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Chapter 8
Ethical issues and challenges in HRM
Ethics and the South African business environment
‘Ethics' is used to denote the field moral philosophy. 
Moral philosophy or philosophical theories of ethics are concerned with principles of conduct that govern behaviour.
Business ethics focuses on moral standards as they apply to organisations and the behaviour of organisational members. 
Most decisions in business, particularly those relating to have an ethical component.
An integrated approach recognises that managers must take the moral point of view as well as make econom¬ically sound decisions and act within applicable law.
The moral point of view requires people to act impartially and in accordance with reason, rather than on the sole basis of self-interest or tradition. 
Business ethics is about relationships between stakeholders and the recognition that their divergent interests must be accommodated.
Business ethics has two important anchors in South African-based public and private enterprises:
· the Constitution's founding values of human dignity, the achievement of equality, and the advancement of human rights and freedom
· the King reports on corporate governance,King 1, King II, and King III, which has been instrumental in moving ethics onto the agenda of corporate boards in South African- based enterprises
King Reports recognised that many enterprises need to put in place training programmes to develop ethical competency and to develop organisational processes that embed ethics into organisa-tional cultures and operations.
The HRM activities of recruitment, selection, training and development, compensation, and performance management are not only a means to gaining competitive advantage; they are also important vehicles for promulgating an ethical culture.

Ethical dimensions of a strategic HRM paradigm
Problems arise because the transformation of the HR function has left unresolved tensions between the aims of the traditional welfare, administrative, and service roles and the aims of a new strategic role. 
The current emphasis on strategic HRM heightens the potential conflict of loyalties for HR professionals who have to balance their dual membership in the HR profession grounded in the values of ' fair and efficient' management of people and in the corporate environment focused on values which have more to do with economic rationalism.
HR practices have been driven by multiple values, including efficiency, competitiveness, care, and respect for individuals, rights, and justice. 
Operationalising the proper balance between conflicting values remains complex and goes to the heart of strategically managing human resources with integrity.
The problem of dual loyalties
HR executives who are expert in both financial and people skills are in a strong position to balance judgements of economic rational-ity with social responsibility. 
Both anecdotal and research evidence suggest that some HR practitioners find this position burdensome
Three examples from the research literature serve to illustrate this point:
· Firstly, respondents cite pressure to achieve unrealistic or overly aggressive bussiness objectives and deadlines as the most likely factor to cause organisational members to compromise their companies' ethical standards
· Many organisations report difficulty establishing a balanced and coherent strategy between employee and employer rights
· Hendry - difficult for HR managers to act as a 'neutral go-between' and that the HR managers became more unequivocally the representative of management, counter-balancing the power of trade unions and individual rights enshrined in legislation.
The unitary assumption that the interests of employee are the same as those of their employers girise to the view that the proper employee/employer relationship is one of partnership. 
Contrasts with the …….. perspective that recognizes the possibility of diverse interest groups sources of loyalty or, even worse, inciting conflict between employers and employees.
A paradign shift from pluralism to unitarism On the one hand, treating ^mian resources as valued assets, integrating HR policies into the business strategy, and niving fc* employee commitment through . management of culture, rather than seek- compliance with rules and regulations, be viewed as beneficial to both employ- L$and employers. On the other hand, these may altow labour to be used as busi¬ness needs dictate and can therefore be rhought of as serving primarily the interests of employers.21 Moreover, when corporate ediics and corporate culture are seen solely as systems for controlling behaviour, they junction at the lowest level of moral develop-ment Not surprisingly, then, the nature and rale of socialisation in the workplace raises numerous ethical issues for HR professionals chained with developing corporate cultures and embedding ethics into them. These issues arise because the process of socialisa¬tion or induction into an organisation’s culture tends to move beyond fostering knowledge of cultural norms and values to promoting the internalisation of corporate vaiues by individual members. As Hoffman22 has noted, it is moral autonomy that enables corporate cultures to be critiqued.
Developing strategies and policies that protect employees' interests, yet balance operational and human resource needs, is a difficult mandate because it requires HR professionals to quantify the contribution of human resources to organisational per-formance in ways that do not compromise respect for, and the dignity of, individual organisational members. It is not surprising, therefore, that HR professionals may expe-rience some ambivalence about the pursuit competitive advantage, particularly when one considers that HR activities such as compensation, and training have a impact upon organisational members ^away that other business functions
HR professional codes of conduct
Professional codes of conduct serve as:
· ‘moral anchors’, 
· embody a profession's values, 
· help it to establish an ethical dimate, 
· provide a framework for evaluating alternative courses of action.
Can also reassure stakeholders that a profession's activities are underpinned by moral principles, and provide stakeholders with a benchmark by which to evaluate the ethical performance of a profession.
Loyalty is owed to affected stakeholders in the following order of priority;
· The public (including employees and consumers)
· The profession
· The client and employer
· The individual professional
An integrity-oriented approach to strategic business partnership
Concerns the roles under-taken by HR professionals in regard to corporate ethics. A study suggests that:
· The dominant role performed by HR professionals in workplace ethical issues is that of monitoring for policy and legal compliance
· The least dominant roles are those of employee advocate, educator, and questioning the ethical dimensions of managerial decision
In the HR literature it is argued that an emphasis on the administrative-service role frustrates a transformation of the HR function.
The business-ethics literature generally recognizes that the law specifies an ethical minimum and that ethics involves more than minimal legal compliance
One reason for the emphasis on legal compliance may be that the HR profession has left the business of ethics to external bodies.
Many HR policies and practices relating to workplace rights, bribery, global human rights, and the environment are designed to avoid lawsuits, union conflict, and consume.
The common misconception that ethics is primarily concerned with avoiding wrongdoing: ethics is also guidelines for the constructive role that decision-makers can play in an organisation.
Second reason for an emphasis on legal compliance - the HR profession has not adequately addressed ethics in the training and professional development of HR practitioners.
The most formidable obstacle to the transformation of the HR function is the lack of high-level analytical and interpersonal skills in many HR professionals. 
It is easier to monitor behaviour for compliance with legal and organisational guidelines than to engage in complex philosophical debates germane to ethical issues.
Monitors may be more interested in a prescribed monetary figure to determine when legitimate entertainment becomes bribery than understanding the principles which censure bribery while condoning limited gift-giving
Ethical decision making requires three qualities:
· The ability to perceive ethical issues in a situation
· The ability to engage principled reason¬ing and problem-solving strategies
· A personal resolve to act ethically.
Josephson - refers to these qualities as:
· ethical consciousness, 
· ethical competency,
· ethical commitment
A strategic HRM paradigm calls for HR professionals to move beyond the roles of ‘policy police and regulatory watchdog' to business partner.
De George's notion of integrity
Extending the notion of business partner' to include integrity means that HR executives should integrate ethics into strategic decision making. 
As integrity based business partners, senior HR executives would need to develop the presently underutilized roles of questioner and educator in ethical matters. 
The execution of these roles requires the high-level analytical skills referred to earlier, in particular Josephson's ethical consciousness, competency, and commitment. It also requires confidence to introduce ethical considerations at the strategic management and board levels.
A hallmark of value-based HR strategic leadership is focus not only on what business opportunities organisations accept, but also how that business is conducted while concerned with measures of sales, profit, market share an return on investment.
An HR approach to business partnership that is based on integrity would combine concern for the competitive use of human capital with managerial responsibility for the ethical dimensions of an enterprise's strategic operations. 
Without an integrity-oriented approach to business partnership, there is the danger that HR professionals may continue in the administrative-service role under the guise of being strategic players.
Ethical decision-making frameworks
The integration of ethics into strategic HRM decision making requires HR executives to be fully capable of identifying the social and ethical issues and risks attached to alternative business strategies and to be fully capable of resolving them in HR practices.
To engage in ethical reasoning, HR practitioners can draw on two widely accepted normative theories of ethics:
· Teleology - concerned with understanding the consequences of actions for the common good.
· Deontology - concerned with understanding duties, justice, and rights.
The consequences of actions: Teleological theory
Teleological theory stresses the consequences that result from an action or practice. Also known as con- sequentialism. The most widely accepted form of consequentialist reasoning is utilitarianism.
The utilitarian tradition remains influential today, especially in the areas of economics and business, public policy, and government regulation.
For the utilitarian, the right thing to do is that which maximizes the greatest good for the greatest number of people. 
The greatest good is determined by weighing all the consequences for all those affected by the action valued equally, in the short and long term.
Often said that under utilitarianism, the end justifies the means
Utilitarianism is morally demanding - seeks to promote the common good and respects sentient beings equally, 
It differs from the typical cost benefit analysis practiced by business and limits self-interest to equal consideration of the interests of everyone. 
As utilitarianism is primarily focused on the common good and not the good of any one individual an individual's particular good could be overridden for the common good.
Act utilitarianism and rule utilitarianism are refinements of the utilitarian theory,
Nevertheless each decides right and wrong on the basis of the consequences of an action, 
The difference is over whether a utility analysis should be applied to every action whenever it occurs or to classes of actions.
The rule utilitarian, looking to past consequences of breaking contracts, might develop the rule that 'generally breaking contracts leads to more harm than good - breaking a contract is wrong.
Proponents of utilitarianism have also differed over what should count as good.
See table 8.3 in Textbook












Important to differentiate utilitarianism from egoism. 
Although egoism is a form of consequentialism, it does not meet the criteria of logical coherence, impartiality, consistency with basic moral intuitions, explanatory adequacy, and concern for the facts - all of which are necessary for a good moral theory.
Under egoism, the right action is that which maximizes self-interest
Individuals and enterprises frequently appeal to egoistic reasoning, either overtly or covertly.
Utilitarianism requires HR practitioners to implement policies and practices which produce the greatest net benefit for all relevant stakeholders and not those which produce only the greatest benefit to the enterprise. 
Does not, however, preclude management from taking actions which yield the largest profit
The utilitarian would condone labour cutbacks so long as net utility was maximized.
It must be stressed that net utility must be the aggregate of consequences for all stakeholders involved in the labour cutbacks.
Utilitarianism is a useful decision-making tool for HR practitioners since it requires consideration of collective, as well as individual, interests, and the formulation of alternatives based on the greatest good for all parties affected by the decision, and it quantifies the costs and benefits of alternatives for the affected groups. 
Utilitarianism is compatible with traditional African values of communitarianism, consensus, and co-existence - The ubuntu principle
Other values derived from utilitarianism include:
· transparency, 
· equity, 
· integrity
· high performance. 
The main weaknesses of utilitarianism are that the principles of justice and rights are secondary and therefore, in theory, could be overriden, and individual interests may be sacrificed for the greater good.
Utilitarisim is best understood as complementary to dentology rather than a rival theory.

The importance of duty to others: Deontological theory
Deontological theories of ethics stress the importance of an individual's duty toward others, rather than consequences
Deontological reasoning is known as nonconsequentialist - emphasises the concept of duties and challenges management to treat every stakeholder with respect and integrity rather than viewingthem instrumentally for the collective good.
The most widely recognised statement of deontology is found in the writings of the eighteenth-century German philosopher Kant.


Reason is central to Kantian ethics and has three key characteristics:
· Consistency - requires that moral actions must not be self-contradictory. Ie Bribery 
· Universality - requires that one treats others the way one wants to be treated and does not make an exception in matters relating to oneself
· It is a priori - Reason is a priori - Bribery is wrong regardless of whether or not one wins contracts
Kant reasoned that a moral principle must follow a particular form:
· Be possible for it to be made consistently universal
· Respect rational human beings as ends in themselves
· Respect the autonomy of rational beings.
Three criteria make up Kant's categorical imperative or absolute principle from which second order principles or rules can be derived.
Bribery only works against a background of honest trading and cannot be universalized.
Typical deontological values include respect, honesty, equity and reliability. 
Kant's categorical imperative is an important reminder to HR decision-makers that the humanity of individuals ‘must be considered above the stakes, power or consequences of our actions.
Fairness: The idea of justice
The notion of justice is often expressed in terms of fairness, equality and impartiality, while issues involving questions of justice are divided into four categories: distributive, procedural, retributive, and compensatory
Enterprises perceived to be just are likely to be able to attract and retain the best employees, reduce stress and conflict in the workplace, and create organisational cultures that promote efficient and satisfying workplaces
Distributive justice. 
Concerned with the fair distribution of society's benefits and burdens through the major societal institutions, which include business and government enterprises. 
Following are all issues related to distributive justice: 
· disparities between executive salaries and those of their subordinates; 
· inequalities based on gender or race; 
· profit-sharing schemes; pay for performance bonuses; 
· redundancy packages;
· the use of cheap labour
Philosophers have identified a number of relevant properties for a just distribution of society's benefits and burdens
Properties include:
· equality, 
· individual need, 
· individual rights, 
· individual effort, 
· societal contribution, and merit. 
Libertarian and egalitarian theories of distributive justice have been proposed in the face of these divergent appeals to justice. 
Libertarians identify justice with liberty and so emphasise free choice and freedom from interference. Denounce utilitarian concerns for aggregate social well-being and instead believe people should receive economic rewards directly in proportion to their free contributions to the production of those rewards.
Nozick's
Nozick's defence involves two important concepts: entitlement and liberty.
Claims that a just distribution of property is one where people have acquired their property justly. 
Requires four conditions:
· What is held in common becomes private property when one has mixed one's labour with it
· One cannot claim that which is held as private property by another
· One cannot claim more than one needs (no waste)
· One must leave enough for others
Liberty principle allows for only minimal intervention by governments in the free market and does not support a taxation system that redistributes wealth to the poor.
Egalitarians support a broad socio-economic view of corporate social responsibility and emphasise the concept of fairness. 
Egalitarians base their view of justice on the proposition that all human beings are equal in some fundamental aspect, and in virtue of this equality, each person has an equal claim to society's benefits and burdens.
Rawls - under the conditions of rationality, desire to promote one's own interests and impartiality all would agree on two fundamental principles of justice:
· Each person is to have equal right to the most extensive basic liberty com-patible with similar liberty for others.

· Social and economic inequalities are to be arranged so that they are both (a) reasonably expected to be to everyone's advantage and (b) attached to positions and offices open to all

Rawls argued that the first principle (equal liberty) should take priority over the second and that part (b) of the second principle should take priority over part (a)
Procedural justice. 
Concerned with the processes used to make decisions and implement workplace controls,
There are two aspects that employees see as particularly important to procedural justice. 
· clearly identified rules and standards that are applied consistently across time and other persons,  ie written performance-appraisal standards and grounds for dismissal.

· a flexible approach, including employee participation in decision-making procedures, and processes that allow mistakes or poor decisions to be appealed.

Retributive justice. 
Concerned with the imposition of penalties and punishment upon individuals and enterprises who cause harm to others. 
Important criterion for applying this principle - the punishment must fit the crime.
Compensatory justice. 
Involves compensating people for any harm or loss they have suffered.
Controversy arises largely because the principle of compensatory justice generates demands which conflict with the demands made by the principle of equity. 
When the argument for compensatory justice is combined with the principle of equity in the long term and the principle of the greatest good for the greatest number, then there is sufficient justification for overriding the principle of equity for some in the short term.

Individual entitlements: Rights
To claim a right is to claim that one is ethically entitled to something and this places a duty on other people to act In a way which brings about the fulfilment of one's right. 
Rights can be classified as either negative or positive. 
Negative rights are liberty rights, positive rights are claim or welfare rights. 
Most specific rights are derived from the three major rights Identified by the English philosopher Johan Locke of life, liberty and property.
One criticism of a rights approach is that it opens the way for people to claim a right to anything and everything.
Understanding, implementing, and protecting employee rights is essential to good HRM practice.
Some rights of employees such as the right to a living wage and a safe workplace are non-negotiable.
convergence across normative ethical theories
While significant differences exist between utilitarianism and deontology, those, differences are often exaggerated, particularly when one considers that different theories often lead to similar views about the right action to lake and share common values find required behaviors.
The discussion of ethical theory generates four key questions that HR managers can usefully employ to evaluate prospective responses to ethical challenge# and dilemmas:
· Who is affected and how? 
· Is the action one that universally respects autonomous rational beings as ends in themselves?
· Is the action) one that treats all stake holders fairly?
· Is the action one that upholds fundamental human rights?


A utilitarian analysis would have to weigh positive consequences that might come from surveillance against potential negative consequences, 
A utilitarian focus might view the occasional adverse impact on an employee as regrettable, but acceptable, providing the surveillance resulted in net utility.
Ethical theories do not provide formulae for correct decision making. Rather, they pro-vide a means of analysis for arriving at a reasoned judgement concerning the property of alternative courses of action.
Judging with integrity requires careful reasoning by taking into account consequences, duties, justice, and rights and weighing them in cases of conflict.
Research shows that when employees perceive workplace practices to have integrity, there is a positive impact on employee morale, motivation, loyalty, trust, commitment, recruitment, and turnover as well as investor and customer loyalty, satisfaction and trust, all of which positively impact the bottom line of enterprises.
Ethical issues and challenges in the workplace
Selection
Effective and fair selection practices for the strategic deployment of highly motivated and competent employees are an important vehicle for enterprises to gain competitive advantage. 
HR practitioners must ensure that they treat all job applicants fairly.
Selection practices typically include screening, the employment interview, and psychometric testing, 
Screening. 
Screening begins with the following:
· Job description - provides details about a job's duties, responsibilities, working conditions, and physical requirements.
· Job specification - describes the qualifications, skills, educational experience, and physical attributes needed to successfully undertake the job.
To protect individuals against discrimination, employment legislation in most developed countries, do not allow gender, race, ethnicity, marital status, religion, or age to appear in job specifications or recruitment advertising.
HR professionals must also be careful not to screen out disabled applicants who are capable of carrying out the job. 
A successful screening process is one that ensures there is a pool of suitable candidates who have all been treated fairly with regard to their right to equal opportunity for employment
The employment interview. 
Remains the most widely used tool for selection and is often the first point of formal contact between a potential employee and an enterprise.
Structured interviews standardise questions and processes across interviews with different candidates. Considered to be fair since each candidate has the same opportunity and the process minimizes interviewer bias.
Many authors have suggested ways in which the employment interview can avoid charges of discrimination. 
Indude:
· Conduct the interview along professional lines
· A panel of interviewers who represent key organisational perspectives, 
· All interviewers should be trained in areas of perceptual bias, discrimination, relevance of criteria, intrusive questioning, abuse of power and cultural differences.
· Interviews should be consistent to allow comparison between candidates.
· Interviews should not be used to assess abilities which can be more accurately assessed by other means.
A critical component of ethical interviewing for employment is the standardization and objectification of the interview.
Psychometric testing 
The most common types measure ability cognitive, mechanical or psychology and personality', may also include drug testing, health screening and more recently, genetic testing.
Genetic testing and drug testing raise the same questions as ability and personality tests:
· Are the tests valid and reliable?
· Is the test job-relevant?
· Are the tests culturally based?
· Has the tester gained informed consent?
· Are the interests of the enterprise and the general public sufficient to justify an encroachment upon individual privacy.
When conducting psychometric testing, HR professionals must safeguard the interests of enterprises and candidates by upholding the rights of those they test to:
· Informed consent
· Not be harmed or unfairly' disadvantaged by the process of assessment
· Full information about the purpose and results of the assessment p. 
· Suitable preparation for the process of assessment
· Not be subjected to assessment processes which have systematic bias
· Confidentiality
· Secure storage of test data and results
· Destruction of results when no longer needed
· Counselling, especially in the case of drug, health, and genetic testing.
The literature on organisational behaviour reports that very few studies have found significant correlations between personality-test scores and job performance. 
Personality tests are also vulnerable to social desirability bias.
In South Africa, two streams of legislation control the use of psychological tests:
· Constitution
· Employment Equity Act  - No 55 of 1998

Compensation
The right to fair compensation, often referred to as the right to a living wage, is derived from the right to life, the right to employment, and the right to respect.
For some, a just wage is simply whatever the market determines. Traditionally, a just wage has involved a mix of variables, including:
· merit or contribution to the enterprise,
·  need, 
· effort, 
· the nature of particular jobs bargaining power of unions, 
· laws governing minimum wages, 
· the capability and profitability of the enterprise, 
· concern with equality, and conditions of the labour market
HR practices in the area of compensation have undergone a number of developments. 
Developments include the use of performance pay and other contingent systems of reward; the flattening of pay scales with fewer, but broader, pay grades; and flexible cafeteria-style ben¬efit systems.
'new pay’ is more suitable to today's changing organisational environments and structures than are the older methods of pay related to job-evaluated pay structures, time, and seniority. 
These older methods suited hierarchical organisations operating in predictable environments. In particular, it is advocated that new pay is 'strategic pay i.e. it both flows from and implements an enterprise's business strategy. 
Writers on new pay recommend:
· Significantly increasing the proportion of pay contingent on performance
· Making base salaries only moderately competitive in order to increase the potency of variable pay
· Broadening the range of incentive schemes to include linking pay to group and organisational performance as well as individual performance
· Identifying new performance measures of business success
· Introducing flexibility to compensation plans so that rewards extend beyond monetary ones to include prizes and recognition.
Heery - from an ethical perspective, developments in compensation practice are potentials flawed. Represent a 'movement towards greater risk in remuneration and a movement away from employee representation increase in employee risk and a decrease in independent employee representation.
Firstly, the most basic moral principle in ethics is 'do no intentional harm 
The new-pay model is a threat to both the economic and the psychological well-being of employees. 
It increases the risk of financial instability, and an inability to predict one's income relative to one’s financial commitments is likely to cause emotional anxiety. 
Secondly, the twin themes of procedural and distributive justice have a long history in both ethics and HR theory and practice in areas such as job j evaluation, reward systems, and collective bargaining.
From a procedural viewpoint, a significant problem with the new-pay model is that it links rewards to performance measures valued by management and, yet, often these measures are now entirely under the control of an individual.
New-pay model is also open to perceived and real subjective judgments about performance on the part of management and provides little scope for independent representation of employee interests.
Whilst employer and employee interests are never likely to be completely identical, it may be that aspects of the new-pay model offer mutual benefits to both employers and employees. 
Some writers argue that employees have a right to share in the financial success of their enterprises.
HR managers involved in formulating and implementing compensation programmes should consider the new-pay model not only as a strategic tool for furthering business strategy, but also as a tool which, used in conjunction with principles of ethical management of pay help to secure a balance between the interests of employers and those of employees. 
The pivotal point of such a balance is the notion of acceptable risk. 
Employees have an interest in stable and predictable incomes, as well as in the opportunity to benefit from profit sharing through contingency-based compensation programmes. 
Heery - principles of acceptable risk include:
· The use of variable pay to supplement, not to replace, wages and salaries
· Commitment to the provision of employee benefits that provide economic security
· The use of rigorous measures of performance, which are under the control of employees, when implementing variable pay schemes
· Transparent systems for pay, which are widely communicated, regulated, and monitored throughout an enterprise
· The implementation of appeal processes
· The involvement of employee representatives in the formulation, implementation, and evaluation of variable pay schemes.
An additional ethics risk when high proportions of pay are contingent on performance. 
Employees cite pressure as the principal cause of breaches in compliance to ethics standards. 
Pressures include:
· meeting aggressive business objectives, 
· fear of dismissal if targets are not achieved, 
· desire to advance one's career and personal gain
Distributive justice also raises issues of fairness in regard to the growing gap between executive pay and average rates of pay
Procedural and distributive justice and the absence of economic and psychological harm are critical components of fair and equitable compensation strategies, and compensation strategies that are perceived to be fair and equitable are central to employee motivation and self-esteem


Promotion and performance management
The key ethical issue in managing the promotion of employees is fairness. 
The difficulty is in determining the criteria that should serve as the basis for fair promotion procedures. 
Widely recognised that promotion should normally be on the basis of job-related criteria, especially performance, and that procedures should not discriminate against employees on the basis of inappropriate criteria such as gender, race, and religion. 
Employees may not have a right to promotion, but they do have a right to fair evaluations and consideration for promotion.
Shaw notes: ‘A policy that provides promotions strictly on the basis of qualifications seems heartless, whereas one that promotes seniority alone seems mindless.
Related to promotion is the issue of performance management. 
Typically, systems of performance management involve the setting of performance objectives and the measurement of performance against these objectives, the identification of developmental support, and a review process to develop performance and subsequent objectives.
A common criticism of performance-management systems is that they raise issues of privacy, dignity, discrimination and power and control over employed, particularly performance-management systems that use surveillance technology to gather data about workplace performance.
Legal obligations concerning issues of fairness and employee rights can be met by HR practices such as:
· The development of valid, reliable, and transparent performance-appraisal systems 
· Formal and documented review processes
· Written advice to employees in the case of inadequate performance

The role of HR professionals in the operationalization of corporate ethics programmes
literature on responsibility for corporate ethics programmes reveals two broad themes:
· Responsibility for corporate ethics programmes has been assigned to existing functional areas of management
· The second is that to be effective, corporate ethics programmes must have the support of top-level management.
The ethics process does not yet seem to have evolved into a separate function, although in many large enterprises, ethics or compliance officers and executives with ethics responsibilities have been introduced.
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