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Code of Ethics and Business Conduct
Scenario 1: The Community Members
	In dealing with the issue of the unethical client, the best ethical and legal business solution would be to dissociate from the client. It is important to dissociate with the client since the client’s practices do not represent the values of the organization. The client’s practices could also cause the company to lose clientele. Also, the client’s requests are not only unethical but could also lead the organization into unnecessary legal battles. In dissociating with the client, I would look to pull down the client’s adverts from the organization’s website and to reject any more adverts by the same client. Additionally, preparing a statement to not only apologize to the community and to detach from the client’s practices would suffice. Finally, I would prepare for a looming legal battle should the petition get to a point of litigation. 
	In this situation, involving the human resource department is key. First, the current situation means that an employee or a group of employees did not do a background study on the client before uploading their adverts. A background study would have revealed the client’s questionable hiring practices hence warranting caution from the advertiser’s side. Additionally, the human resource department has a role to play in ensuring that the employees of an organization are conversant with ethical issues to prevent future recurrence of a similar issue (Garavan & McGuire, 2010). 
	Also, this situation warrants seeking legal advice. First, the situation could lead the organization into a legal battle for promoting unethical and unlawful employee recruitment practices. Discriminative employment is outlawed in many countries including the USA; having counsel in readiness for a likely litigation is essential. Additionally, in promoting legal and ethical employment practices in the country, it is necessary for the organization to use all available legal frameworks and sue the client for promoting unlawful employment practices (Barnes, 2011). 
Scenario 2: A Medical Mystery
	It is clear that the two employees in the scenario and both dissatisfied to various extents and struggle to achieve organizational targets, the best way of dealing with this situation would be to hold a discussion with them individually to understand their case. Understanding their source of dissatisfaction will help the organization to solve the same issue and prevent further disgruntlement. Also, addressing the employees’ issues rather than dismissing them would reduce the employee turnover and the extra costs that come with a high turnover. Further, addressing the employees’ issues will only increase their productivity. In handling the issue at hand, the manager should speak to the employees individually and understand their source of dissatisfaction, then counsel them accordingly to help them solve their problems, and then forward the issue to the human resource department for further action. 
	The human resource office is important in enhancing employee satisfaction and dealing with dissatisfaction (Kehoe & Wright, 2013). In this scenario, involving the human resource department is the surest way of ensuring that the systemic issues causing dissatisfaction are addressed adequately. Additionally, the scenario implies that the human resource department in the organization is not approachable; involving them will enhance their approachability to allow employees with various issues have suitable channels for handling their issues (Kehoe & Wright, 2013). 
	However, this scenario does not necessarily require the manager to seek legal advice. The employees are only expressing themselves and contemplating potential solutions to their issues which is not illegal. Additionally, the Family and Medical Leave Act entitles employees to various leaves; at the time of the leave, the Act stipulates clearly that an employer cannot restrict the activities of the employee. 
Scenario 3: Managing Cogs
	Considering the facts of the case scenario, the best ethical and legal solution would be to ask Steve to step down for a formal investigation into his conduct and to offer Linda a guide on the budgeting process. Steve is guilty of misappropriating funds assigned to various budgets; for purposes of internal audit, a formal investigation is necessary. Also, a formal investigation will address constraints with the finance department that force project managers into misappropriation. For Linda, she has not done anything wrong but requires guidance in the appropriation of budgets and use of reserve budgets. In effecting this solution, the manager will need to consult the finance department and the internal auditor; formally ask Steve to step down for investigations; and use the human resource department to provide Linda with adequate guidance on the process of budgeting as per the organization’s policies. 
	This scenario squarely falls under the province of the human resource department. Involving the human resource department in determining the solution of this scenario is important as this department has the responsibility of ensuring that employees are comfortable and competent and those with difficulties like Linda have the correct channel for addressing their difficulties. Moreover, the discipline and integrity of workers is also a function of this department (Garavan & McGuire, 2010). The organization, through the human resource department, might need to implement certain disciplinary measures on Steve. The case scenario also reveals disconnection between the top-level and middle-level managers of the organization; an issue which the human resource department needs to address. 
	Also, it would be essential to seek legal advice on the same scenario. In case the internal audit finds Steve to be on the wrong, it might be necessary to start a litigation process against him (Dellaportas, 2013). Furthermore, this issue could attract the wrath of donors or other stakeholders who could initiate legal processes against the organization; preparing for such events is necessary. 
Scenario 4: The Right Place
	Considering that the candidates have comparable curriculum vitae, it is prudent to select the candidate who does not have a prior criminal record. Selecting this candidate would prevent the organization from getting into avoidable liability should an employee repeat an offense. Moreover, the other candidate is also well-qualified and there is nothing significant to separate them. In other words, the candidate cannot sue the organization for discriminative hiring practices. Also, hiring a person would a clean prior record would not jeopardize the organization’s public image. In selecting the candidate without a criminal record, I would site the other candidate’s criminal record in my notes but ensure to state clearly that it is not the only basis for their exclusion. I would also involve the human resource department and seek for legal advice. 
	The human resource department is the department of an organization that primarily deals with hiring. It is essential for the department to determine appropriate criteria for the hiring process and the conditions that candidates might fulfill. Also, it is this department to advise more on whether the company should conduct background searches on individuals before hiring or not (Parger, 2007). The department also needs to organize continuous education on legal issues in hiring.
	Considering the legal technicality of the scenario, seeking legal advice is essential. The lead recruiter needs legal advice on the American employment law and the usefulness of a background search in determining the employability of an individual (Parger, 2007). Furthermore, it is necessary to revisit the provisions of the law on the employment of individuals with past criminal records and what that could mean for the organization in the future. Additionally, it’s necessary to prepare for potential litigation if the applicant decides to sue the organization on the basis that the organization used his harmless past criminal record to discriminate against him. 
Reflection on Professional Experiences
Question 1
	My personal values and biases have explained my professional decisions on many occasions. For instance, I was once faced with the responsibility of deciding whether to sack two employees who were thought to have violated the ‘English-only’ rule at the workplace or to implement another punitive measure. However, with the knowledge that the two were parents and breadwinners for their families, I was overwhelmed with empathy. Due to the empathy, I decided to reprimand them for a while and reinstate them rather than to sack them. In another instance, owing to my personal valuation of the sacredness of life even in the fetal stage, I declined an offer to work for a pro-abortion health organization as a financial manager. I could not live with promoting the practice of abortion in any way. 
Question 2
	Managers have a big responsibility in ensuring ethical and lawful practices are prevalent in their organization. In one of the organizations I have worked, the managers neglected this responsibility though. The financial manager, for instance, failed to live to the organization’s code of ethics as he was found guilty of defrauding the organization. The human resource manager did not sanction any punitive measures for various employers reported to him for various unethical and unlawful behaviors (Garavan & McGuire, 2010). Also, the managers did not review and revise the organization’s code of ethics but stuck to a document set about a century ago. 
Question 3
	The financial manager’s failure to adhere to the organization’s code of ethics led to a huge loss for the organization and the manager’s apprehension and trial. The human resource department’s failure to monitor and punish workers accordingly led to a propagation of unethical and illegal behavior in the organization (Garavan & McGuire, 2010). These behaviors led to huge losses and a bad reputation for the organization; eventually, the organization had to lay off some of the workers. The managers’ failure to review the organization’s code of ethics led to a dysfunctional code that could not control the employees hence the propagation of unethical and illegal behavior. 
Question 4
[bookmark: _GoBack]	The financial manager’s failure to adhere to the organization’s code of ethics led to a bad reputation both for the person and the organization. The person lost their job and freedom while the organization lost its clientele. The human resource manager of the department got a reputation of being unnecessarily lenient hence propagating unethical and illegal behavior within the organization. Also, the managers’ failure to review the organization’s code of ethics gave them a reputation for being careless and irresponsible. They, thus, lost authority hence employee rebellion that culminated in a dwindling organizational performance. 
Question 5
	Ethical breakdowns are difficult to predict. However, anticipating a possible ethical breakdown and avoiding assumptions that the hired employees are ethical would sufficient in predicting the possibility that the financial manager could defraud the organization. Proper planning of ethical management of the organization and regular review of all the activities of the various departments of the organization could potentially detect that the human resource department did not fulfill their role in promoting organization ethics hence preventing the ultimate breakdown that resulted. Good ethical management practices and continuous ethical planning could detect the incompatibility of the organization’s code of ethics to prevailing conditions hence preventing ethical breakdowns. 
Question 6
	After detecting the possibility of ethical breakdowns, it is necessary to prevent them. For instance, instituting regular internal audits and laying out the disciplinary measures of employees lacking integrity would prevent the financial manager from defrauding the organization. Regular performance reviews and reshuffle of the human resource department would enhance the functionality of the department hence avidly preventing the ethical breakdown that resulted from the department’s negligence. Lastly, regularly reviewing the organization’s code of ethics and appropriate consultancy would be sufficient in mitigating the role of a dysfunctional code of ethics in precipitating an ethical breakdown. 


References 
Barnes, P. (2011). Insider dealing and market abuse: The UK’s record on enforcement. International Journal of Law, Crime and Justice, 39(3), 174-189. https://doi.org/10.1016/j.ijlcj.2011.05.006
Dellaportas, S. (2013). Conversations with inmate accountants: Motivation, opportunity and the fraud triangle. Accounting fórum, 37(1), 29-39. https://doi.org/10.1016/j.accfor.2012.09.003
Garavan, T. N., & McGuire, D. (2010). Human resource development and society: Human resource development’s role in embedding corporate social responsibility, sustainability, and ethics in organizations. Advances in Developing Human Resources, 12(5), 487-507. https://doi.org/10.1177/1523422310394757
Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance human resource practices on employees’ attitudes and behaviors. Journal of management, 39(2), 366-391. https://doi.org/10.1177/0149206310365901
Pager, D. (2007). Marked: Race, crime, and finding work in an era of mass incarceration.  Chicago: University of Chicago Press
	
	

	
	






