consumer savings dipped 
into negative territory. Responsible borrowers should have thought about 
what they could afford rather than what the banking system would lend 
to them, because of these policies. Also, lenders should have at least a 
second scenario that could make things sustainable again if borrowers 
could not afford to pay back the loans. Policy makers claimed that the 
unchecked increase in the complexity of mortgages and securitization has 
made it more difficult to solve problems in the mortgage market and 
hence it has reduced transparency for policy makers, regulators, financial 
institutions, and homeowners.

Therefore, sensitivity to business ethics must be adopted in times 
when a corporate is either in a crisis or in a well-established situation. 
If you gradually abandon and forget ethics when things are going well, 
then your modified moral principles are not enough to achieve a great 
and balanced business culture. As a manager, and particularly as a leader, 
you should have the capacity of moral thinking, being the entity of ref-
erence in a corporation. This state of self-regulation must be concerned 
with a strong ethical background, or else it could be critical and costly 
for both the legal entity and the individual. Consequently, supervisory 
authorities must be able to adequately identify the unethical behavior 
and promote ethics as a vital launching point to rectify any distortions 
in a corporation.

Moral leadership and management do not have the option of choos-
ing whether a decision and corporate policy must be morally acceptable. 
For instance, the risk of contagion was an essential cause of the globalized 
crisis in 2008. The financial system was vulnerable and unable to react 
because “policymakers were afraid of a large firm’s sudden and disorderly 
failure triggering balance sheet losses in its counterparties” (FCIC 2011, 
419). These institutions, as many other private corporations around the 
world, were deemed too big and interconnected to other firms through 
counterparty credit risk for policy makers to be willing to allow them to 
fail suddenly. This shows that they implemented unethical practices to 
save both their corporations and the universal system in which they had 
strong relations and financial bonds. When a part of the chain fails, the 
latter breaks down completely with perhaps extremely negative conse-
quences for the global financial system.
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The banking system, monetary policies, and the complexity of the 
corporate competitive environment lead agents to behave unethically in 
many cases, in the name of securing a balanced and consistent environ-
ment for economics of a given society. The prevention of such crises is 
mostly inevitable due to the human nature of exploiting resources and 
circumstances to derive as much benefit as people can. However, this does 
not mean that practitioners have an unwritten rule to implement unethi-
cal policies that allow them to conveniently forget about the rationale and 
morality of their policies and practices. For instance, if the government 
policy had not been supportive of directing money into the mortgage 
markets in order to foster growth in homeownership, the 2008 financial 
crisis might have been prevented, because corporations would not have 
had such profit margins focusing on this market, and, consequently, this 
would not have triggered the creation of a bubble.

In any case, ethics must not be the reason for a failure or the main 
factor in generating conflicts. Instead, even though it is impossible to 
control everyone and develop a universal moral identity, it is feasible 
to eliminate such practices through rational corporate policies. Hence, 
moral leadership and management is about creating a comprehensive sys-
tem of administration that enables the capabilities of the given resources, 
considering ethical principles and the rights of other entities.

Compensation Fairness and Ethics

At this point, it is worth noting one more critical issue, namely, wage 
management in the context of business ethics. Since the start of capital 
concentration, vesting the owner of the capital with the ultimate capabil-
ity of distributing wages and allocating income, human resources have 
been the epicenter of the age-old question regarding whether an individu-
al’s income is fair and equal to his or her contribution to the organization. 
One of the most crucial questions emerging from this assumption is that 
of executive compensation.

Corporate executives, such as managers and leaders, get paid greater 
amounts of money annually, in comparison with lower level employees. 
In consequence, a smaller amount of capital may need to be distributed 
to the total headcount of human resources of the corporation, signifying 



 AgENCy THEORy: LEADERSHIP AND MANAgEMENT 89

that they get quite smaller portions of corporate profit. Executives may 
receive salary in terms of money, bonuses, grants of stocks, and other op-
tions such as retirement benefits and plans related to long-term productiv-
ity, and thus their package of benefits may be many times as much as the 
typical worker in the corporation is paid. Additionally, the compensation 
package of managers and leaders may increase considerably over time, 
whereas workers’ pay remains stable or is increased by only a few points.

Indeed, it is expected that top managers are generally interested in 
increasing their pay; many top managers earn more on the first workday 
of the year than the average employee in their organization earns for the 
entire year, while pay dispersion between top managers and other em-
ployees is dependent, in part, on the ownership structure of their firms 
(Connelly, et al. 2016). This is critical considering that overpaying CEOs 
(chief executive officers) may have a negative financial performance im-
pact (Fong 2010) on the firm, while pay ratio disclosure affects the pur-
chase intentions of consumers via perceptions of wage fairness (Mohan, 
Norton, and Deshpande 2015). Additionally, most studies use the ratio 
of management to worker pay in an attempt to evaluate a firm’s ethical 
pay, which could result in a variety of conflicts.

Is it possible, therefore, to determine whether a manager gets paid too 
much? Is it possible to evaluate the contribution of an executive? Or, in 
other words, is it fair to evaluate and judge what should be the income of 
a capital concentrator, considering that without him or her it would be 
more difficult for a single individual to create such employment condi-
tions? For instance, the executive of a corporation is the one who will buy 
and sell goods and services by making the negotiations and agreements 
with suppliers, partners, and consumers, and he or she is confronted with 
additional responsibility in terms of being the legal representative of the 
organization. Also, executives are accountable for the creation of employ-
ment conditions, because they provide workers with job opportunities, 
while they must treat them as fairly as possible. The degree of responsibil-
ity increases the amount of pressure and risk on executives considerably, 
so some benefits must be given back to them. The latter are regularly 
translated into monetary terms, or other benefits associated with services 
or goods, and it is important to mention that there is a strong link be-
tween CEO pay and performance, especially when institutional owners 
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have a large equity share (Bell and Reenen 2013). This is fair, although 
it must take into consideration a reasonable pay floor for well-being and 
good living.

Thus, when analyzing compensation fairness, a critical question 
emerges: How can an executive exclude the possibility for individuals to 
create such conditions, considering that if income distribution schemes 
were sustainable for them, they could have the capital required for micro 
entrepreneurship? The common characteristic of the above conditions is 
that of money-driven systems. This indicates that the leader or manager, 
as an executive individual with increased duties within a corporation, has 
an extended set of actions and responsibilities and thus must get paid 
more than the typical workforce. However, how much more consists of 
an ethical payment? How much more money does an individual need in 
order to live better than others and feel more comfortable and satisfied? 
How much luxury do they need? Do they deserve this amount of money?

Practically, no one deserves millions while others get only a few hun-
dreds, or even nothing. This is not only unethical but also violative of the 
principles of fairness and meritocracy among equal members of a soci-
ety. However, if we explore this assumption deeper, we soon realize that 
the contribution of some people is greater than that of other individuals. 
Thus, some people must get paid a higher amount of income, because 
ethics demands that equal payment must be given only to equal con-
tributions of work. We need a hierarchical system of payment, because 
it gives a direct indicator of comparison in terms of contribution. But 
some people still get paid a lot more than they deserve. And it must be 
mentioned that payment inequalities are quite common not only at the 
executive level, but at all levels of employment, from the first-line worker 
up to the top manager and the owner of an organization. For instance, the 
holder of a company in retail industry may end up having a much smaller 
amount of income in comparison with the owner of another company in 
a similar situation and corporate revenue conditions, because of different 
circumstances and financial situations. Hence, who is responsible for the 
payment of an executive or the CEO? Who is responsible for deciding 
who deserves what level of payment?

Apparently, an authorized entity or a governmental instrument that 
is responsible for the level of payments does not exist. Governments are 
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authorized to set only the minimum wage levels in a country, given that 
there must be a minimum level of payment for living. This payment is 
usually the first payment to an individual for an entry-level job role or an 
individual with the minimum background in terms of education and ex-
perience. Practitioners consider this minimum wage level in their policies, 
but there is no level at which the higher salary could be limited. Thus, the 
leader of a company, and generally the agents responsible for setting the 
wage structure of a corporation, have the authority to determine the wage 
levels of individuals. This structure relates to payments from the entry-
level workers up to the executives. However, the payment of the owner 
or, in general, the shareholders in terms of merit is usually associated 
with the financial condition of a corporation and not necessarily with a 
contract with predefined and determined terms. Hence, it is noticed that 
when a company records a higher level of profit, so does the wage level of 
the owner, and, accordingly, when the company records a lower level of 
financial profit, or even losses, so does the income level of shareholders.

The ethical awareness of the pay structure mentioned emerges when 
the corporation records great levels of profit. Particularly, on the one 
hand shareholders keep this profit for their benefits, while on the other 
low-level workers do not see any increase to their income, or the increase 
is very small in comparison to shareholders’ benefits. This is a constant 
issue and challenge in the business world ever since the establishment 
of the very first organization. The contract of an individual is associated 
with his or her educational background, experience, and other skills or 
attributes related to the individual’s contribution to the organization. The 
benefit increase between the rather different levels of pay is related to 
specific productivity and efficiency rates, while there could be additional 
factors of pay increase at the same level of workers, such as in the case of 
those with families. The extra pay could be explained as a means of moti-
vating workers or as an attempt to attract potential workers, because they 
need additional clauses to their contract in order to accept the position 
offered to them and get the job role.

However, as mentioned earlier, executive compensation is associated 
with the extensive range of responsibilities over corporate procedures, as 
well as with the high-risk level of their position and duties. This suggests 
that a position that stresses the individual a lot more than the usual and 
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that puts pressure that could have negative consequences on the individu-
al’s life balance, the level of self-control, and the effort to retain a healthy 
mind operation is critical for the individual. Thus, it is morally acceptable 
to record pay levels of executives that are much higher than those of a 
typical worker, whereas the difference and ratio between the top and bot-
tom pay levels in a corporation are determined through morally specific 
revenue and profit indicators.

While pay compensation benefit is vital for human resources, particu-
larly when they are closer to the minimum level of wage, the debate on 
this challenge consumes valuable time on creating conflicting interests. 
Thus, it is essential to modify the level of compensation according to 
moral data and measures. Ethics suggests that when the contribution of 
an individual is similar—or mostly similar to—the contribution of an-
other, the benefit package should be the same—or mostly the same—as 
well. This is why compensation fairness relies so much on the measure-
ment instruments available to practitioners when they make plans on 
how to morally distribute the capital among human resources, although 
there is no universal guide to adhere to.

So can these corporate instruments consider and indicate the amount 
of contribution, in terms of responsibility or duties that present a high 
level of risk? Is it feasible to measure the impact of an idea to corporate 
efficiency? For instance, practitioners have the capability to measure the 
time an individual needs to do the same amount of work in comparison 
with the time needed by another individual. In this case, they can easily 
evaluate the contribution and take decisions about the pay level in relation 
to efficiency rates. Hence, when nonexplicit attributes are associated with 
pay level, and they need to be considered in the context of compensation 
fairness and ethics, corporate policies must be rational enough as well as 
capable of providing particular explanations as to why the compensation 
package of an individual is larger than that of another individual.

No one is authorized to take advantage of his or her position in order 
to have greater benefits that are against the benefit of others, but every-
one deserves to record an increase in terms of pay levels analogous to 
the increase in the level of contribution. There are some leaders with a 
clear vision, innovative ideas, and pioneer contribution to a corpora-
tion, while there are also individuals who are satisfied with money-driven 
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compensation, but they do not contribute to organizational goals. Some 
individuals need money to invest in infrastructure and human resources, 
whereas other people want money and concentrate capital merely on 
personal satisfaction and lifestyle. Although it is impossible to distribute 
production instruments into very small market share pieces, because this 
would make it irrational and insufficient to produce goods and services, 
it is feasible to create corporate policies, regulations, and law that could 
promote the process of fair pay among individuals.

Ethical Behavior Evaluation

The evaluation of ethical behavior as a very demanding and challeng-
ing process is directly related to agents, because they are responsible for 
conducting reviews, evaluations, and statements about performance and 
efficiency rates. Among numbers and statistics, there are also qualitative 
statements on behaviors, as an individual can have a strong impact on 
other entities and the work climate, thus decreasing the corporate value. 
Agents must prepare a list of agreed behaviors and evaluate what is done 
in practice, given a specific period. This process can be conducted annu-
ally, once a quarter, or monthly, depending on corporate needs and work-
flow procedures. Also, it is important to bear in mind that evaluation 
statements include data from daily operations and behaviors, and thus 
employees should always act ethically, and not only during the evaluation 
period. Hence, moral awareness is critical.

Practitioners must conclude a comprehensive statement and form ap-
proaches about the reasons for noting ethical or unethical behaviors. They 
must decide which unethical actions should be handled first, and what 
further steps must be undertaken to overcome such practices. Individuals 
must be given a fair explanation and be well informed of what they did 
that is characterized as unethical. Agents must avoid any misleading in-
formation, because it gives rise to objections. Additionally, it is important 
to mention that business decisions are made by individuals, and thus the 
ethics of business are the ethics of the individuals making up the busi-
ness (Fritzsche 1991). So the indication must be clear, based on factual 
evidence, not opinion, and must be presented in a manner that enables 
individuals to recognize their unethical behaviors, accept their mistakes, 
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and develop skills that put limits on these actions, following a flexible set 
of guidelines for behavior evaluation, as presented in Table 5.2.

Empowering the workforce is a mandatory process. Corporate agents 
must implement policies that provide good feedback to individuals and 
create a positive business culture that enables ethical behavior. Commu-
nication plays a critical role in this process, because dialogue between two 
or more interested and involved parties can result in a positive conclusion. 
Indeed, people need appreciation and trust; thus, practitioners must treat 
everyone with fairness and respect for merit, by providing rewards and 
warning recommendations where needed. The discussion must be open 
ended, and self-assessment must be promoted. It is also important to note 
behaviors immediately, because they can be the reason for a chain of reac-
tions that cannot be stopped without vast losses if the situation goes far 
beyond corporate fundamentals.

Ethics relies on common norms and beliefs, although there are as-
pects that are largely subjective, and it is difficult to achieve consistency 
between rather different individuals. This implies that it is almost impos-
sible to create a sustainable and fair business culture without balancing 
the different perceptions among individuals and considering a complex 
set of factors having a negative or influential impact on corporate perfor-
mance. Monitoring people is not the same as evaluating machines. Some 
people may be strongly affected by criticism, and thus practitioners must 
be reasonably considerate with them, whereas other individuals need 

Table 5.2 Ethical behavior evaluation model

Phases Practitioner’s reaction
Phase 1 At first, identify the unethical behavior. It is important to realize and ana-

lyze the problem, thus creating a feedback information package that helps 
all involved parties to understand.

Phase 2 Whether an individual is well motivated or well educated, an unethical 
behavior can occur, even by accident. Hence, the practitioner is responsible 
for exploring the conditions that have contributed to the unethical action.

Phase 3 In this final phase, the practitioner must decide and agree with all parties 
involved on what actions are required to create a new balance point, aligned 
with corporate policies. This process must be followed by monitoring the 
progress and creating new feedback channels.
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some additional pressure to become efficient and well-motivated, because 
they need channels of challenges that empower them to create value and 
behave ethically.

Consequently, unethical behavior in business is not a recent phenom-
enon, while the most important factor in achieving ethical behavior in 
an organization is commitment by top management to that objective 
(Clement 2006). Therefore, practitioners must communicate behavior 
misalignments, monitor and evaluate actions that need to change, define 
simple and comprehensive expectations in the context of corporate poli-
cies, and ensure that everyone is informed and has the willingness to keep 
business culture positive and creative. This is a mandatory process, and 
practitioners must not underestimate the power of morals within business 
operations. The negligence of communication or consultation may lead 
to an unexpected decrease in corporate performance.

Concluding Remarks

Agency theory addresses the relationship between the principle and the 
agent and their conflicting interests. Investors employ agents to imple-
ment the corporate plan. Agents must be capable of making changes 
in their plans and policies, considering that people’s perceptions can-
not change instantly. Accordingly, the characteristics of leadership and 
management have a solid impact on employees’ behavior and on overall 
business consistency. Leaders and managers must cope with microethical 
issues, while their control over ethical reasoning can be easily confused 
by external or internal factors. There is an extensive list of leadership and 
management differences, regarding their capabilities and authorities. Ad-
ditionally, wage management and the development of a hierarchical sys-
tem of payment is critical for the morality of a corporate structure, and 
an individual’s income must be fair and equal to his or her contribution 
to the organization, including executive compensation. Finally, ethical 
behavior evaluation must be promoted as a process that secures ethics im-
plementation and not as a demanding procedure that could only have a 
negative impact on work climate. Hence, individuals must build on a fair 
and rational set of corporate policies that enable their ethical behaviors.





PART III

Ethics and Employment 
Relations

This part is concerned with the moral factors affecting resourcing strat-
egies, workforce planning, and people management. It examines the  
international characteristics of human resources, the instruments of moral 
employee management in fields such as motivation and commitment, 
and the important concept of ethical information management, in light 
of technological developments.





CHAPTER 6

Moral Workforce Planning

This chapter must begin with some critical questions: When was the last 
time you were evaluated by a third-party entity to get hired by an organi-
zation? What procedures did they implement, and what would you like 
changed for improved efficiency? Do you agree with the criteria that they 
followed as a recruitment guide for their corporation’s needs? Do you 
believe that they were aligned with your internal moral principles and 
the corporate ethical code and that they were in accordance with corpo-
rate social responsibility? Did you have the opportunity to express your 
own beliefs, to be treated equally among rather different candidates, and 
judged in an ethical climate of communication and behavior?

All the foregoing recruiting issues and queries are crucial for conduct-
ing a moral workforce planning exercise, and a practitioner must consider 
multidimensional factors in the context of developing a moral thinking 
attitude. For instance, recruitment and selection, employee development, 
and employee reward policies need an advanced ethical plan on how to 
rationally exploit resources and improve corporate performance. Thus, a 
competency-based policy as an option related to business efficiency could 
deliver results while also being morally valid for both the corporation 
and society.

There are as many individual differences as there are individuals.  
Indeed, achieving a sustainable competitive advantage through corporate- 
specific competencies requires continuous monitoring because com-
petency patterns may change over time (Lado and Wilson 1994). It is 
impossible and unsustainable to design organizational processes if individ-
uals and other conditions are perceived as being basically the same; thus, 
people will behave rationally on any demand and corporate challenge, 
while other conditions remain unchanged. Internationalized training 
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and education have limited the range of skill development, in terms of 
common educational programs and needs. However, globalization can-
not universally erase culture and individual differences at a local level, so 
even with the very same education and training, or similar environmental 
information input, two individuals from the same local community will 
never present identical perceptions and therefore similar behavior.

People management would be tedious if individuals were the same. 
This is exactly why corporations cannot have a fixed and strict policy 
for any challenge posed. People cannot simply implement a procedure, 
particularly in the context of applying business ethics. Each operation 
is affected by the cultural perceptions in which people were brought up, 
their values and norms, gender, religion, emotions and feelings, abili-
ties, and the variation of their skills, their intelligence level as well as 
their capacity for problem solving and abstract thinking, their consci-
entiousness, personal experiences, acceptance of change, self-awareness 
and self-management, their consistency over time, their expectations of 
the behavior of other people, and, finally, the external environment in 
which they behave, such as the economy, politics, and environmental 
conditions.

It is not discriminatory when you understand the existence of indi-
vidual differences. Corporate unethical discrimination is about the unjust 
and prejudicial treatment of rather different individuals and categories of 
people. In particular, there are different types of discrimination, based on 
behavior. For instance, sexual harassment is about unwanted and repeated 
sexual advances and other physical or verbal conduct of a sexual nature, 
exclusion is about removing from certain individuals the opportunity to 
do specific tasks and jobs, intimidation is about bullying and threats be-
tween individuals or groups of people, incivility is about disrespectful 
treatment, including aggressive behavior, and, finally, mockery is about 
making jokes or expressing negative stereotypes that create conflicts be-
tween individuals. These unethical behaviors are fundamentally wrong 
and totally unacceptable, particularly if they consist of repeated actions of 
the same unethical behavior.

On the contrary, the ability to judge individuals by distinguishing 
their unique features is critical for providing fair and moral opportuni-
ties to everyone, because recognizing the differences of individuals in the 
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context of business ethics leverages rational corporate efficiency. For in-
stance, managing expatriates can be very challenging in terms of business 
ethics. Expatriates, that is, people working overseas, must be treated fairly 
as equal members of the corporation and the local society. Whether they 
agreed on short- or long-term contracts, expatriates must have the op-
portunity to contribute to the organizational operations by adopting new 
norms and working in unfamiliar but interesting environments.

The development of programs for expatriate individuals and making 
human resources available across borders is crucial, because this process en-
ables corporations to increase their productivity levels and share practices. 
Corporations are exporting their core policies such as selection  criteria, 
job role development, performance indicators, skills development, and 
training, by transferring knowledge to other individuals and corporations 
as entities worldwide through human resources. Additionally, it is impor-
tant and beneficial for organizations to identify emotionally intelligent 
individuals to be sent on expatriate assignments, because high levels of 
emotional intelligence have a positive impact on cross-cultural expatri-
ates, their performance, and general living (Koveshnikov, Wechtler,  
and Dejoux 2014). It is worth noting that some people feel like expatri-
ates even in their home countries, because moving to another city within 
national borders is not very different from moving to another coun-
try entirely.

In any case, moving human resources to other locations for work is 
an inevitable process that many individuals must cope with. The manage-
ment of expatriates can be a major factor determining business success or 
failure, because people must cope with new principles, colleagues, and 
business culture. It is necessary to treat expatriates and their families fairly, 
and this requires much more effort than language training alone. Indeed, 
relying on English as the dominant business language worldwide is inevi-
table, but this could be disadvantageous in terms of daily communication, 
which could lead to misunderstandings, particularly when the individual 
works for a nonmultinational company, where human resources may be 
required to use only English. Expatriates must challenge themselves with 
a new culture, including a wide range of information about local history, 
climate, politics, religion, society, and economics in the context of busi-
ness, law, practices, and ethics.
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It is also important to note that a multicultural approach is essential 
even for organizations operating locally. Different cultures can be found 
not only between employees of a multinational corporation, or the man-
agement of an organization with subsidiaries, but also among consumers. 
For instance, a local business in a city must serve the needs not only of 
local people but also of other individuals such as business partners abroad 
or tourists, with rather different cultural characteristics. This requires that 
individuals be well trained in order to behave ethically, equally, and in 
accordance with the code of conduct governing everyone.

Moral people management requires significant awareness of the mo-
tives of individuals. As already mentioned, individuals are different, pre-
senting rather different attributes and personalities (Table 6.1). Motivation 
theories focus on expectations, goals, and equity of individuals. Maslow 
(1943) formulated a hierarchy of five needs, comprising physiological 
(lower level), safety-related, social, esteem-related, and self-actualization 
needs (higher level). He noted that if the basic physiological needs are 
unsatisfied, all other needs may become nonexistent or be pushed aside. 
Also, when a need is satisfied, another need emerges. However, it is pos-
sible to be partially satisfied from one need, and thus individuals do not 
wait until its fulfillment, as there are multiple determinants of behavior. 
For instance, financial incentives motivate many people, particularly in 
times of financial turmoil. Thus, given money as a powerful driving force, 
unethical policies, by providing money on unexpected terms, could be a 
useful but immoral stabilizing instrument. Money can change behaviors, 

Table 6.1 Individual variations

Characteristic Explanation
Intelligence and ability Undeniably, individuals present different levels of educa-

tion and knowledge, even if they have the same degrees 
and training inputs, due to variations in their intelligence 
capacities and personalities.

Expectations and planning Individuals have their own path of development and have 
distinct expectations depending on personal plans and 
perceived experiences.

Values and norms Values are beliefs about what is right or wrong to do, while 
norms provide informal rules on how to behave.

Environmental observance People understand their environment differently and pres-
ent different methods of adaptability.



 MORAL WORkfORCE PLANNINg 103

motivate people with weak personality, and exploit humans in the best 
interests of the superior.

Conducting a moral workforce plan is a complex procedure for each 
organization. It demands a comprehensive strategy on team orientation 
to fit the right people to the right jobs and provide the proper train-
ing. The ability to be a fair member of an entity, with a full understand-
ing of job roles and expectations on communicational behaviors, of the 
ability to manage and accept change when it emerges through variables 
such as financial or environmental issues, and of planning and organizing 
people management is vital for each corporation, so that people can de-
velop trust, commitment, and interpersonal skills. Also, the capability of 
analyzing situations and evaluating alternatives is critical in a fast-paced 
business environment; hence, workforce plans must be aligned with logic, 
creativity, strategic schemes, and rational solutions.

Furthermore, it is very important to build an ethical employer brand, 
as was discussed in a previous chapter. This consists of a set of qualities 
and attributes that make a corporation appealing to candidates; creates a 
business culture of meritocracy, morality, and fairness; supports people as 
its core element of success; and increases its reputation to society. Organi-
zations have their own core values, and they must be in accordance with 
generic norms in order to avoid being vulnerable to external criticism or 
judgment. The corporation must be a great place to work, not a place that 
someone needs to work due to money-oriented benefits. People need a 
work environment of excellence, opportunities for equal growth and pro-
motions, an enhanced work–life balance, and a chance to be efficiently 
involved in corporate operations. Thus, business ethics is one of the most 
critical factors affecting employee retention and turnover. Indeed, consid-
ering ethical fitness, satisfaction and commitment are negatively related 
to turn over intentions, whereas satisfaction is positively related to affec-
tive commitment (Sims and Kroeck 1994). Additionally, other possible 
reasons for leaving could be the level of ethics implementation, work con-
ditions and corporate climate, financial opportunities, better prospects, 
safety and security, poor relationships with colleagues and supervisors, the 
ability to cope with demanding tasks, harassment such as sexual harass-
ment or racism incidents, or other personal reasons such as moving out 
of the area or pregnancy.
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Depending on the corporate type of operations, needs, expectations, 
infrastructure framework, and other major factors such as its external 
environment, dealing with ethical workforce planning promotes com-
mitment to the work, and encourages people to want to be part of the 
organization. Elimination of unpleasant work conditions is a mandatory 
process, while planning relies on flexible strategy. It is crucial to conduct 
plans according to different scenarios and prepare the corporation for any 
potential development. This rational process needs additional attention 
during workforce planning and research. For instance, it is impossible to 
recruit identical people, and thus their values and behaviors are different 
between rather different challenges. So a rational corporate policy could 
be to identify the core or cell of permanent employees who are essential 
to the ethical conduct of the corporation. This cell of perceptions must 
have the key skills needed to spread an efficient business culture to other 
individuals as well, by applying flexible and adaptable policies. Therefore, 
this cell of a corporation can enhance business ethics and productivity, 
and finally create a harmonious system of communication and coopera-
tion between personal perceptions and business culture.

The establishment of a moral workforce planning is very important, 
as well as the examination of what we want, what we expect, and what 
kind of skills we need to achieve personal and corporate goals. Behavioral 
competences, such as moral skills, should be both role specific and related 
to an individual’s perceptions, because it is crucial to ensure that candi-
dates and, in general, the members of a corporation have the capabili-
ties to fit, support, and enhance the organization’s culture. A candidate’s 
education and work experience are two of the most valuable elements of 
a biography; however, business ethics requires a lot more to be applied. 
If an individual with great attainments has a negative impact on others 
through his or her communication, behavior, or emotional conflicts, then 
corporate policies cannot ensure sustainability by themselves.

There are many more things to consider, such as an individual’s intel-
lectual capacity, moral awareness, social behavior (including online social 
behavior and reactions), communicational skills, availability, mobility, 
consistency on educational and employment history, acceptability of 
change and diversity, adaptability (including technology adoption), de-
pendability, influence over other entities, commitment and engagement 
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willingness, emotional stability, appearance, health (mental health related 
to family or other circumstances), motivation, and determination to de-
velop and succeed. However, these features cannot be recognized equally 
by any individual, and thus it is important to have the right people in the 
right positions in order to ensure that they are aligned to corporate poli-
cies, so they will recruit candidates with shared perceptions.

It is impossible to attract candidates by placing advertisements men-
tioning that the corporation needs people with advanced morals. Which 
candidate will deny this? Furthermore, who will be responsible for identi-
fying the moral level of an individual? Not only is this a demanding pro-
cess, but technology and advanced machines with artificial intelligence 
and machine learning capabilities are working alongside practitioners 
to analyze a series of attributes and behaviors. Candidates want the job 
for their personal reasons. Practitioners must be capable of exploiting all 
available resources to locate the right candidates and treat them fairly and 
rationally.

Moreover, the individual interview is maybe the most familiar  
method of selection worldwide. It involves face-to-face communication 
and discussion of issues about job roles, opportunities, contract terms, 
and other specialized work conditions and policies. However, an inter-
view alone cannot provide all the important information that a moral 
workforce plan requires. The predetermined questions cannot cope with 
real-time description of various topics during a discussion between two or 
more individuals. Thus, the interviewer must have a strong internal driv-
ing force in terms of ethics and an enhanced set of communicational skills 
to conduct and analyze unstructured interviews. Also, the disadvantage of 
biased and subjective judgment by the interviewer can lead to undesired 
actions. Therefore, the discussion must be taken in the context of ethical 
consideration, from evaluating a candidate to informing him or her of the 
result, whether positive or negative.

It is important to note that there are intelligence tests as well, but 
they are mostly useful to identify skills, critical thinking capability, and 
knowledge capacity, rather than ensuring the moral identity of a candi-
date. The latter, if he or she is well prepared, can hide unethical behavior 
and thoughts, and thus open-ended written or oral questions are required 
to unveil such practices. Preparation is essential, and this indicates that 
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behavioral questions are critical as well. For instance, you can ask the 
candidate directly whether trust and commitment are important for him 
or her and how he or she reacts under tremendous business pressure to 
achieve a result, in the context of being efficient and ethical at the same 
time. Tests must meet criteria for reliability and validity, because they 
are helpful when intelligence is a key factor, although they have limits in 
terms of providing behavioral attributes, as mentioned.

Moral Resourcing Design

Establishing a strong and enhanced business ethics code begins with the 
development of a moral resourcing design. When a practitioner analyzes 
corporate jobs, roles, and competencies needed to achieve organizational 
goals, moral awareness must be a key factor. Designing a job is critical 
for corporate success and harmony. In particular, not only is designing 
a moral job crucial, but it fundamentally consists of a multidimensional 
process of defining a set of tasks and activities that are ethically suitable 
for both the individual that will accept to do the job and the corporation 
that designs and offers it. Job description must be aligned with corpo-
rate ethical principles, whereas the job role analysis must contain flexible 
terms reflecting the ever-changing demands and morals.

Undeniably, corporations need different kinds of competencies and 
human skills for different jobs. However, organizations must not imple-
ment policies that are against individuals that cannot follow business 
change instantly, or that have their unique set of morals or expectations. 
It is not ethical and fair to modify job roles without communicating the 
changes to the individuals that they involve or demanding different skills 
from rather different employees for the same job description and role. It 
is reasonable to consider personal specifications for setting a different set 
of rules, but this policy must give everyone equal opportunities without 
exceptions.

For instance, during an interview it is unethical to treat a potential em-
ployee with additional pressure and undue stress, while treating another 
candidate with flexibility, in order to recruit the individual that you want. 
Business ethics relies on equality and integrity, not on preferences based 
on personal perceptions and behaviors of ruling or even manipulating 
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other entities. The job analysis interview must be conducted in the con-
text of moral awareness, promoting logic over control. When you conduct 
an interview, you must think of the behaviors and questions that you would 
want to see from your interviewer. Thus, this simple principle helps to 
identify whether a behavior may be acceptable, at least from one’s point of 
view, depending on the level of ethical awareness of practitioners.

Interview questions can have a positive or negative impact during 
the process of selection. Although there are no interview questions that 
are illegal from an ethical standpoint, there are questions that can make 
an individual feel disadvantaged and, consequently, make the conversa-
tion nonprofessional. This implies that some questions may lead to moral 
discrimination. Before citing a few examples of questions that are dis-
criminatory, it is important to argue that certain questions may be unac-
ceptable for some individuals, but good to know for others, and in their 
best interests. For instance, why should the question seeking to know the 
number of children, if any, be considered unacceptable? If the corporate 
policies promote benefits for individuals with children, then this must 
be not only an acceptable question but also an ethical one, because if the 
practitioner does not ask the individual about his or her personal status, 
then it could be discriminatory in relation to other individuals who may 
voluntarily mention that they have children, in order to receive any po-
tential benefits, although the right not to unveil your personal status is 
always acceptable and morally understandable.

Therefore, questions regarding job role demands and compensation 
benefits must be addressed in terms of implementing a fair interview 
policy. Additionally, for most, if not all job positions, it is important to 
employ people with a minimum educational background needed for a 
task. This suggests that you have the right to ask for someone’s degree and 
other qualifications. But is it unethical to ask when he or she graduated 
from high school or university? For instance, if candidates graduated very 
many years ago and if since then their experience and positions in which 
they worked were unrelated to their degree, it could mean that they may 
now not have the skills they had in the past. This is critical in terms of 
efficiency, whereas the question of whether someone can perform the du-
ties of the job that he or she applied for could not end with the appropri-
ate answer. Thereby, some individuals reply positively even if they lack 
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the educational or experience background needed. This would mean that 
some people, in order to be hired and get the job, are lying in an unethical 
attempt to convince the interviewer. Thus, in the name of business ethics, 
it is not rational to avoid such questions and make unethical decisions 
against other individuals and the corporation itself as an entity.

Accordingly, it is important to ask questions about his or her avail-
ability and what days and hours they can work, whether there are any spe-
cific demands for personal reasons, and whether they are legally eligible 
for employment in the country that the corporation operates in. In light 
of this, for some people it is unacceptable to be asked for their citizen-
ship and national origin as a criterion for selection, but this is inevitable 
because it will be revealed in terms of a contract and other bureaucratic 
requirements such as tax-related statements and procedures according to 
national law. Using racially balanced interview panels is critical in order 
to give an appearance of fairness to all candidates (Prewett-Livingston, 
et al. 1996), because racial labor market disparities persist across nearly 
all stages of the employment process (Pedulla and Pager 2019). Also, dur-
ing an interview it is unethical to ask about their parents’ citizenship or 
question their financial status in terms of whether they have real estate 
or other property or ask about their past wages. This is not a job require-
ment, so it is unethical and unacceptable, while the candidate always has 
the right not to answer. You cannot ask an individual about which societ-
ies or other communities he or she belongs to, but it is very important to 
ask about membership of an association related to skills that are relevant 
to his or her ability to perform the job.

Every individual is different, having distinct expectations, and reacts 
uniquely. Practitioners must increase their capacity to think flexibly, be-
cause it is their responsibility to form a communicational style of mutual 
respect and morality. During recruitment, you must treat candidates with 
ethical consideration, and keep them informed without undue delay of 
decisions made about their application, give them feedback about results, 
unless there are explicit reasons not to do so, provide a reasonable chance 
and time to ask whatever they want about the job and work  climate, and 
not keep them waiting for the interview. Also, give them accurate and 
complete information about job requirements and roles and about the 
terms and conditions of employment. Moral resourcing relies on the 
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practitioner’s ability not to criticize aspects of a candidate’s character and 
personal experiences, or at least not to express them harmfully to the in-
dividuals. Undeniably, when someone meets another individual and starts 
discussing a variety of topics, sooner or later a comprehensive opinion can 
be evolved.

At this point, there is a critical question, namely, whether you must 
cooperate with an individual with whom you have no common refer-
ence points. Is it ethically acceptable to believe that two individuals will 
cooperate smoothly, just because they are required to do so by corpo-
rate performance standards? No, this is not a moral resourcing design. 
Sometimes, you must sacrifice a small part of financial return in order to 
enhance corporate culture and human well-being, with respect for indi-
vidual rights, beliefs, self-esteem, communication style, privacy, and au-
tonomy. In any case, organizational policies must not manipulate people 
into accepting imposed corporate values and principles.

An ethical resourcing design like the one presented in Table 6.2 can 
be very helpful for implementing rational corporate policies. The descrip-
tion of the main and side activities and duties must be aligned with solid 
ethical principles, in terms of providing as much information as possible 
about how to behave and retain a moral act, without harming other enti-
ties. Collaboration between individuals must be efficient, and they must 
agree on the purpose of their activities, priorities, and expectations con-
cerning their outputs or moral standards that they should achieve.

Table 6.2 Ethical resourcing design

Term Ethical dimension
Job title The job title must be understandable by both parties, rational, 

and acceptable since the beginning.

Authority A candidate who is being hired must know to whom he or she is 
responsible and who is responsible to him or her.

Expectations and 
activities

This part of resourcing design must be clear and rational. It sets 
the overall terms that both the individual and the corporation are 
expected to meet. It is at least unacceptable to change expecta-
tions or activities first agreed to unless both parties agree on new 
arrangements.

Rewards Benefits must reflect performance, skills, and predefined condi-
tions. They must not be changed unless both parties agree on new 
arrangements.
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The aim of a corporation must be to ensure that it achieves com-
petitive advantage by attracting, retaining, and developing more capable 
human resources than its rivals. Employing and organizing people effec-
tively is a mandatory process for corporate success. Thus, the workforce 
must have a wider and deeper range of both skills and internal moral prin-
ciples in ways that can maximize its contribution to organizational goals. 
This indicates that corporate decision makers must have the skills needed 
to resource people whose behaviors and attitudes are within the context 
of what agents believe to be suitable for the corporation.

If we take this one step further, agents must not hire people that are 
aligned with their personal perceptions, as this increases the possibility 
of staffing the corporation with people that cannot cooperate. This dem-
onstrates that you cannot have two leaders for the same task, you cannot 
employ two technical experts and let them try to compete with each other 
in unethical practices, and you cannot create a dysfunctional culture 
with dissatisfied individuals. Therefore, skills hunting is useful just as the 
first-level approach. You then need to design a rational and moral policy, 
which involves finding both skills and behaviors that can serve business 
needs efficiently and negotiating employment terms in good faith.

Workforce and Technological Age

Taking advantage of the smart features of technology, notably artificial in-
telligence and machine learning, recruitment and evaluation processes can 
be carried out by automated systems. This implies that the corporation has 
the capability, in the context of the fourth industrial revolution, to autho-
rize technology to act voluntarily, without human intervention, beyond 
supporting recruiters in making the final decisions (Mantzaris and Myloni 
2018). However, will a machine ever be able to measure in computerized 
data on human creativity, motivation, passion, moral principles, problem-
solving capabilities on human issues, judgment, critical thinking, human 
sense, trust, personality, and emotions? Although artificial intelligence and 
machine learning techniques are quite capable of doing immersive analysis 
based on inputted data, human moral thinking cannot be analyzed in al-
gorithms, because it is such a complex and multidimensional process that 
no human can be conceptualized into machine intelligence.
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During workforce planning, we do not need to consider whether the  
comparative advantages of a robot are more than human or whether  
the reverse is true, as major moral issues emerge. Instead, we need to focus 
on optimal efficiency through the resources that the corporation needs, 
thus developing a plan that enhances both factors equally and ethically. 
As far as corporate performance is concerned, both humans and machines 
can add value to an organization, so the combination of both is the key 
to business sustainability and development in the age of technological 
explosion. Specifically, moral resourcing is about attracting and retaining 
high-quality people by giving everyone equal opportunities of employ-
ment. However, resourcing in the technological age is about attracting 
and retaining high-quality, future-oriented, and skilled candidates, in the 
context of innovative skills, fast-paced learning capabilities, motivation 
for constant change and self-development, and willingness to contribute 
to the machine–human relationship.

Attracting candidates is a process that requires flexible and multidi-
mensional corporate policies. As mentioned previously, technology plays 
a significant role, so practitioners must rationally exploit the available 
innovative applications. You should not be attracted by candidates that 
sell themselves by mentioning utopian achievements. Thus, in cases 
where difficulties in evaluating candidates are being encountered, prac-
titioners must employ technology and expose the real characteristics and 
achievements of candidates and identify any hidden weaknesses that need 
improvement. For instance, it is fair to ascertain the validity of their quali-
fications or expose candidates to short knowledge tests, aptitude tests, 
intelligence tests, or personality tests. A knowledge test can prove an in-
dividual’s current training and capabilities, an aptitude test can explore 
the extent to which the candidate can do the job, an intelligence test can 
measure a range of critical mental abilities that enable the candidate to 
succeed at a variety of demanding corporate tasks, and there are also per-
sonality tests that attempt to assess the personality of candidates in an ef-
fort to predict and understand their intentions and likely behavior as part 
of the organization. Additionally, living in the digital age allows one to 
search for further information on their social network profiles or the can-
didate’s own blog and other electronic sources. Remember that you must 
search only for job-related attributes such as achievements, biographical 
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data, publications, or skills and that you must not violate personal infor-
mation and digital data that are in the context of private life under the 
auspices of general data protection regulation (GDPR).

It is crucial to consider whether you violate their privacy and per-
sonal data. Corporate policies must stop at the point where they violate 
individual privacy by demanding personal details that are not related or 
required within the context of employment relationship. Therefore, it is 
important to develop policies that build trust upon privacy and not make 
individuals feel uncomfortable about their personal data. In view of this, 
it is inevitable to avoid data exposure, because in the technological age 
almost everyone accepts terms and conditions online or offline without 
even reading them. But, at least in a corporate environment, practitioners 
must treat their workforce better than a mere means of the system.

Technological advancements such as artificial intelligence can be ex-
ploited by avoiding part of the foregoing tests, because smart technology 
can search online material and summarize the electronic presence of the 
candidate. However, technology must be well programmed, structured, 
reliable, valid, and accurate, based on specific criteria, particularly con-
sidering data privacy. Therefore, the process for the final selection of the 
right person for the right job could be done manually, machines being 
known to be, in some cases, subject to human bias, while reliance on ma-
chine automation and automated decision aids can result in automation 
bias (Wall, et al. 2018), and thus individuals could deceive technology 
to serve their own interests. For instance, technology cannot completely 
understand human emotional communication yet, while it is important 
to consider that there are many promising ways of implementing visual-
ization of a subject’s emotional state in real time through advanced ma-
chine learning techniques (Wang, Nie, and Lu 2014). Hence, evaluating 
applications and candidates with a human sense is a characteristic that 
could be beneficial even in the age of artificial intelligence, but this must 
be done through a valuable interconnection with intelligent applications.

Furthermore, because of the amount of information available online 
and in order to save time and cost, corporate policies could be secured 
with some alternatives. Practitioners can provide clear statements on what 
they ask in the initial application and also agree with the candidate that 
was the best fit for the job to sign terms on potential facts and behaviors 
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that could disrupt and distort corporate culture. This is a rational and eth-
ical policy that facilitates resourcing strategy, while it defends corporate 
core values and principles. However, as it is impossible to predict any po-
tential future challenges, this process must have flexible characteristics as 
well, regarding ethical awareness, emerging issues, and mutual interests.

Equal and Ethical Opportunities

Career management, talent management, and people management are 
categorized into different definitions for the same core factor: the human. 
This signifies that people are at the epicenter of business operations, and 
thus their fair and moral treatment is the only way of developing a sus-
tainable business culture and achieving organizational goals efficiently. 
Shaping the progression of individuals within an organization through 
rational and moral policies is crucial in order to balance the interests and 
preferences of both the individuals as members and the corporation as 
an entity.

Opportunities and guidance must be distributed equally among all 
corporate members and individuals’ perceptions, expectations, and in-
terests considered in conjunction with corporate needs and goals. This 
process and policy lead to the development of moral entity consideration 
throughout the career life cycle of individuals. Opportunities are not just 
for beginners. Indeed, the entry into an organization is usually the most 
difficult period of an individual, as he or she must adopt new conditions 
and become familiar with new roles and tasks. However, opportunities 
must be equally and morally given to people who are at a midcareer stage, 
or even at the end of their career.

Midcareer people need opportunities to take further steps and be well 
motivated, recognized, and rewarded for the progression of their career. 
If people lose interest at this stage, then it is very tough to return to the 
previous level of interest, because it requires additional effort to recover. 
Opportunities such as job rotation, special agreements, or even a move 
to another corporate segment may be the only way to achieve individual 
development, at this level of workforce planning. Furthermore, toward 
the end of the career of an individual, the possibility of being treated 
with unethical and unequal practices is significant. Many corporations, 
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whether it is an unofficial policy, believe that it is better to convert con-
tracts from full-time to part-time agreements, because they impart flex-
ibility in terms of providing both work opportunities to aged people and 
room for leveraging younger employees. However, this process may lead 
to disengagement and decreased commitment levels, while splitting ben-
efits may create additional issues, such as the level of pay. Treating people 
with respect, given that they are still making a fair contribution to corpo-
rate operations, is essential for building a moral culture. Moreover, their 
experience may be quite important for keeping a well-optimized business, 
because they can eliminate risks and enhance practices that have proved 
to be efficient in the past, although this must not eliminate the need for 
fresh ideas and new approaches.

Career decline is inevitable without the existence of a strong set of 
rational policies on people management. Growth cannot be enforced. It 
must be followed by individual willingness for change, expansion, and 
positive maturation. At the same time, corporate policies must include 
promotion statements related to specific achievements, thus letting indi-
viduals have the opportunity to move from the bottom to the top level of 
the organizational hierarchy. This can be achieved through the develop-
ment of advanced skills and knowledge and the establishment of a com-
prehensive corporate system that rewards those individuals who contribute 
the most, by implementing fair policies in the context of meritocracy.

Furthermore, it is difficult to forecast the future needs of a corpora-
tion in terms of skills, and complicated to forecast the future of the em-
ployees in terms of their capabilities as well. Hence, practitioners must 
develop strategies and policies that plan career paths that the corpora-
tion will need in the future, thus securing business sustainability into an 
ever-changing environment. Here, it is essential to incorporate employee 
voice strategies to achieve better efficiency, as individuals may have the 
capabilities needed to exploit any opportunities that are offered. Employ-
ees can perform a greater part in the decision-making process by being 
given the opportunity to enhance policies, discuss the issues that affect 
them through employee involvement, and contribute to the improve-
ment of the corporation.

This strategy emphasizes mutual gains as both parties are satisfied 
about the creation of a fair work climate of development, sustainability, 
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and growth. The opportunity to make suggestions and be consulted dur-
ing decision making is a process that enables employee commitment and 
leads to an increase in corporate efficiency, as this reinforces employees’ 
sense of fairness and engenders greater trust in the organization (Rees, 
Alfes, and Gatenby 2013). Also, the right to veto a corporate decision is 
important, as well as the right to be well informed about agreements and 
policy terms. It is unethical to implement practices such as hiring people 
that you will manipulate for your own interests, without giving them an 
opportunity to develop their skills and positions. Neither is it ethical to 
want to be hired only to be part of a corporation with all its benefits and 
then create conflicts because you never actually wanted to work in such a 
corporate climate.

Hence, employee contribution must be secured, in an attempt to seek 
initiatives and handle potential conflicts at work. This process can be 
time consuming, so it is advisable to approach this by giving individuals 
enough time to respond to corporate proposals and receive meaningful 
material to consider. Time pressure can be a disastrous factor. Some indi-
viduals cannot deal with time management, deadlines, and processes that 
may affect other entities because they feel stressed under the pressure of 
heavy responsibilities. Undeniably, some individuals have a greater im-
pact on corporate decisions than others, yet everyone must have an equal 
chance to express their willingness to act, such as an initiative.

People respond to conditions differently, owing to a variety of person-
ality traits. For instance, talented individuals have the ability to develop 
themselves, are motivated, and are naturally curious. Some individuals 
possess strong emotional intelligence skills, enjoy new challenges and en-
gagements, are confident, determined, have developed communicational 
skills, can manage stressful and demanding work environments, have ad-
vanced learning capabilities, and present creative problem-solving attri-
butes, by adapting to new environmental trends and demands.

In contrast, other individuals need mentors because they want a su-
pervisor to tell them what and how to do something, have less willingness 
to develop because they are not confident enough to overcome difficult 
situations, and could end up being a constant negative factor, by generat-
ing conflicts with others, in an attempt to feel recognizable and valuable. 
They are usually averse to change and are afraid of learning new things, 
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because this process arouses feelings of fear and failure, forcing them to 
avoid such developments, or could end up behaving unethically in order 
to gain the attention of other individuals, even if this works to their detri-
ment. Consequently, the corporate environment is influenced, shaped, 
and affected by some individuals, whereas others are followers. This is not 
a negative issue, because human differences demonstrate the development 
of such behavioral oscillations.

Concluding Remarks

People management would be tedious if individuals were the same. There 
are as many individual differences as there are individuals. Therefore, 
conducting a moral workforce plan is a complex procedure for each or-
ganization. A rational corporate policy could be to identify the core or 
cell of permanent employees who are essential to the ethical conduct of 
the corporation. In any case, when a practitioner analyzes corporate jobs, 
roles, and competencies needed to achieve organizational goals, moral 
awareness must be a key factor. Business ethics relies on equality, integrity, 
and promotion of logic over control. Practitioners must increase their ca-
pacity for flexible thinking but must not allow a dysfunctional culture to 
be created by unsatisfied individuals. Technological advancements could 
be used to achieve the best of workforce planning but must be part of a 
comprehensive decision-making procedure, including human sense. For 
instance, opportunities and guidance must be distributed equally among 
all corporate members, as a process that leads to the development of moral 
entity consideration all through the career cycle of individuals. Further-
more, employee contribution must be secured in the attempt to seek ini-
tiatives and handle potential conflicts at work.



CHAPTER 7

Ethical Information Systems

The computing power available for processing data from all around the 
globe has risen to a level at which fundamentally new corporate policies 
and practices of data analysis are emerging. For instance, monitoring the 
performance of individual work effort represents a significant cost for an 
organization, and inefficiencies are created when the flow of information 
on individual performance decreases (Alchian and Demsetz 1972). Thus, 
using advanced techniques such as machine learning and artificial intelli-
gence that enable data scientists and professionals to harvest the available 
information in innovative ways is a mandatory corporate process. There is 
a crucial need for each business to develop systems and digital frameworks 
on which reliable information can be collected and analyzed such as em-
ployee productivity, flexibility in technology adoption, added value per 
measured unit, and behavior reflections on the factors of business culture 
and financial returns.

Developments in technology enable corporations to manage a huge 
amount of information. Indeed, organizations with services and applica-
tions such as search engine platforms, e-mails, personal messages apps, 
picture store depositors, and other cloud-based data know a lot more 
about us than we might have ever realized. Technological advances en-
able the management of information with multidimensional approaches. 
For instance, researchers demonstrate machine learning with advanced 
techniques that successfully identify people’s emotional situation based 
entirely on real-time recordings of their facial expressions, voice tone, and 
speech (Wang, Nie, and Lu 2014). Thus, not only is this information 
extremely sensitive, but the amount of this information collected through 
computer vision and analyzed by artificial intelligence suggests that an 
individual is not isolated in terms of privacy and personal data. The age 
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of distrust demonstrates that we will not be able to recognize whether a 
behavior is morally acceptable, when a human or a robot tells the truth, 
and whom to trust while trying to cope with demanding corporate dilem-
mas. Uploading your personal data to an interconnected technological 
system capable of analyzing anything through data science, whether done 
intentionally or not, must be brought under the lens of ethics and human 
intervention.

Although information overload is not just a matter of Internet and 
e-mails, in the presence of attention manipulation, competitive infor-
mation supply can reduce consumer knowledge by causing information 
overload (Persson 2018). Considering this, information overload leads to 
the exploitation of technological applications—whether it be a personal 
notebook or a personal pocket-size computer, such as a smartphone—
in an effort to always remain competitive and achieve corporate goals. 
However, using a personal device for corporate reasons can raise moral 
issues. In many cases, an individual uses his or her own mobile device for 
accessing private organizational information and applications. Thus, the 
corporation must develop an extended set of guidelines for cases where 
a personal device is lost or stolen to ensure that both individuals’ privacy 
and corporate information will not be used against them by third-party 
entities. Furthermore, if an advanced machine is capable of thinking, 
who will be responsible for data management and control of machine 
behavior? Hence, emerging technologies can lead to many security and 
connectivity issues.

In addition, the variety of interfaces and experiences is increasing 
over time, and although we take advantage of technology, we are get-
ting addicted to these elements of daily data control and management. 
The workforce is becoming more flexible, mobile, interconnected, and 
influenced by technology while increasing efficiency and adopting intel-
ligent machines in its daily protocols and encounters. Corporate environ-
ments of previous centuries had no individual-level applications at all. 
During the early phase of industrialization of tools essential to produce 
outputs, such as a hammer, more efficiently, data management was never 
a problem. The human being was the only privileged entity capable of 
thinking, behaving, and evaluating policies and operations. However, the 
technological advancements of the last two centuries have changed almost 
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everything in corporate policy making, and since then being ethical has 
not been a concern exclusive to human mandate any more.

Indeed, anything that can be digitized will be digitized, and thus it 
is crucial for practitioners to understand the implications of digitization 
for their organization and employees, considering that digitization ac-
celerates the speed of change that companies are facing (Kohnke 2017).  
Algorithms support humans in deciding whom to hire, whom to promote,  
and what data to consider in order to act rationally in terms of profit 
maximization. However, artificial intelligence and advanced machines are 
not developed to produce values, opinions, and beliefs in a way that a 
human does. This is not the aim of artificial intelligence. If the creator of 
a system contributes to its core elements with personal prejudices, then 
human bias consists of a critical moral issue for technological implemen-
tation. Skewed data and technical limitations may slow down human dis-
placement in many business sectors; however, the owners or holders of 
information and technology as a combination of tools that can lead to 
corporate excellence have a robust advantage against their competitors in 
the technological age.

The availability and storage of vast amounts of digital data is leading 
to the exploitation of the innovative capabilities of computing power. 
Artificial intelligence, machine learning, and other similar advanced tech-
nologies can quickly capture and analyze a wealth of physical and digital 
data that a human cannot even approach as an intelligent worker. Thus, 
a human worker would have to devote a lot more time to these compli-
cated and demanding tasks in order to compete with machines. Under 
this pressure, technology is converting the worker into a 24/7 available 
employee for the employer through technological applications such as a 
simple e-mail, which connects two or more individuals instantly without 
geographical boundaries.

Furthermore, ethical concerns arise with the implantation of mi-
crochip technology inside the human body using electromagnetic fields 
to identify electronically stored data. This information system implants  
microchips that embody electronic control systems under the human skin or 
even in the brain in order to have wireless communication with comput-
ers. In particular, short-range wireless connectivity technology can use the  
capability of the human body to transport signals that provide intuitive, 
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simple, and safe communication between two electronically compatible 
devices (Pop 2011). Health organizations have identified radio frequency 
electromagnetic fields as possibly carcinogenic to humans (Baan, et al. 
2011); however, in some cases this could be a mandatory part of the em-
ployee’s contract. This constitutes an extreme and critical ethical issue, 
because microchip implants can be used to provide the owner of technol-
ogy with a tremendous amount of private data, and thus moral awareness 
must be ensured in many diverse fields.

Ethical Measurements

Information systems give practitioners and corporations the ability to 
concentrate an excessive amount of data about individuals. Starting with 
basic workforce data, according to record-keeping standards of most civi-
lized countries across the world, employers gather various kinds of infor-
mation such as demographic data, including the employee’s full name, 
as used for social security purposes; the employee’s identifying symbol 
or number if one is used in place of name on any time, work, or payroll 
records; address with zip code, birth date (depending on local law require-
ments), sex and/or gender (the difference has been analyzed in a previous 
chapter), time and day of week when the employee’s workweek begins 
and ends, as well as contract arrangements such as total wages paid in 
each pay period and the date of payment. Practitioners can record the 
number of hours worked each day and workweek by individuals, the basis 
on which employee’s wages are paid, and other additional information 
such as total overtime earnings.

Also, practitioners can gather through mandatory corporate proce-
dures important information about the employee’s skills and qualifica-
tions, work experiences, as well as perceptual data such as their social 
media posts concerning the work, and performance data on their finan-
cial and operational efficiency. Job roles and contract arrangements as 
data can be used for policy making on serving interests, and information 
about individuals’ skills and performance can be used as a point of refer-
ence in exploiting the available resources efficiently to achieve organiza-
tional goals. Because this set of stored data can generate countless insights 
about individuals, ethical concerns arise, and corporate policy makers 
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should focus on how to cope with the very vital issues of privacy and 
securitization of data. A summary of the most important measured data 
and their potential ethical uses is provided in Table 7.1.

The manageability of sensitive data is very important in establishing an 
ethical business environment. There is a broad array of metrics to gather, 
whose use may have a positive or negative impact on both the corporation 
and the individuals. The analysis of data must be done through a process 
of moral good and used in the context of building ethical business poli-
cies reporting on organizational aims and performance. Data must not be 
used for personal advantage or for the benefit of third parties. Evaluation 
of data must be accurate, trustworthy, valuable, integral, credible, and 
accompanied by advanced ethical principles driven by internal morals, 
corporate standards, and societal demands. You must imagine yourself in 
the position of the individual when you analyze his or her data and treat 
employee data as you would treat your personal sensitive information.

Therefore, in terms of security and privacy, corporations must uphold 
the best methods and practices, while refreshing their terms and con-
ditions regularly. The system must be multilayered and include innova-
tive applications such as encryption or enhanced blockchain technology. 
Policy makers must explain how they collect, use, exploit, analyze, and 

Table 7.1 Possible moral use of data

Measured data Possible use
Sex, gender, age, race, health, 
contract arrangements, educa-
tion, skills, qualifications

Analyze diversity by various demographic factors; 
compose business culture policies, particularly for 
multicultural business environments; and build 
strategies on contract arrangements, skills, and 
corporate needs.

Employee efficiency rates and 
rewards

Indicate areas of success and failure, plan next 
steps that must be taken to increase efficiency. 
Control over reward policies and demonstrate a 
fair, equal, moral, and well-optimized system  
related to contribution.

Employee development and 
well-being

Indicate everyone’s needs; make moral use of 
supervision, influence; lead, hear, respond, and 
formally behave. Assess and evaluate health and 
safety programs, and do not put performance over 
health.
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share individuals’ data. Also, corporate policies must allow individuals to 
control the use of their data through transparent procedures and always 
seek permission for sharing information with third parties. Furthermore, 
corporate policies must include a comprehensive set of guidelines on how 
to minimize biases and inaccuracies, which may have unintended con-
sequences for individuals and society. Thus, they must be aligned with 
social values and be responsible for potential data corruption.

For instance, any decision to modify personal data must be based on 
the individual’s consent, which should be provided in written form on 
paper or on electronic platforms. The employer must always be prepared 
to demonstrate, on request, that he or she has informed the employee, 
in accordance with law and ethics, and that the employee has the right 
of free choice, such as being able to refuse or withdraw consent, with no 
adverse consequences for him or her. Consent must be considered as a 
result of free choice, particularly where it is linked to a financial benefit 
to the employee or to the satisfaction of the employee under contract and 
labor law, collective bargaining and social security law, and the business 
ethics framework.

Another important example is the processing of personal data through 
a closed-circuit optical recording system within the workplace. This prac-
tice must be prohibited, considering that it violates human privacy and 
morals. Exceptionally, it could be permitted if necessary for the purpose 
of protecting persons and goods, and under specific circumstances by se-
curing legal compliance. However, this implies that even if it is in the best 
interests of everyone at one place, individuals must be well informed and 
details must be provided as to what data has been gathered from authori-
ties and corporate systems, for what reason, and how it will be exploited. 
In most cases, the law forbids data collected through a closed-loop optical 
recording system from being used as the sole criterion by which employee 
behavior and efficiency are evaluated.

Maximizing organizational performance through information man-
agement is essential for corporate success, as the effective analysis adds 
value to the decision- and policy-making process. The concept of per-
formance measurement covers both what has been achieved and how it 
has been reached through resource exploitation. Data examination high-
lights possible barriers within business operations and individuals, while 
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underlining utilization rates of resources and the strengths and weaknesses 
of each category of analyzed data. This process can be done with the sup-
port of key performance indicators (KPIs), which are regularly used to 
measure financial results and productivity. However, many corporations 
follow unethical policies aimed at bolstering efficiency, leading to the cre-
ation of poor working conditions and unrealistic corporate expectations. 
For instance, workers may be pushed to run and walk many hours or deal 
with injuries and unbearable fatigue, while having the time and speed of 
their movements and breaks measured for optimal efficiency. Also, some 
organizations unofficially equip workplaces with vending machines that 
provide stressed or injured workers with painkillers to meet their per-
formance targets. These practices are both unethical and unpleasant for 
people, because they create an environment where human resources are 
exploited as mere tools, rather than being treated as valued entities with 
needs and demands.

E-Metrics and 360-Degree Ethics

Although technology presents great opportunities to advance, a key ques-
tion arises: Why do we need to give so much attention to technological 
development and its relationship to business ethics? The answer is not 
simple. Technology enables the use of an extensive 360-degree feedback 
mechanism for all corporate procedures. This indicates that the human 
worker is not the only factor that can create value in business and society 
in general. Thus, 360-degree ethics relies on a multidimensional set of 
actions on how to retain ethics in a fast-paced globalized environment.

The 360-degree scheme is a relatively new and powerful feature of 
data management. Human resource information systems (HRIS) soft-
ware presents the human resource function with new challenges (Dery, 
Grant, and Wiblen 2009). Advanced information systems have the ca-
pabilities to gather, analyze, and generate an enormous amount of data 
regarding anything that can be measured with quantitative and qualita-
tive methods. They give practitioners a more rounded view of whatever 
they need to explore and evaluate. Thereby, they enhance the validity and 
acceptability of results, because the latter are rationally explained through 
data. The existence of such capable tools signifies that behaviors can be 
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captured in the form of digital data as well. Consequently, the concentra-
tion of data constitutes an extremely effective tool for each corporation.

For instance, you can manage people with powerful software that 
gathers data such as the employee’s photo, last name, first name, job title, 
location, employment status, personal webpage and social media links, 
e-mail, and phone number. You can group the directory by filters such as 
name, department, location, or division, and you can always do a search 
to find, export, and analyze employee data. Also, it is very helpful and 
useful to review the employee list through organizational charts. Conse-
quently, individuals, as employees, have their own profile page inside a 
human resources software. As a result, you can find a wealth of data about 
your employees, including personal information, such as name, preferred 
name, birth date and age, ethnicity, social security number and tax-related 
information, sex, gender, marital status, address, contact data, education, 
experience, and even their clothing size, for marketing and formal dress 
purposes. In addition, information is available about their direct reports 
and the name of the manager whom each employee is associated with.

Moreover, software provides solutions to gather data about hire date, 
employee comments over the employment status, job information, com-
pensation and other benefits, frequency and history, time-off timeline 
and scheduling, notes in the context of what colleagues and supervisors 
say about his or her behavior or performance, upcoming training, and 
onboarding and offboarding tasks. Also, most software applications have 
cloud service options, in terms of storing résumés and applications, signed 
documents, personal documents, task lists, and workflow attachments. 
Individuals are also associated with corporate assets, such as a computer, a 
smartphone, a tablet, or a desk phone. Thus, electronic metrics (e-metrics)  
provide data such as asset description, serial numbers of devices, and 
date loaned or returned. Hiring tools are also available, allowing you to  
organize job openings, candidate ratings, hiring status such as candidates 
reviewed, offers made, interviews scheduled, or put on hold.

It should also be noted that because of technological innovation and 
flexible work environment, many corporations equip workers with mobile 
phones, tablets, or laptops, enabling them to connect to the internet for 
business purposes when they are not in the office. However, sometimes 
they ask them to install a range of software that track user’s movements. 
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Such software can records users’ keyboard strokes and mouse movements, 
as well as the applications that they have open on their device screen. 
Some companies may ask for their workforce to even allow to install  
applications that take videos of users’ screen or even user’s face through 
the device camera to check if they are working.

In terms of biometric technologies and their ethical implications, an 
individual can be used as a unique identifier. This signifies that a human 
being can be characterized by a tag of recognition into the digital world 
of information. Biometric technologies refer to sensors and advanced 
systems used to identify individuals through a biometric. Biometric 
technologies use human-possessed biological (anatomical, physiological, 
and behavioral) properties to determine or verify an individual’s identity 
(Wang and Yanushkevich 2007). This feature can be extremely useful to 
corporations. Since the first industrial revolution, biometric technologies 
have been one of the most prominent developments in the history of 
organizational governance.

Concentrating information is a mandatory process to retain a com-
petitive corporate advantage. By producing e-metrics, an organization 
can improve productivity, the well-being of employees, and reduce op-
erational costs as well. Technology enables corporations to improve the 
quantity and quality of information stored and accelerate the analysis 
and processing of this information. It also offers flexibility of information 
gathering in terms of supporting business operations.

However, it should be noted that there are many negative implica-
tions of this technology. For instance, in the past it was difficult to store 
billions of sensitive data, such as human fingerprints, and tracking and 
storing billions of fingerprints was impossible. Now everyone submits 
their fingerprints through personal devices voluntarily, in terms of per-
sonal identification services. Thus, today, corporations can exploit tech-
nologies, such as smartphones and tablets, that are capable of fingerprint 
scanning. This process has made available to corporations and technologi-
cal companies a huge amount of data that can either be beneficial or spell 
the end of human privacy. Fingerprint scanners are already a 360-degree 
metric instrument, capable of tracking human behavior. For example,  
fingerprint sensors can be found under the doorknob, on the steering wheel 
of a car, on the back of gear paddles, or in public transport and locations  
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where people are welcome. Also, in recent decades, many big cities have 
already deployed sets of street cameras, governing not only traffic but also 
human behavior. Therefore, many ethical concerns related to storing sen-
sitive data are arising, because personal information such as fingerprints 
are among the terms and conditions of smartphone device manufacturers 
and gigantic international corporations.

In addition, global positioning systems (GPS) trackers are precisely 
recording the movements of individuals. Technology can provide com-
panies with embedded applications for tracking human beings, making 
it possible to implant a microchip under the human skin that can unlock 
doors, enable devices such as printers, or run other programmable tasks. 
Insertable technology reflects the need of the business world to exploit as 
much data as possible. Corporations store, control, and analyze an un-
precedented amount of digital data and information about individuals, 
and not only during worktime. Systems can record the amount of time 
people spend on leisure, at home, or on the road. They can track meet-
ings and even have embedded technologies such as microphones to pro-
vide complete information on conversations. Also, technologies such as 
cookies are found on the Internet that can create a comprehensive profile 
of an individual, thus making it possible to tap into users’ preferences 
on a variety of topics. A cookie is used for authenticating and tracking, 
as a mechanism that remembers the user’s movements, such as webpage 
preferences. For instance, social media platforms use such technologies to 
promote their interests and provide their services to the users for free, as a 
reward for interacting with the platform.

In terms of corporate measures, e-metrics are not only about find-
ing suitable training for employees, about supporting the recruitment 
process, or noting payroll and expenses. The functions that an electronic 
platform can perform are limited only by its user capabilities. Software 
suppliers can provide corporate systems that are customizable, based on 
organizational needs. Furthermore, many corporations use both external 
software suppliers and internal developers to create unique modified fea-
tures that are more competitive and exclusive in the market. Upgrades 
are always necessary in this process of keeping a system up to date, and 
the use of advanced artificial intelligence, machine learning, and other 
information technology-related techniques of data analysis is mandatory. 
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It is essential to note that the use and maintenance of a corporate system 
must be done very carefully, as detailed enterprise schemes integrate all 
data and processes of an organization into a unified system with the same 
database. This demonstrates that a system failure could have disastrous 
consequences, and in most cases this cannot be reversed. This could ex-
plain why a corporation may sometimes prefer to invest more in technol-
ogy than in other traditional organizational expenses such as wages.

Measures and metrics require a multidimensional system with multi-
level analysis. Specifically, workforce composition data, such as sex, gen-
der, age, race, health, employment terms, and contract length, can be 
analyzed to the extent of workforce characteristics and assess corporate 
needs in terms of employment contracts and specific terms. Skills analysis 
is also very valuable, as information systems can sort and filter results 
in the context of certain skills, qualifications, degrees, and educational 
background of human resources. Furthermore, the experience level and 
portfolios created from individuals’ past employment relationships and 
outcomes can be a significant source of reference or comparison between 
individuals and candidates. Employee turnover rates and performance in-
dicators can also be used in order to cope with shortfalls and issues such as 
number of vacancies as a percentage of total workforce, evaluate commit-
ment level, compare actual with budgeted payroll and other costs, predict 
training needs and form development programs.

Each of the instruments mentioned must consider ethics as funda-
mental to creating a sustainable business environment, while the main 
mission of corporate policies must be the well-being of individuals. 
Metrics based on identification, authentication, or verification tech-
nologies are useful and practical. The expansion of the infrastructure of 
biometrics usage and capabilities indicates that corporate policies must 
develop methods of attracting individuals by providing 360-degree eth-
ics. Technologies on information and data, such as biometric tools, must 
meet various requirements that governments and other regulators set for 
them. However, authorities develop practices about public technology 
and patents. This means they cannot pass rules on or control technolo-
gies that are at an experimental stage, undergoing testing processes by 
scientists and experts in the field, that have not yet been made available 
to the public.
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Therefore, the ethical awareness of the creator of a technological in-
novation and implementation is critical. Policy makers must ensure secu-
rity for technological adoption and exploitation of information. This is 
of crucial importance in regard to business ethics because conflicts arise 
between the interests of shareholders, the employees of a corporation, and 
the society in which the business operates. The moral entity consideration 
policy consists of an internal driving force to implement and develop eth-
ical practices, as debates on the deployment and usage of data seem to be 
very difficult to reconcile in policy. Ethical standards and perspectives on 
such technologies can profoundly influence how data is exploited without 
harming other entities, and, thus, policy makers must take advantage of 
technological developments, while considering the interests of individuals 
that they affect.

It is worth noting that in the past, when the predictions for the wide-
spread use of microchips were subject of intense criticism, everyone be-
lieved that technology will never reach the point at which it can be used 
against human privacy. However, although no one wanted to directly buy 
a microchip, everyone wanted to buy a mobile phone, making its adoption 
rate and usage even more critical for human health services. In particular, 
more households in developing countries own a mobile phone than have 
access to electricity or improved sanitation (The World Bank 2016). Fur-
thermore, when consumers realized that they could not communicate with-
out a mobile phone in their pockets, individuals became addicted to cell 
phones. Consequently, companies desiring to promote smartphones on the 
market found it easy to do so, because people kept buying these devices ig-
noring the serious threat to their personal data if the hardware and software 
providers could not meet their need for individual security and privacy.

Hence, is it wrong to adopt such technologies and exploit data analy-
sis? No. E-metrics and biometric deployments can be extremely useful 
for both the corporation and employees, as well as for society in general. 
Problems are created when some individuals exploit technology over the 
rights of other people and entities. It is critical to create and develop 
sustainable legislative and operational infrastructure to enable rational 
technology usage, in the context of an international framework. At the 
same time, if regulation does not cover a technology yet, practitioners 
are responsible for its ethical exploitation. Data is used to make groups 
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of individuals, to tag and categorize people according to a set of criteria, 
while advanced and intelligent systems record most of our routine. There-
fore, practitioners must explore global practices and trends and consider 
ethical theories and implementations from multicultural concepts.

Confidential Ethical Systems

Ethical measurements and electronic information systems cannot ensure 
the universal development of confidential ethical systems. The morality 
of such mechanisms stems from human behavior. Hence, confidential-
ity can be developed only through human actions in terms of informa-
tion exploitation. Confidential conflicts emerge since information about 
something has limits on how and when it can be disclosed to a third-party 
system. You need to be an authorized individual in order to have access 
to confidential information. Therefore, corporate policies must include 
strong moral guidelines on how to cope with ethical dilemmas related to 
information sharing and how to decrease the volume of conflicts between 
the rights of different individuals, given a set of conditions and situations.

Corporations pose complex confidentiality issues. This happens due 
to the amount of information gathered, stored, and shared within the 
corporate environment and operations. Professionals and, in general, 
businesspeople, whether they belong to the top or bottom level, have 
a moral obligation to protect the confidentiality of information. This is 
everyone’s fundamental moral duty and challenges the moral awareness of 
individuals. In particular, data confidentiality refers to the ability to share 
sensitive data among a community of users while respecting the privileges 
granted by the data owner to each member of the community, whereas 
data privacy means that the data owned by an individual will never be 
disclosed to anyone else; hence, because sharing is precluded by privacy, 
it is easier to enforce than confidentiality (Bouganim and Pucheral 2002). 
Therefore, practitioners and professionals who have access to databases 
also have access to private data and sensitive information. Corporate poli-
cies must ensure that their access points on information will not work 
against the right to privacy, because the process of keeping private in-
formation requires that the individuals involved be well informed about 
such practices.
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Management of confidential information is not an easy task. Cor-
porate fraud cases have been the main subject of criticism both inside 
and outside the business world, because it is believed that information 
along with money is more important and of greater worth than any other 
subject. Indeed, studies have found that executives who commit corpo-
rate fraud face greater financial incentives for doing so (Johnson, Ryan, 
and Tian 2009). However, what must happen to confidential information 
during legal proceedings or other circumstances such as criminal trials? 
Corporate policies must include a wide range of guidelines and avoid 
being accomplices to such conditions. Additionally, a global framework 
on such issues must be developed and updated. For instance, since the 
1980s, practices suggest that U.S. law and practice concerning adminis-
trative and judicial disclosure of confidential business and governmental 
information in antidumping and countervailing duty cases would be ideal 
for adoption by the European Community (Taylor and Vermulst 1987). 
Thus, international law must cover a variety of cases, and corporate prac-
tices must adhere to the global law as well, where it fits.

There are a plethora of approaches that a policy maker can implement 
to conduct a comprehensive code of ethics on confidential information 
systems. Although there are some common principles, the standards gov-
erning corporate policies on confidential information and private data 
vary between entities. Some corporations have strict policies, and others 
implement more flexible schemes, given the continuous development of 
the field of information systems and privacy. Hence, even though the 
development of widely embraced ethical norms is a mandatory process, 
which all members of a corporation are required to adhere to, indi-
viduals tend to implement their own ethical standards on confidential 
information. Consequently, corporate policy makers must develop con-
fidential guidelines as a matter of strong internal organizational policy, 
which no one is authorized to deviate from if the action is ruled by policy 
regulations.

Accordingly, if an individual discovers that his or her privacy has been 
breached, it is very difficult to develop trust and dignity among the same 
people. Leaked information can not only be painful in terms of personal 
psychology, pressure from public, and feelings that can change human 
behavior and perceptions, but it can also present legal consequences. If 
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the principles of meritocracy, equality, and fairness in a corporation are 
under threat from information misuse, then, sooner or later, individuals 
could implement unethical practices to survive in an unsustainable envi-
ronment. However, if the individual can afford the cost of leaving, then 
it is the only rational option, at least until the organization manages to 
implement another set of ethical principles.

Another great example of managing moral issues concerning con-
fidential ethical systems is about genomic databases. In particular, the 
complexity of technology has required the rational management of in-
formation to be part of the workload of data scientists. This means that 
such progress and processing of data has enabled genotype analysis of 
individuals become a trend that it could be vital for the development 
of a series of corporations. A genotype is an individual’s collection of 
genes, whereas the expression of the genotype constitutes the individual’s 
observable traits, called the phenotype. The latter refers to traits such as 
blood type, height, or hair and eye color. The field of genomics generates 
data about the genome, as a set of genetic instructions found in a cell, and 
for a human it consists of 23 pairs of chromosomes. The short descrip-
tion of genomics presented is very important, as corporations could face 
a situation where biobank exploitation becomes inevitable. This implies 
that confidentiality about individual sensitive and private information 
is challenged, and it is critical to identify a clear relationship between 
different legal sources “where the impact of new technologies requires a 
coordinated approach to ethical and legal issues about informed consent, 
confidentiality, individual identity, discrimination, self-determination, 
the secondary use of samples and data, the return of results to the subject, 
and data sharing” (Mascalzoni 2015).

Thus, because human genomic data is uniquely identifiable, corpora-
tions may use them, and thus emerges ethical awareness. In particular, 
corporations may use such technologies of identification to ultimately 
control the access, sharing, and general management of sensitive data. 
Ethical issues emerge by the exponentially increasing volume and pace 
of genomic data collection in digital databases, because they can be con-
verted into a coded electronic format for storage that is readable by every 
user. In some cases, you do not need to be a scientist or an individual with 
advanced biological knowledge in order to explore genomic databases, 
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because the latter are expressed in such a way by data scientists and soft-
ware applications that corporations and practitioners can use them for 
their interests easily. As statistical techniques improve alongside with 
the growth of databases, the association of genetic data with individual 
characteristics is a very powerful tool that corporations will be able to 
use in order to gain a competitive advantage and exploit their resources 
as efficiently as they can, to avoid any potential risks in information 
management.

Additionally, one of the most crucial ethical risks in data management 
is about the rules and procedures for allowing access to information. It 
is critical to set moral policies governing who should have access to that 
set of databases, under what conditions, and for what purpose, as already 
mentioned. For instance, if a corporation sells your private data as its 
client, in order to help a third entity to exploit your personal vulnerable 
dimensions, it raises critical ethical concerns. Imagine a company in the 
pharmaceutical industry that knows that most people in a specific town 
will have cardiac problems, due to special genetic conditions stemming 
from their biological ancestors in that area. This gives the corporation a 
huge competitive advantage, but at the same time it has followed unethi-
cal or even illegal practices in terms of data exploitation if people are not 
informed about the multidimensional use of their data, in accordance 
with the terms and conditions implemented by the corporation. Also, it 
is worth noting that the 2020 pandemic outbreak raised such concerns to 
a very high level, because the COVID-19 event occurred in a much more 
digitized and connected world where data quality and security controls 
are needed (Ienca and Vayena 2020).

Many organizations have been victims of their confidentiality poli-
cies. Technological giants such as companies in the social media industry 
or manufacturers of hardware have been found to implement such uneth-
ical practices. For instance, confidential issues include the leak of millions 
of e-mails and accounts from an e-mail provider and the leak or sale of 
private data such as demographic data, or even personal preferences on a 
variety of topics, or sensitive data such as personal text messages through 
applications and communication providers. In addition, a company may 
use data from its clients or business associates, in order to increase its 
competitiveness, or an organization may use unethical practices to reveal 
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information that could be proved to work against the profitability and 
status of other corporations and competitors.

Apart from the foregoing, the leaked data can be used by external 
third-party entities or by individuals inside a corporation, as when an 
employee wants to learn something important about another individual, 
to gain an advantage such as a promotion, a bonus, or an achievement. 
Similarly, when a manager wants to promote someone, maybe from a per-
sonal preference and in order to cultivate a good interpersonal relation-
ship with the individuals, even though there is another individual with 
greater attributes and contribution to the organizational performance. 
This practice of acting unethical and misusing confidential information 
is associated even with people with higher educational backgrounds and 
experience. A forgotten document on an office table could be enough to 
expose confidential information, and hence it is very difficult to avoid 
such circumstances entirely. Serving the best of personal interests could 
result in using confidential information against other people. Therefore, 
carefully thinking about the consequences is recommended before final 
action is taken, considering that interpersonal conflict may emerge from 
such activity.

Thus, people can control and prevent such inappropriate practices by 
paying more attention to the information systems and the moral aware-
ness of their activity. Consequently, practitioners must minimize harm 
and approach ethical decision making systematically in order to protect 
the rights of individuals and develop an ethical, reasonable, and rational 
system on confidential information. It is essential to realize the moral 
issue; analyze what data, interests, values, and beliefs of individuals are 
likely to be affected; examine the benefits and risks of alternatives; and 
then implement the most suitable policy depending on conditions and 
variables of a situation.

It is not about the establishment of a general deontology that treats 
people as subject of principles and rules. Rather, corporate policies must 
inspire people to develop their own deontology in the context of personal 
and business ethics, their own sense of responsibility against other entities, 
regarding the consequences of their behavior, and whether they violate 
rules, rights, or law. It is important to implement strategies that prevent 
confidential leaks, even though in some cases confidential information is 
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inevitable, due to the position of an individual, its weakness over ethical 
behavior, and the management of sensitive private data because of man-
datory operations and business tasks.

Therefore, the existence of a code of ethics is crucial for business sus-
tainability and the moral development of its employees. Categorizing be-
haviors into the ethically acceptable and the ethically unacceptable is a 
very demanding process, with many challenges, as explained in a previous 
chapter. In terms of confidential ethical systems, however, the implemen-
tation of the principles of a code of ethics is even more complex than in 
other common corporate operations. For instance, when an accountant 
realizes that a fraud case emerges considering specific corporate financial 
statements, or when an employee behaves unethically due to the relation-
ship he or she developed with their manager, or when a company stores 
millions of electronic data with sensitive personal information such as 
online service platforms, data exploitation with the best of morals could 
be tough to achieve, though a mandatory process.

Concluding Remarks

Using advanced techniques such as machine learning and artificial intel-
ligence that enable data scientists and professionals to harvest the avail-
able information in innovative ways is a compulsory corporate process in 
modern economics. Technological advances enable the management of 
information with multidimensional approaches, while emergent technol-
ogies can lead to many security and connectivity issues. Skewed data and 
technical limitations slow down human displacement in many business 
sectors; however, the owners or holders of information and technology as 
a combination of corporate excellence have a robust advantage against the 
competitors. Maximizing organizational performance through informa-
tion management is essential for corporate success, as the effective analy-
sis adds value to the decision- and policy-making process. Technology 
enables the use of an extensive 360-degree feedback mechanism for all 
corporate procedures. In terms of biometric technologies and their ethical 
implications, an individual can be used as a unique identifier. By using 
e-metrics, an organization can improve productivity and the well-being 



 ETHICAL INfORmATION SySTEmS 135

of employees and reduce operational costs. Additionally, insertable tech-
nology reflects the need of the business world to exploit as much data 
as possible, whereas corporations could be in a situation where biobank 
exploitation is inevitable. In any case, corporate policies must include a 
solid moral framework on how to cope with ethical dilemmas on infor-
mation sharing and how to decrease the volume of conflicts between the 
rights of different individuals, given a set of conditions and situations. 
Corporate policy makers must develop confidential guidelines as a matter 
of strong internal organizational policy, from which no one is authorized 
to deviate.





CHAPTER 8

Ethics and Employment 
Relationship

Corporate policies are subject to the law governing business issues such 
as the level of minimum wages; maximum hours of work; standards of 
health and safety; and other rules in the context of hiring, promoting, and 
firing an employee. These corporate challenges are related to the general 
employment relationship, where a positive attitude toward a work climate 
of excellence and motivation is essential. Working in an inspiring corpo-
rate environment must be a mandatory initial strategic policy for each 
organization. The meaning of work is one of the most important aspects 
of employment. The time we dedicate to work is considerably long. It 
takes a major and vital part of our life, and thus we need to evaluate and 
prioritize work conditions, such as the importance of business ethics and 
other organizational issues such as operational flexibility. Factors affect-
ing organizational and workforce behavior include the characteristics of 
people and the level of diversity, individual differences such as attitudes 
and personality, how individuals are motivated and engaged, and, gener-
ally, the organizational culture as a process that generates organizational 
commitment and trust among the involved members.

In particular, people can present differences in a variety of factors. 
Sex, gender, mental ability and intelligence, cognitive skills, educational 
background and experience, emotions, or culture and personality are only 
a few of the individual differences. People present divergent perceptions 
and reactions to change, morals and values, reasoning, memory, and ver-
bal abilities, speed of learning and understanding, social skills, creativity 
and judgment level, critical thinking ability, vulnerability and positive-
ness in different conditions, straightforwardness, trust, commitment, 
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engagement, openness and feelings, friendliness, self-discipline, recogni-
tion needs, and innovative ideas.

Additionally, globalized shifts in the financial, technological, environ-
mental, societal, and cultural fields have a strong impact on corporate gov-
ernance and on the expectations of the workforce and the society in which 
a corporation operates. Social dynamics and multidisciplinary issues have 
the potential to create conflicts and behavioral change. This calls for a posi-
tive employment relationship built on trust and mutual respect. Corporate 
policies must provide consistent procedures and practices, dealing with 
employee relations by applying fairness, meritocracy, and ethics. Emphasis 
should be placed on commitment enhancement, and general harmoniza-
tion of terms and conditions for all individuals, by leveraging their capa-
bilities and eliminating the weaknesses in their personality and knowledge.

Furthermore, the nature of work complements a variety of employ-
ment dimensions. Money is not the only aspect of an employment rela-
tionship, even though earning money is important for living, in the global 
money-oriented system of consumables. Rather, people work for further 
satisfactions, such as the opportunity to develop new skills and retain the 
existing ones, to be part of a greater team with valuable members, to do 
something important on both personal and societal levels, to achieve both 
individual and organizational goals, and achieve a status in life, as well as 
a multidimensional power based on work positions.

It is important to establish policies that enable recognition at vari-
ous levels. First, individual satisfaction can be achieved through opera-
tional recognition, in terms of training deliverables and improvements 
in productivity. It is critical for a worker to be recognized, because it 
encourages him or her to contribute more, while increasing the levels of 
engagement and trust. It is important to note that there are differences 
between individuals in the mechanisms that drive job satisfaction and 
related concepts such as affective commitment (Hofmans, De Gieter, and 
Pepermans 2012). Also, the emotional impact of policies and behaviors 
is remarkable, because individuals usually expect to receive such recogni-
tion, by way of encouragement and appreciation. Even in cases where 
their contribution does not meet business standards, they would likely 
receive recognition by various methods, in order to encourage them to 
work toward success and development.



 ETHICS AND EmPLOymENT RELATIONSHIP 139

It is crucial not to force employees to sacrifice their perceptions or 
other factors that are valuable to them such as their free time. For in-
stance, it is very risky to force people into social activities, when they 
simply do not want to, even though it would be nice and valuable to be 
part of such activities. It is not about the team as a democratic process of 
flattening everyone’s beliefs. Rather, it is about the team as a place where 
everyone can contribute, where the individual can choose from among 
alternative practices and implement the method that is most desired and 
suited to his or her expectations.

Hence, undesired business environments can lead individuals to slow 
down and even get distracted easier. Given the fact that work is distasteful 
to some individuals who are money driven and status oriented, a funda-
mental policy among practitioners is to creatively supervise subordinates, 
make each individual feel useful and important for the corporation and 
society in general by sharing common passions and strategies, and form 
a business environment in which all members want to contribute to the 
limits of their own abilities and desires. In addition, this influential rela-
tionship between the corporation and its human workforce consists of 
a moral-ready and efficiently optimized environment of excellence. It is 
vital not to underestimate the impact of such practices on the relationship 
between corporate agents and employees, because cooperation requires a 
series of mutual concessions in the interest of developing a working atmo-
sphere of appreciation and moral values.

Policy makers tend to accept ethical practices that they perceive to be 
relevant to their own principles. However, particularly in multicultural 
organizations, an individual represents only one side of the employment 
relationship. Various moral issues are perceived differently by different 
individuals, and thus everyone in a corporation must accept the thoughts 
of other entities, even if they do not agree with them. The logic that 
the one-size-fits-all approach is the ultimate method of managing such 
challenging work environments is unacceptable. Indeed, most researchers 
recognize that this approach is not the best solution (Davies and Schlitzer 
2008). Although individuals could present some common characteristics 
and perceptions, this does not mean that they are identical. Thus, cor-
porate policies as a set of ethical and legal measures that enable people 
to make the best use of their capabilities, realize their skills, and achieve 
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satisfaction through their work, are critical for the implementation of a 
multidimensional and multicultural approach of satisfaction through the 
employment relationship.

The Moral Contract

Employment relations are emerging not just between an employee and 
an employer. Employee relations are affected in many dimensions, there 
being numerous parties with the potential to significantly influence cor-
porate practices. For instance, the government plays multiple roles in 
forming corporate policies, as the ultimate instrument of legislating on 
employment rights and standards for both the public and the private 
sector. Furthermore, there are cross-national agreements, such as those 
within the European Union, or international agreements on common 
employment law between countries across the world. Also, trade unions 
and other forms of representatives, staff associations, and institutions are 
responsible for protecting and promoting the employee’s interests, having 
been elected by their members to take actions such as exerting pressure on 
corporations to improve health and safety conditions as well as increase 
wage levels. Accordingly, leadership or management schemes are respon-
sible for controlling and inspiring the workforce, through their decisions 
that have an impact on employee relations.

Moving on to a universal framework, the purpose of developing and 
implementing an employment law is to encourage job creation and make 
it possible and easier for individuals to be employed and to protect human 
resources from being exploited in the context of productivity without 
moral concerns. For instance, technological advancements and emerging 
financial conditions have created an international business trend and an 
environment in which there is no job security for many new employment 
relationships. This signifies that an individual will be employed if the cor-
poration needs a human worker to add value to its operations for a certain 
period. However, this process of exploiting human workers on demand 
does not amount to long-term cooperation, which means that people 
cannot feel safe about their future, cannot make plans about their life, 
and cannot serve their personal interests rationally. Hence, it is critical 
for a practitioner to consider how individuals could be happier with the 
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establishment of a moral contract, given that they react differently under 
identical circumstances. Practitioners must rely on cooperation rather 
than control and coercion in their relationship with employees. Conse-
quently, the most important and fundamental principle is the moral entity 
consideration, that is, by putting yourself in the other individual’s position 
and by trying to identify how you would react, what expectation you 
could have from yourself and the corporation under the same conditions, 
and what corporate policies could solve the challenge, while being legally 
aligned.

Employment law can be introduced at a local, regional, national, or 
international level, in response to political and economic transformations. 
New employment law and agreements can be introduced due to political 
actions or union campaigns or through individual initiatives. Regardless, 
the purpose is to develop a fair and ethical employment framework within 
which people can defend their rights, corporations can work by adding 
value and promoting good practice in the employment relationship in-
stead of decreasing the value of its workforce and society, and, finally, 
governments can create an attractive business environment in which all 
parties involved are motivated and moral players.

Therefore, the employment contract must be aligned with a vari-
ety of agreements and standards, thus shaping a corporate strategy that 
can achieve consistency, fairness, and employee engagement. Corpora-
tions with high commitment systems have higher levels of productivity 
and lower levels of employee turnover than those with control strategies 
 (Arthur 1994). Human resource control systems enforce employee com-
pliance with rules and procedures, while commitment-based systems 
shape employee behaviors and attitudes by creating a moral culture of 
psychological links between organizational and employee goals. Further-
more, high-performance corporate practices influence employee turnover 
and productivity, the adoption of such practices being more important 
than ensuring that these policies are internally aligned with corporate 
strategy (Huselid 1995).

The capitalization of potential sources of profitability indicates that 
cor porations will try to produce performance at any cost. At the same time,  
the production of sustainable efficiency consists of high-performance sys-
tems with high-value corporate principles. If people are negative and not 
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interested in their jobs, then it is almost impossible to apply business 
ethics in the day-to-day procedures. Therefore, practitioners must cre-
ate a strong and ethical employee relations climate, where consideration 
of other entities, trust, fairness, transparency, and willingness to cooper-
ate lead individuals to moral behavior. Policy makers are largely respon-
sible for the implementation and promotion of such practices in order 
to improve the conduct of employee relations and must therefore be well 
educated, moral thinkers, rationalists, trained in multidimensional ap-
proaches, and open to developing new theories and policies.

The moral contract represents that the individual is encouraged, mo-
tivated, growth oriented, and involved in corporate procedures in such 
a way as to ensure a balanced and harmonious relationship between the 
individual and the corporation, which, accordingly, encourages commit-
ment and enhances productivity. Having the ultimate legal right to tell 
a worker what to do operationally does not justify actions aimed at ex-
ploiting the individual with unethical practices. The employment con-
tract must be a comprehensive guide with legally acceptable notions that 
include moral standards, ethical expectations, and obligations, as well as 
the flexibility required to reflect the structural developments of external  
factors.

Paying employees their wages or salaries does not necessarily mean 
that an organization is ethical. Instead, it only signifies that the legal en-
tity is fulfilling its legal obligations toward the employee, in the context 
of fixed terms in regard to compensation benefits and capital rewards. 
However, the employment relationship, or the moral contract, must cover 
a variety of other conditions as well. It must also be noted that there are 
expressed agreements and other types of contracts, such as psychological 
contracts, that may be conveyed orally or included in collective agree-
ments and policies. In any case, when two or more parties agree on a con-
tract, they must ensure its validity and consistency and develop mutual 
understanding of its terms, particularly its ethical dimensions (Table 8.1).

The dynamic relationship between parties in a corporation increases 
the difficulties of applying business ethics. The contract agreed between 
two or more parties is strongly influenced by corporate policies. Therefore, 
the moral contract is mostly an unwritten relationship, because individ-
ual behavior cannot be predefined and controlled by written agreements 
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while it evolves over time. Thus, it is the individual’s responsibility to 
behave as an ethical part of the business culture, whereas corporate poli-
cies must include comprehensive guidelines in terms of moral awareness. 
Consequently, a corporate policy maker must formulate procedures of 
moral transparency, approach the expectations of resourcing and develop-
ing programs, adopt decisions that do not affect other entities negatively, 
and treat the workforce as a valuable and crucial part of the business, rely-
ing on cooperation, trust, and commitment, rather than control, strict 
policies, and undesired actions.

Moral Corporate Culture

The establishment of ethical behavior must be accompanied by a moral 
corporate culture. The role of corporate culture in moral development is 
crucial, because corporate emphasis on profitability substitutes for the 
production of the desired ethical behavior through managing corporate 
culture (Reidenbach and Robin 1991). This means that people must have 
strong moral engagement and commitment to the corporation, two im-
portant elements affecting organizational development and performance. 
Retaining the workforce in a state in which the worker gives of his or her 
best, as well as remains proud of working, is critical for corporate sustain-
ability. Therefore, developing the individual’s moral quality is a process 
that is fundamental to excellence.

Table 8.1 Moral employment contract essentials

Term Ethical dimension
Parties 
involved

All parties to the contract must be informed of their overall rights, 
obligations, and other kinds of employment agreements.

Legal rights People signed or involved with other kinds of reference in a contract 
must be offered the protection scheme of legal relations.

Contract terms The terms agreed by the parties must be feasible, sufficiently certain, 
and morally acceptable. These terms include work conditions, work 
duties and job role, balance of work–life time, evaluation policies, 
supervisory forms, promotion opportunities, and contract termina-
tion rights.

Benefits The contract must have a predefined reward package, in terms of the 
wage level, sick pay, and pension schemes. Also, it must include terms 
of additional allowances, such as reasonable health and safety benefits.
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People working in an organization must be well engaged. This means 
that they should remain interested in their job roles and want to be as effi-
cient as they can be so they can achieve both entrepreneurial and personal 
goals through ethical practices. The significance of people’s engagement 
toward the employment relationship emphasizes the connection between 
corporate culture and workforce performance; in other words, an ethical 
climate affects organizational performance (Victor and Cullen 1988). In 
particular, financial choices of a company have consequences for the cor-
porate culture (Guiso, Sapienza, and Zingales 2015), although it is impor-
tant to note that some studies highlight the difficulty of defining the term 
“organizational culture,” and the influence of subcultures has to be taken 
into account too (Lim 1995). Furthermore, an ethical culture can encom-
pass both culture and climate. Organizational climate depends largely on 
the quality and stance of management and on the values to which it sub-
scribes, whereas organizational culture has deeper roots in corporate iden-
tity (Collier and Esteban 2007). Indeed, there are a host of factors that 
have a great impact on engagement, such as work satisfaction, interesting 
challenges, room for employee contribution, responsibilities based on job 
roles and rewards correlated with achievements, the availability of knowl-
edge development, the flexibility of work conditions, and the opportunity 
for personal growth through the corporation. It is also imperative to work 
in a high-performance and inspiring work environment that enhances em-
ployee efficiency and supports job needs with the required infrastructure.

Thus, there is a set of factors that can have a strong effect on business 
ethics policies and facilitates or complicates corporate strategies. “Ethi-
cal climates identify the normative systems that guide organizational de-
cision making and the systemic responses to ethical dilemmas” (Victor 
and Cullen 1988, 122). However, developing a work environment that 
encourages moral engagement is difficult to define as a single procedure. 
Employment relations must be conducted within the framework of a gen-
eral positive corporate attitude that leverages human resources in the best 
interests of both individuals and the corporate entity. Respect between 
employees, fair treatment of individuals, recognition of employee value 
and efforts, support for initiatives, and enhanced communication among 
them is the basis for cultivating a moral corporate culture in terms of 
people engagement.
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Moreover, organizational commitment as a state of loyalty between 
different corporate parties has a direct relationship with business ethics. 
An individual must be inspired by moral awareness and a work climate 
of values and moral goals. If the individual cannot be satisfied by these 
mandatory ethical needs, then he or she will not be ready to exert any 
effort in the organization’s behalf or desire to remain a valuable member 
of the corporation. Commitment proposes that the individual, instead 
of having to be controlled by strict rules and corporate policies, is suffi-
ciently strongly committed to enhance and increase corporate values and 
performance, respectively.

Indeed, no one in a corporation, neither employees nor agents and 
shareholders, would want to be controlled by tight management, narrow 
vision, and strict responsibilities, because this could lead to an insufficient 
corporate culture, decreased organizational performance, and unhappy 
employees. Furthermore, it is vital to focus on how managers and prac-
titioners frame an ethical decision in regard to a variety of moral issues 
that influence individuals’ moral reasoning and decisions (Weber 1996). 
Hence, the morale of people working for a corporation is not only a criti-
cal factor in business success but also the key to corporate and individual 
growth. Commitment strategies must be applied with additional caution, 
aligning them with flexible policies. Following a moral entity consideration 
approach, policy makers can create value through people, influence their 
expectations, and make moral use of their capabilities.

However, corporate policies are affected by globalized trends and cul-
tural developments. This indicates that even for a business based on local 
activity, there are some common challenges that have no borders. Thus, 
it must be noted that multicultural environments as multidimensional 
factors can potentially have a robust impact on a variety of business pro-
cesses. For instance, human resource practice is becoming more and more 
challenging in the face of problems such as retention, dealing with cul-
turally different people, and managing technological and informational 
changes (Vohra, et al. 2015). Hence, the spread of technological advance-
ments can cause cultural homogeneity and value similarity within orga-
nizations (Fujimoto, et al. 2007), leading practitioners to adopt and use 
globally common practices by focusing on aligning people, processes, and 
systems to overcome such challenges (Morris, et al. 2009).
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Thus, the challenge of employing a workforce with a sense of commit-
ment is difficult to manage with a single policy and a set of limits. We can-
not avoid change. Hence, to motivate people to work with commitment, 
corporate policies must include investment in training and development 
and increase cooperation consistency and trust, support participation, 
and employee contribution. The development of a sense of employee in-
volvement creates the conditions for a moral work environment, because 
the individual whose feeling of belonging is enhanced, while being part of 
the business decision processes, will not accept being deceived.

Consequently, moral corporate culture relies on the development of 
ethical awareness, communication of common values and norms, accep-
tance of diversity in the context of contribution through different capabil-
ities, cohesion, and the establishment of a fair and meritocracy-centered 
business culture. The latter can turn out to be dysfunctional in numer-
ous ways: when individuals cannot communicate properly, leading to the 
discussion going nowhere; when team members cannot understand the 
corporate objectives and standards; when conflicts are quite frequent, 
particularly if they are related to personal characteristics; when the final 
decisions are made by some people rather than the whole team, so they 
dominate the latter and other perspectives; when there are strict policies 
that limit the use of multiple skills per procedure; and when there are no 
common values between the individuals and the corporation as an entity.

Given that people have their own values and norms, organizational 
culture consists of a multidimensional pattern of commonly acceptable 
and predefined behaviors and unwritten rules. In addition, it is important 
to mention that people can overcome their cultural needs, because they 
believe that this could be beneficial for their career, earnings, or their life 
itself. Individuals faced with difficult situations sometimes react in such 
a way that their values and norms can be modified in order to be aligned 
with the values and norms of others, because of circumstances and con-
ditions that they might not be able to control by themselves. Thus, a 
healthy and moral corporate culture must secure the individual’s percep-
tions and beliefs while developing a commonly held set of values and 
assumptions. But even corporations with solid values cannot be highly 
influential unless the individuals accept change and have aligned internal 
principles. Therefore, if the individuals do not behave in accordance with 
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corporate ethics, they will be unable to implement business guidelines, 
and thus generate conflicts.

The association between individual perceptions and business norms 
is too complicated to be homogenized, as both factors initially present 
a negative intention to change, unless someone proves to them that the 
change will be in their best interests. Satisfaction and recognition are usu-
ally a priority in terms of persuading an individual to behave as you want, 
because he or she will feel a part of the system and a valuable part of 
the available resources. This suggests that their engagement, motivation, 
and contribution levels will be increased, as also the total efficiency and 
productivity in terms of business needs. Hence, the establishment of an 
enhanced business culture implies that there are shared values and a solid 
connection between corporate norms and behaviors. In contrast, a weak 
corporate culture evidences that values are limited to a few people, the 
employees have little knowledge about business ethics and policies, and 
there is little connection between shared values and individual behaviors.

Human resources cannot be treated like financial resources. An indi-
vidual’s professionalism depends on a variety of factors and skills. Indi-
viduals with advanced technical skills and abilities can have a comparative 
advantage over those who cannot cope with operational demands. How-
ever, behavioral attributes such as moral courage in the workplace are 
essential for developing a solid ethical character. In some cases, people 
tend to overlook the ethical aspects of an issue, in the name of financial 
performance and personal interests, or because their supervisors put pres-
sure on them to implement such practices. This process can have a strong 
negative impact on the business climate, so employing individuals with 
moral courage means that they would be willing to adhere to the conse-
quences of their actions and can influence other individuals to increase 
their moral awareness as well. Moral courage can be positively influenced 
by training in business ethics (May, Luth, and Schwoerer 2013), and thus 
corporate practices must integrate such approaches.

In conclusion, a moral corporate culture must be innovative, encour-
age creativity and change, accept risk-taking, even if it ends in partial fail-
ure, in terms of skill development and learning through mistakes, be fair 
and recognize contribution, build trust between members, be cohesive, 
and respect both corporate and personal perceptions, goals, expectations, 
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and priorities. It is not possible to develop a corporate culture if it in-
volves putting pressure on people to implement it as a set of behaviors 
in their operations. Business culture is about maturing through people, 
and, consequently, it is the individuals who are responsible for growing a 
sustainable and moral environment of rational behaviors. Involvement is 
highly desirable but also risks losing control over the implementation of 
corporate procedures.

Ethical Work Rights

Given both the creation of a moral corporate culture and the conclusion 
of a moral contract, the employment relationship is associated with moral 
rights and duties. This signifies that human resources have an extensive set 
of variables to consider, in order to make critical ethical decisions. There 
are legal rights, in terms of legislation and government regulations, and 
nonexplicit rights, such as issues in the context of business ethics. Each 
party involved in the operations of an organization can claim an assort-
ment of rights. Employees, agents, executives, shareholders, government, 
and the society in which a business operates have rights, and they express 
them to each other when appropriate. This plethora of rights is limited 
only by an ethical standpoint and the moral entity consideration as a vital 
principle of human behavior. The various categories of entities can claim 
rights such as the right to receive safe and quality products and services 
for consumers, protection against the environment for a local community 
and society, rights in the form of legal and tax duties for government, and 
rights in the work environment and relationship for employees.

In view of this, the most vital right is that everyone has the right to 
be employed. The right to work is fundamental for our societies and for 
how they are constructed. For instance, if human resources were able to 
secure an income that provided a good living, who would still be at his or 
her current job? Who would be willing to work under a supervisor and an 
employer with strict policies and demands? Who would be at the disposal 
of larger corporations, in terms of creating value and delivering goods and 
services that need an industrial system of production? Also, given a soci-
ety with an unlimited lifestyle, who would care about vital job roles such 
as rescuing people from accidents, including dangerous conditions of fire 
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or floods? Would machines take advantage of their emergent intelligence 
and do these jobs instead of human resources, or would the latter suffer 
from greed and unlimited desires? Hence, the right to work is not merely 
a survival-based need, it is also a meaningful process of being valuable to 
society.

Most people cannot be satisfied with their job roles because various 
circumstances could not provide them with the desired conditions that 
could motivate their willingness to build engagement and commitment 
with their work. Matching jobs with available workers is a very challeng-
ing task for the human resources department, while practitioners must 
consider an extensive list of rights and duties from both involved parties 
in the context of a contract between the employer and the employee.  
Thus, the ethical work right in this process is to provide an equal  
opportunity to individuals to get employed, given their educational back-
ground and experience. This suggests that even the process of sharing a 
curriculum vitae with potential employers is a form of equal opportunity, 
because everyone is capable of sending an e-mail with his or her résumé 
to be considered.

However, because it is commonly acceptable, and even if it reflects 
some points of unethical behavior, some practitioners may end up mak-
ing an offer to people they prefer. For instance, if you have two or more 
individuals identical in terms of their résumé, who would be the most 
suitable for the job? The answer depends usually on the process of a job 
interview or recommendations provided, whereas work rights begin at the 
point where the individual agrees to fulfill duties and do whatever is pos-
sible and ethically acceptable to achieve organizational goals within the 
context of corporate policies and demands.

Of course, not any job role is desirable, visionary, interesting, and 
meaningful to individuals. Indeed, corporate environments and roles that 
dehumanize people operate as a negative factor in motivation. Therefore, 
it is crucial to develop corporate policies that create the conditions re-
quired to protect and enhance work rights considering business ethics. 
Consequently, ethical work rights include a set of policies in the context 
of the right to a safe work environment, the right to compensation for 
injury and health issues, the right to engagement and participation, the 
right to job security and equal treatment without regard to discriminative 
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factors, the right to privacy and respect for personal information, the 
right to be free from harassment and to have a say in such situations, and 
the right to have an explicit contract with respect to employee well-being.

The right of a healthy work environment is vital for individuals. 
Working in a healthy place is usually synonymous with the safety of em-
ployees. For instance, providing people with fresh air by installing con-
trols to minimize airborne contaminants in a workplace and a smoke-free 
environment is a crucial practice. Moreover, healthy environments con-
sist of a variety of additional factors, such as motivating people through 
positiveness and flexible procedures and by ensuring that they will not 
be harmed by others, in terms of not only injuries but also emotions 
and feelings related to work satisfaction, job burnout, stress, and risk-
taking. Increased stress produces a negative impact on a variety of issues, 
including lack of control, time pressure and work overload, decreased 
productivity, creation of conflicts, lack of communication, and decreased 
levels of cooperation. Stress can be personal or even organizational, be-
cause a stressful work climate can lead individuals to inevitably be affected 
by corporate pressure and unpleasant practices. Additionally, workplace 
stress is a significant contributor to turn over (Schultz, et al. 2014), and 
thus corporate policy makers must be aware of such conditions.

It is important to note that in most cases a worker chooses to accept 
a job with such negative features, for a variety of external reasons, such 
as the need to survive, which leads the individual to accept everything at 
even minimum wages. This means that corporate policies must ensure 
that workers are provided with all the available information to enable 
them to decide whether they want to do the job, given that they have 
complete knowledge of the work conditions. Also, employees must have 
the right to some later choice, because new circumstances and conditions 
can change the work environment considerably. For instance, when there 
is financial turmoil or the company decides to exploit its human resources 
as much as possible under exhausting work conditions, or in a scenario 
where an epidemic breaks out followed by new employment conditions 
such as flexible blueprints for remote working, the worker must be able 
to evaluate the new environment and even leave the job without any con-
tract clauses that could have a negative impact on the worker. Leaving a 
job due to changes in the worker’s environment is his or her responsibility, 
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but when corporate climate and conditions are changing, it is the respon-
sibility of the organization in combination with governmental regulation. 
As a result, such vital information about significant changes in work envi-
ronment should always be communicated to everyone involved.

Furthermore, employees have the right to job security. Corporate 
policies must be so developed as to exclude firing at will without reason-
ing. At the same time, promoting or disciplining must be aligned with 
corporate policies and business ethics as a rational process that prioritizes 
fairness and meritocracy. This does not suggest that agents and owners of 
a corporation cannot reduce their workforce. Instead, they are expected 
to accept and implement policies that protect the rights of both employer 
and employee, in view of the multidimensional character of the employ-
ment relationship, with a strong impact on both sides. Explaining deci-
sions made by supervisors and executives and acceptance from employees 
if they are rational and understandable is a process of good and moral 
termination of a contract. Conversely, firing workers without prior no-
tice or discriminating between workers or terminating a contract without 
considering its clauses such as compensation for leaving is an unethical 
practice that could run against the law and regulations.

Another critical right is about respecting privacy, because it is quite a 
demanding field of applied ethics. There is a clear difference between what 
an employee does during work and in the corporate environment and 
what the individual does with his or her personal life outside the bound-
aries of the corporation. Commonly, people cannot discriminate between 
the two, and they combine both work and personal life in a mixed and 
complex system of emotions, demands, and duties, making it vulnerable 
and quite challenging in terms of system sustainability. For instance, job 
burnout can be the consequence of personal life issues and vice versa, and 
individuals usually cannot understand and find ways of controlling their 
behaviors. This indicates that conflicts in personal life could be disastrous 
for the work climate, while the pressure of the work could similarly have 
a negative impact on the personal life of an individual.

Furthermore, it is commonly asked whether the personal life and in-
dividual choices should be under the evaluation process of practitioners in 
the context of corporate policies. Although it is very difficult to promote 
policies that control the personal life of a worker, this should not be the 
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goal anyway for corporate policies. If there is something that the worker 
of a corporation should not do in his or her personal life and decisions, 
then it must be agreed on at the outset and analyzed with an extensive 
description in the context of a contract. For instance, a company could 
promote policies that restrict other employment relationships, such as 
working for a competitive company at the same time, in order to elimi-
nate sharing of internal information that can be used against the company 
from third-party entities. Thus, corporate policies can include terms that 
could have an impact on the corporation itself as an entity and eliminate 
any other rules that could affect the personal life of the individual.

However, there are some situations that blur the relationship between 
a worker and a corporation in regard to what constitutes a personal issue 
and what does not. Thus, personal life decisions can trigger a series of 
consequences within the context of corporate policies and business eth-
ics. Practitioners do not have the right to be universally informed about 
what goes on in an individual’s private life if that person does not wish 
to disclose it, but they have the right to reveal behaviors and practices 
that could be unethical and illegal and that could have a negative impact 
on the corporate climate. Consequently, if an individual does something 
that is strictly and ultimately personal without consequences for other 
individuals and entities, then it could be called a personal life concern, or 
a part of privacy law. But if an individual does something that has a nega-
tive or positive impact on other people or entities, then it should be not 
only noted but also evaluated in the context of corporate policies.

An organization must not ignore the fact that its workforce has a 
personal life. However, some individuals share their job situations and 
incidents at work with others. Whether this is done intentionally or not, 
employees must be admonished to secure corporate information and per-
sonal work relations with colleagues and not share sensitive data about 
certain issues. For instance, if an individual uses the name of the company 
he or she works for or corporate data to proceed with unethical or illegal 
activities, it will have a negative impact on the corporation as well. Hence, 
an organization is not responsible for any harm that you do to others in 
your personal life, while corporate policies should promote behavioral 
guidance in terms of being rational and moral humans, considering the 
rights of other entities both during working hours and in personal life. 
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It is critical to understand your limits, and where your privacy ends, in 
order to clearly distinguish between corporate and private issues, based on 
mutual respect and moral behavior.

Furthermore, in the past a worker had absolutely no voice. Employees 
were unable to express their needs, thoughts, or even their problems con-
cerning issues such as health and safety incidents. In most cases, they were 
afraid of being fired, because the employer had the ultimate power of rul-
ing everything and everyone without any major feedback. Government 
regulations and law were not protective of workers, and human resources 
were usually merely a part of the production system. However, as the re-
lationship between shareholders, agents, and workers changes, the latter 
is seen as a valuable part of the system, with additional meaning for the 
sustainability and development of a corporation. Therefore, policies for 
engagement and participation are crucial for a business, because without 
workers there cannot be a corporation and ownership in terms of an orga-
nization as a production system, and vice versa. In any case, it is suggested 
that both silence and voice are complex and multidimensional constructs 
(Dyne, Ang, and Botero 2003), in the light of passive versus proactive be-
havior, and within proactive, self-protective versus other-oriented activity.

This brings up the right to a living wage, as a fundamental need to 
survive. Here, it is important to mention some basic policies and regula-
tion about wages. Most countries have a minimum wage level as a legal 
requirement to operate within public order and law. However, in some 
cases pay is not limited to work hours in terms of a given system, such 
as 8 hours per day. This means that the workday may be longer than 
the employee’s scheduled shift and hours, due to additional time that an 
employee is required to spend on the employer’s premises. Therefore, in 
some circumstances, the level of payment must be increased to match 
the number of work hours. For instance, given a standard of 40 hours of 
work per workweek, any additional hour must be treated as overtime, and 
employees must receive a fair overtime pay while being informed about 
the minimum and maximum number of working hours. Also, employ-
ees may voluntarily continue to work at the end of the shift to finish an 
important assigned task or to correct errors. This extended workday must 
also be paid, because the hours are part of work time and are compensable 
according to regulation.
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Additionally, work time includes the period when an employee has 
been engaged to wait due to specific circumstances or the rest and meal 
periods. The latter are periods of short duration, such as less than 20 or 
30 minutes, depending on corporate policies, and are customarily paid 
for as working time. Human resources need some time during the work-
day to regain some energy, be healthy, and, finally, improve their effi-
ciency rates. For instance, a rest break after 4 to 6 consecutive hours’ work 
is quite productive. At the same time, the employee is not relieved if he 
or she is required to perform any duties, whether active or inactive, while 
having a break such as for eating.

Moreover, it is essential to develop ethical policies regarding travel 
time. In the United States, the principles that apply in the determination 
of whether time spent in travel is compensable time depends on the kind 
of travel involved. For instance, an employee who travels from home before 
the regular workday and returns to his or her home at the end of the work-
day is considered to be engaged in ordinary home to work travel, which is 
not work time, while when an employee is given a special assignment in 
another workplace, the time spent in traveling to and returning from that 
place is work time. Similarly, in the European Union, when workers do 
not have a fixed or habitual place of work, time spent traveling each day 
between their homes and the premises of the first and last customers does 
constitute working time. Generally, according to the law and regulation, 
working time is any period during which an individual is working, is at 
the employer’s disposal, and is carrying out his or her activities or duties.

Hence, providing human resources with a sustainable wage does not 
presume that the employer has the capability and authority to override 
the other rights, such as working conditions that respect his or her health, 
safety, and dignity, to be free from harassment, the right to equal treat-
ment, or the right to participate in unions that have specific, rational, 
and moral demands. The purpose of ethical work rights is to develop 
a solid relationship between the parties involved and create a harmony 
among individuals to reach a balance point of excellence, which is the 
most suitable for everyone in a corporation. Although this is very difficult 
as it demands additional efforts and sacrifices from everyone, our moral 
responsibilities toward others as human beings must be strong enough to 
make this happen.
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Concluding Remarks

Working in an inspiring corporate environment must be a manda-
tory initial strategic policy for each organization. Social dynamics and  
multidisciplinary issues have the capability to create conflicts and behavioral 
change. Therefore, corporate policies must provide consistent procedures  
and practices, dealing with employee relations issues by applying fairness, 
meritocracy, and ethics. It is critical for a worker to be recognized, as it 
encourages him or her to contribute more, while increasing the levels 
of engagement and trust. Additionally, cooperation requires a series of 
mutual concessions to develop a working atmosphere of appreciation and 
moral values. Moreover, it is vital to develop and implement an employ-
ment law, as an encouragement to job creation, and to protect human re-
sources from being exploited. Practitioners must treat employees through 
reliance on cooperation rather than control and coercion. In view of this, 
policy makers must be well educated, moral thinkers, rationalists, trained 
in multidimensional approaches that they should apply, and open to de-
veloping new theories and policies. In any case, the significance of people 
engagement to the employment relationship emphasizes the connection 
between corporate culture and workforce performance. The morale of 
people is the key to corporate and individual growth, while the associa-
tion between individual perceptions and business norms is too compli-
cated to be homogenized. Business culture is maturing through people, 
and, consequently, it is the individuals who are responsible for developing 
a sustainable and moral environment of rational behaviors.
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