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Learning Activity #2
Discuss How And Why A Conflict Of Interest Arose In The Wells Fargo Fraud; What Factors Played A Role In Leading The Employees To Cheat The Bank's Customers?  What Led The Employees To Act This Way?
The employees created sham bank accounts for them to meet the required sales goals. Fargo put pressure on its employees because it wanted to increase its average financial products from six to eight (Liran, & DOLAN, 2016). The employees feared that they would be underpaid or they would be declared non-performing in case they did not meet their sales goals. The targets the bank set for its employees were unrealistic and instilled in employees a lot of anxiety and fear and thus forced them to compromise their integrity.
Wells Fargo Attempted To Reduce Fraudulent Behavior By Having Workshops And By Changing The Compensation Structure; Why Did The Company Continue To Find Fraudulent Activity?
The company did not change its entire organizational culture. The company continued to promote employees to higher salary scales and management positions based on their performance (Verschoor, 2017). Since all employees strive for personal development and better pay, they had to perform as required. The desire to meet the performance criteria, therefore, led to some of the employees continuing to engage in fraudulent activities to prove their worth. The company did not inquire from employees why they acted fraudulently and what support they needed in order for them to work with integrity.


When This Type Of Fraud Takes Place, Who Is More To Blame; The Employees Or The Managers?  Why?
The management of an organization is to blame in such a scenario. Each organization has its own culture based on ethics and integrity. The stronger an organization’s ethical culture, the more ethical its employees shall be. Employees' engagement in fraud, therefore, insinuates that an organization’s ethical culture is wanting and employees are not given a chance to air their views on the support they need for them to work effectively (Verschoor, 2017).
Can A Company Ever Balance A Compensation System That Relies On Metrics?  How Can We Expect The Employees Of A Company To Do The Right Thing?  How Can We Expect Management To Insist That The Employees Do The Right Thing?
It is impossible for a company to ever balance a compensation system that is based on metrics. Metrics are not the best measure for success as they only put unnecessary pressure on the individuals required to perform. Such a system is also very unpredictable and may alter an employer-employee relationship in case the performance expectation of an employer from his/her employee is not achieved (Groen et al., 2017). Employees of a company can do the right thing if they are involved in key decision making. The management should discuss with the employees the challenges they are facing and create a conducive work environment for them.
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