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Abstract: In simple terms, the business ethics can be defined as comprising moral principles and standards that guide professional behaviour in the world of business. By studying business ethics, a person can improve ethical decisions making by identifying ethical issues and recognizing the approaches available to resolve them. We believe that people continue their moral development throughout life and that they can improve their ethical decisions making in business areas such as advertising, pricing, hiring practices, pollution control, and financial management. Many ethical decisions in business are close calls. It often takes years of experience in a particular industry to know what is acceptable. We approach business ethics in the same way that other areas of business are studied: we do not tell you what to do in a specific situation, instead, we describe how ethical decisions making is conducted in business organizations.
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1. INTRODUCTION

Ethics form the foundation for international economic activities. Ethical guidelines are essential in making business decisions. Business professionals have responsibilities to make decisions based upon ethical principles. In the 21st century, the role of ethics in international business transactions and interactions receive more and more attention. 

Why discuss business ethics in organizational behaviour? According to Donaldson (1989), societies can and do have the right to expect business to function ethically. People in every country in the world make an agreement with business to carry out the necessary work to provide goods and services to society: “All productive organizations can be viewed as engaging in an implied contract with society.  Corporations must have bestowed upon them by society.... authority to own and use land and natural resources. In return, society has the right to expect that productive organizations will enhance the general interests of consumers and employees. Society may also expect that corporations honour existing rights and limit their activities to accord with the bounds of justice”. It obvious appears the question: under this ‘social contract’ between society and business, what rules guide business? What are the minimal duties of business professionals? 

2. ETHICS AT WORK – LEADERSHIP, LOYALTY, INTEGRITY,
 HONESTY, CONFLICT OF INTEREST 
In the workplace, we are faced daily with the responsibility of making decisions. How do we respond when someone speaks to us? How do we decide what to do first when the boss gives us an assignment? Companies and institutions hire leaders with integrity and expertise. Those leaders have a responsibility to the people who work for them to provide employees with guidelines for making ethical decisions. How do corporate and institutional leaders decide what the best decision is? How do employees learn to behave and work in an ethical way? The best way to make a decision, then, is to think of results: what is the best way to achieve several goals? Once that question is answered, the ethical decision is made.
Many pressures affect business leaders. Ethical considerations are sometimes difficult for business leaders when they must choose among different priorities. Making decisions based on the needs of employees, customers, stakeholders and the community requires a good leader. What do good leaders do in order to achieve ethical standards? First, there are laws that guide business leaders. Breaking laws can lead to arrest and imprisonment. But, laws are not always enough to assure ethical behaviours. The leaders’ behaviours (ethical or unethical) set as examples for the employees. In the United States, anonymous manager surveys (www.bsr.org/resourcecenter) show that 30% of managers admit that they have sent in inaccurate reports. Clearly, there is a need to think about and work on developing ethical decision making skills for managers. Four ethical conflicts confront leaders in business: Conflict of Interest - A leader achieves personal gain from a decision he/she makes); Loyalty versus truth - A leader must decide between loyalty to the company and truthfulness in business relationships; Honesty and integrity – A leader must decide if he/she will be honest or lie; if he/she will take responsibility for decisions and actions or blame someone else? Whistle blowing – Does the leader tell others (media or government authorities) about the unethical behaviour of the company or institution?
3. ETHICS IN BUSINESS EDUCATION
Employees and future employees should know about business ethics in order to perform ethically on the job. Standards of ethical conduct are a part of good business education and training in all business settings. The mechanisms used to teach business ethics must find the answer to these questions: What can academic institutions do to educate students about ethics? What do companies do to educate employees about ethics? How do employees learn to do a better job and to do it ethically? How do governments support training for ethical business practices? Where do employees get information when they face a conflict between keeping a competitive edge and maintaining ethical standards? 

Success comes when companies create an innovative and supportive environment for new ideas. If a company’s goal is to become involved and succeed in the global marketplace, it will hire new employees who are well educated in all aspects of business, especially in business ethics. At the same time, employees who are in the workforce already must continue to learn through professional development opportunities. Ethics is a valuable topic for professional development among business professionals. With a workforce trained and committed to ethics, managers can be assured that ethical behaviour and ethical practices will prevail in the workplace. Without training, business employees may engage in unethical business practices – without even knowing it. In order to build ethical principles, international business school faculty offers students a variety of opportunities to develop their knowledge and skills in business ethics. 
4. ETHICS IN HUMAN RESOURCES SELECTION 
“Hiring employees who mesh with the ethical climate of an organization can be done efficiently and effectively by carefully honing the interviewing process” (Prachar, 2006). The key to human resources selection is to ask potential employees questions about ethics that elicit descriptions of specific instances in which the candidate made value-based judgments. “If you ask people behaviour-based questions to have them give you constructs about how they go about making decisions, you will learn a whole lot. The problem is, most companies simply don't ask.” (Prachar, 2006). Yet one of the best predictors of future behaviour is past behaviour. Although past unethical behaviour can be a predictor. People can and often do learn from their mistakes. 

The technique to elicit behaviour-based responses uses the STAR format, which requires respondents to answer questions by: describing specific Situations or Tasks; elaborating on their Actions in that situation and explaining what the Results were. […] For example, to find out if applicants are customer-focused, a prospective employer might ask them to tell about a time a customer made an unreasonable request and what they did about it. For instance, a good response might be, “I had a customer who had something break down and they said they needed the part immediately or business would suffer. But I didn't have the part [Situation or Task]. However, I knew that another customer across town had a spare part, so I got permission to borrow it, drove over there, and delivered it to the first customer [Action]. We kept a valued customer and minimized disruption to their business [Result]. 

Other effective questions to assess for ethics may include: We are often confronted with the dilemma of having to choose between what is right and what is best for the company? There are two philosophies about regulations and policies: one is that they are followed to the letter; the other is that they are just guidelines. What is your opinion? How would you describe the ethics of your company? Which parts do you feel comfortable and uncomfortable about? Why? Give me an example of an ethical decision you had to make on the job and what factors you considered in reaching this decision. Sometimes our products are very close to, but not exactly what our customers are asking for. Tell me about a time when you were trying to make a sale and were in this situation. Tell me about a time when you had to go against company procedure in order to get something done.

Launching into in-depth discussions with a jobseeker about his/her ethical constructs should only come after rapport has been established; Prachar emphasized, and requires frequent follow-up questions and comments from the interviewer. For example, use empathy statements to encourage people to talk. He also suggested having multiple people question the person in separate interviews. Then all the interviewers should gather to reach a consensus on hiring by objectively comparing the results from their interviews, references, job simulations, resumes, etc. The extent of the interviews should be scaled to the level of the job-the more senior the position, the more in-depth the investigation. 

5. ETHICS IN HUMAN RESOURCES TRAINING
That let us into questions about training policy: Who participates? What are the purposes of the programs? How are they evaluated? How are they related to business strategy? How do these programs deal with ethical and legal issues? Are there unintended gender, race, or age biases in who attends? Then, we started looking at selection procedures: Did we use validated instruments for identifying the "right" people? How were these related to business strategy? What methods were used? To what extent is an effort made at branding our company as a great place to work? Finally, we looked at retention policies: the retention packages for key personnel, how we are monitoring satisfaction, whether the packages are tied to system performance appraisal, and what metrics are used to identify key personnel, and so on. 

In a recent editorial, the Wall Street Journal announced that ethics courses are useless because ethics can't be taught. Although few people would turn to the Wall Street Journal as a learned expert on the teaching of ethics, the issue raised by the newspaper is a serious one: Can ethics be taught? The issue is an old one. Almost 2500 years ago, the philosopher Socrates debated the question with his fellow Athenians. Socrates’ position was clear: Ethics consists of knowing what we ought to do, and such knowledge can be taught. 

6. INCORPORATING ETHICS INTO ORGANIZATION STRATEGY
Management guru Peter Drucker was famous for asking his consulting clients the basic strategic question, “What business are we in?” 

To integrate ethics into the strategy, businesspeople have to add three more questions, according to Robert Finocchio: what do we stand for; what is our purpose; what values do we have. He offered prescriptions for incorporating ethics into the organization's strategic plan and suggestions for implementation. As a first principle, ethics is not integrated into strategy by proclamation. “Whenever someone tells me how honest or ethical he or she is, I hold on to my wallet.”

While ethics should be part of the company's mission statement, strategic plan, public pronouncements, and codes of conduct, unless it is also a “cornerstone of the organizational culture” it will not be effectively integrated into the business strategy. To really incorporate ethics, he presented these “prescriptions” (Schulman, 22006):

· don't be in an unethical business in the first place
· obey the law and spirit of the law everywhere you do business
· articulate a complete strategy, including purpose
· explicitly articulate values as a key component to the strategy
· don't rely on auditors, ethics officers, compliance officers, cops, regulations, manuals, and audits as the vehicle to insert ethics into the strategy
· emphasize principles more than rules 
· individual ethical responsibility and accountability are never trumped by some corporate or organizational imperative
· be totally transparent with your constituents, and make that part of the strategy
· have a framework and process for the resolution of ethical issues 
· have the right organizational structure
· have rewards based on the right metrics
· make employee development part of strategy and make ethics training part of employee development
· encourage all employees to be challenging and demanding in the ethical domain
The ethics performance evaluation would look at how the organization actually behaved, including such issues as transparency and opportunities for celebrating ethical behaviour. The company would examine whether its actions over the past year had been consistent with its purpose and values. In planning for the next year, the company would ask itself a series of questions, including: Is our purpose sufficiently well articulated? Do we face new legal requirements? Do we have new constituents? If we acquire another organization, how will it be ethically assimilated? Are our rewards structures appropriate? Is there any need to change the mechanics (constituent communication, employee training, organizational structure, issue resolution processes)? How will we measure our performance? Do we have new goals/objectives in the ethical domain? 

7. ETHICAL CHALLENGES IN HUMAN RESOURCES
Ethics is not about answers. Instead, ethics is about asking questions. It's about asking lots of questions and, maybe, if you're lucky, even asking the right questions every now and then. In my experience, ethical organizations don't shy away from asking potentially embarrassing questions, ones that might disturb the status quo.

The need and value of doing so was brought home clearly in the Enron/Arthur Andersen scandals. Those were two organizations where, apparently, no one dared ask the tough questions that might actually have saved the companies. Now, thanks to those and related scandals, the good news is that corporations are routinely asking tough questions about financial reporting. Today, we're all terribly conscious of the risks to the organization if we fail to question the numbers. 

We had to ask if there were appropriate methods and analytical programs in place that monitor for age, sex, and gender discrimination; employee attitudes and morale; talent procurement and retention? We wondered to what extent potential employees saw our company as a great place to work. We started having to pay attention to health and safety, termination and downsizing policies, demographics about who gets promoted, raises, bonuses, and turnover. 

As we went on, we increasingly sought to discover the extent to which the company was on top of liabilities in those areas from a measurement and analytical perspective. With regard to all major HR systems, our board began to ask the following kinds of questions: Is there a formal system or process in place? Has the system been validated? Is it clearly understood and communicated? Has the system had unintended effects? Has it been analyzed for adverse effects, for example, possible discriminatory impact on legally protected groups? 

Each time we asked questions, we had to go back to learn more, we had to ask more questions. Some questions we asked with regard to leadership development and talent management were things we thought the board would never get involved in. We started asking if there was a formal assessment of the key capabilities/talents needed in the company. We asked if retention rates were monitored. Did the monitoring include an analysis of criticality? Did it include competitive practices, capabilities, and performance? To what degree was the expertise of key people captured by the organization? Were there non-compete agreements with key technical people? Does our reward system lock key contributors into the organization? We didn't have a clue what answers we were looking for. The bottom line is that ethics depends on asking tough questions.

If trust and good ethics are important today, they will be even more crucial in the future. Because of phenomena such as the emergence of a global perspective in all of our institutions and because of the ubiquitous, instant, and anonymous communication afforded by the Internet, unethical excesses can be easily exposed and disseminated—at little or no cost. No longer can leaders prosper at the expense of the common good while they hide behind the barriers of language, geography, or cover up tactics. In this interconnected world, only ethical leaders and companies will survive.
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