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Introduction 
	Ethical standards play a crucial role in an organization by creating credibility and improve decision-making as all members will conform to the company's values. Nevertheless, adhering to these standards may result in dilemmas when two potentially right values conflict. The case Beechnut presents how ethical dilemmas occur as the few employees' misbehaviors complicated the functions of the HR, who could either terminate their contract or develop a better option to avoid being fired.  
Identification of Dilemma 
	The overall ethical dilemma in Beechnut's case is that the HR can solve the employees' misconducts by either terminating their contract or developing a better idea, which may comprise the HR's position if the company's president, Ted Rex, does not approve. The employees are among the stakeholders affected by this dilemma. The misconduct of these staff affected the company's reputation, which will eventually lead to severe punishment. Besides, the manager, who is also a stakeholder, has made it clear that he would like these employees to be terminated. As such, the human resource manager is faced with a conflict of interest on whether to fulfill his responsibility in promoting the employees' welfare through fair punishment or risk losing his position for not adhering to the manager's wish. 
	The dilemma will affect the employees as their current position hangs in the decision regarding their punishment. Their misbehavior could ruin the company's reputation, an effort that took considerable investments to build. This approach also affected the manager who made huge investments to grow the company to the current position. Therefore, HR has a duty to ensure the manager receives positive returns from investing in human capital. To achieve this, HR may have to provide a solution that will ensure that this case does not happen again. This solution may involve terminating the employees by following the employment-at-will (EAW) policy. However, to do this, the HR will be going against his duty to protect the employee's rights in accessing fair punishment (Thiel et al., 2012). Therefore, there is a need for a better approach to resolving this dilemma. 
Ethical Framework 
	Ethical frameworks help provide a better understanding of procedures followed in reaching decisions, especially when faced with ethical dilemmas. Two of these frameworks include utilitarian and deontological approaches. 
Utilitarian Approach 
	The utilitarian approach involves identifying alternatives solutions and assessing consequences that may result from the identified options (Conway& Gawronski, 2013). As such, by using this approach, the decision-maker selects the alternative that will result in the best value. The decision-maker also reviews the negative and positive implications that may result from each option to reach the best conclusion. In many cases, the consequential approach may involve reviewing alternatives that will help resolve existing challenges while considering all stakeholders' interests. This approach should ensure that majority of the stakeholders are satisfied by the decision. 
Deontological Approach 
	The deontological approach affirms that there are existing universal laws that guide in performing the right actions regardless of the consequences (Conway& Gawronski, 2013). This approach mainly relies on defining wrong and right without considering the outcomes. For instance, a person should not commit a crime like murder, even if doing so would save the lives of many because killing is wrong. As such, this approach affirms that professionals should act according to the provided code of conducts 
Evaluation of Ethical Dilemma 
	One of the alternatives to solve the problem caused by the young employees is to terminate their position in the organization. The EAW policy allows the employer to dismiss employees at any time without a specific cause (Werhane & Radin, 2019). Besides, the employees had only worked in the organizations for a short time, thus cannot claim that unfair dismissal (Werhane & Radin, 2019). This option will make T-Rex happy as he already supports the idea, and he is furious with the employees. Furthermore, one of the positive implications of this approach is that it could send a strong message to other employees that the company does not tolerate such actions. Additionally, this approach would mitigate the damaged reputation by informing the airline and other stakeholders that the company does not approve of this behavior. 
	The first approach also has a few negative implications. First, the company will lose essential employees who have played a key role in boosting its growth. Therefore, the company may have to incur extra costs to hire new staff to replace the fired employees. Secondly, the employees may file a lawsuit that could further draw media attention to the company and compromise the reputation. 
	The second alternative could involve less punishment, where the employers are suspended for at least one month. This approach will allow the company some time to develop appropriate responses and conduct thorough investigations on the issue. The HR will also benefit from this approach as it will help cool Ted-Rex's anger before making a decision that will possibly affect the company's future. Furthermore, in this option, the accused employees will be informed of the allegations and provided time to respond before a decision is made. The HR will also notify the employees of their rights to appeal to the disciplinary team's decision. 
	The second option will also enable the company to take a step back in reviewing its policies and how to protect the company from similar instances that may damage its image. This option can be justified by the consequential approach, which provides that the employees would not have misbehaved if they knew that the consequences of their actions would lead to damage to the company's image. Besides, the employees had good intentions as they even participated in community service during their trip. As such, the company could develop a strict employment contract that includes a clause where the employees can be terminated if their behaviors outside work resulting in negative implications to the organization's brand. The agreement should also be clear by providing examples of what such unacceptable behaviors include (Thiel et al., 2012). 
	One of the positive implications of the second option is that it will enable Beechnut to make an appropriate response suitable for both the organization and its stakeholders. Additionally, this approach will boost the company's reputation with its employees by showing that the company is considerate. The company will also have time to gather essential information from the investigation. This data will aid in making better actions such as apologizing to Delta Airline and covering the damage costs as well as establishing strict policies for Beechnut employees. Nevertheless, one of the negative implications of this approach is that Ted-Rex may not be fully satisfied by the decision as he strongly supported firing the accused employees. 
	The second option seems more sensible as it considers the present and future state of the company. The suspension will send a message that the company does not tolerate misconduct while allowing the company to develop a better decision that considers employees' welfare and the entire organization. As a result, this approach helps to build the organization's reputation, which is more important as it can help in the recovery of costs that the company may incur throughout the process. 
Conclusion 
	To sum up, the misbehavior by the accused employees from Beechnut resulted in an ethical dilemma as the HR may either have to terminate their contract or risk losing his job if he does not develop a better option. In order to solve this problem, the consequential and deontological approaches will aid in assessing possible solutions. As such, the possible alternatives will be to go through with firing the employees or suspending them until further investigations. The second option seems more sensible as it enables Beechnut's management to consider appropriate approaches that will effectively mitigate the company's reputation. 
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