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Discuss how personal difference and preferences can impact organizational ethics  

One cannot speak on the subject of ethics without refering to values. Values and 

ethics are crucial to any organization—those working in leadership situation are not 

excluded (Buchanan and Huczynski 2004).When someone talks of values and ethics, the 

expressions are both considerable and extensive. People must center on the expert 

perspective relevant in profession success. Values and ethics are termed as the most vital 

traits of an individual. Principally, they describe who we are and what we trust. There are 

numerous determinant aspects of our values and ethics. Traditions, religious conviction, 

and several other factors influence our way of life. At various times our values and ethics 

can collide with diverse people who embrace diverse outlooks and beliefs. This does not 

indicate that our principles or ethics are erroneous; it indicates different ways of thinking 

from others. A good number people have a fine sense of ethics and values.According to 

Mullins (2005), the knowledge linking right and wrong is a superior base to practicing 

high-quality ethics and principles. In my perception, individuals are nurtured with ideals. 

A set of people assemble to create a firm with core values and beliefs in an organization 

founded on personal value systems.  

Business morals in the place of work concern giving priority to ethical values for 

the place of work and guaranteeing alignment of behaviors with those values. Expert 

values are the ideas and doctrines that manipulate our deeds. Skilled values, though 

diverse amid organizations and persons, may be additions of our individual values and 

may comprise truthfulness, honesty, sympathy, brilliance, responsibility, accountability, 

and selflessness. From an organizational point of view, ethics embrace honesty, 

cooperation, stewardship, professional competence, and obliging (Murray et al 2006). 
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These features of morals are so vital; they are incorporated in majority of organization’s 

visualization or central value declaration. 

Discuss how organizational policies and procedures can impact ethics. 

Research propose that triumphant ethics running depend further on workers' view 

of equality, principled leadership at the entire ranks, and the placement of numerous 

official and unofficial cultural structures to hold up ethical demeanor than it does on 

official ethics series. Human resource experts must take part in a major role in morals 

supervision with Human Resource systems to raise justice and guarantee organizational 

accord. The Human Resource section is a mainly vital partner in its attempt to endorse 

ethical way of life. As hirers, Human Resource experts decide who are called to join the 

group. They use incentive and retribution systems to strengthen suitable behavior. They 

may employ information gathered from outlet interviews to hold up and develop the 

ethical setting. Apart from the morals and conformity office, there is no other section as 

significant to the growth of an organization's moral traditions as the Human Resource.  In 

radiance of this state, it is current on Human Resource managers to implement growth of 

ethical tradition, also as such should center on the habits in which Human Resource 

experts can work by means of ethics and conformity officers to develop an organization's 

moral tradition.  

The power of any industry is profoundly dependent on the value of its human 

resource. Also, how workers are considered will mainly determine the degree to which 

they will execute their duties. The HR experts must thus manage workers’ moral conduct, 

to enhance construction of an organizational state and tradition to sustain and promote 

ethical actions. Some companies are liable to meet moral dilemmas if Human Resource 
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does not implement appropriate care in treatment of workers when they get bad news or 

disliked views. The organization's central ethics should be reasonable and should not be 

just appealing terms emblazoned on corporate jewels. To reduce the blame games and to 

set up an optimistic organizational tradition, firms rely on their human resource to create 

its moral culture.  

 Ethics are becoming and more significant, and HR must incessantly amend the 

system of morals to take in hand matters that arise in the dynamic workplace. According 

to Ancona and others (2005) corporations must make sure the system of ethics is used 

efficiently and not just as pane covering. Their efficiency depends a lot on whether 

administration supports them and how workers who split the codes are dealt with. When 

administration judge them significant, frequently verify their substance, and openly 

reprimands law breakers, policies can provide a strong base for an efficient morals 

program. Conversely, winning the morals fight is concerns not only how an organization 

discipline those who take on in immoral actions, but also how the corporation plunder 

both high-quality and awful behavior. For instance, a firm can supply ethics procedure 

and in depth behavior codes; HR can present outstanding teaching and set up morals hot 

line for queries and problems, although it is the reward structure and the corporate 

behavior that allow people discern the actual story. If directors are ignorant when it 

comes to a top sales representative who cheats at a cost account or admit improper gifts, 

it relays a strong message. The preferred deeds must begin from the top working its 

means throughout the whole organization. This indicates that managers have to be sincere 

and anticipate sincerity from their workers by creating clear-cut strategy, rules, and 
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rewards. It is HR’s concern to ensure workers entirely appreciate the aftermath of ethical 

transgression, and that such deeds will not be accepted. 

Discuss the ethical dilemmas that Valerie is facing 

Ethical dilemmas ensue when a manager or a worker has to take a resolution that 

entails various values. Whatsoever decision creation does not entail opting right; this is 

Valerie dilemma and she must formulate resolution. Helleriegel and Slocum (2001) 

clarify that the moral repercussion of the payback and overheads in the decision creation 

or matters, needs resolution of the interests and ethics of those the decision has impact 

on; lots of queries crosses in Valerie’s mind and afterwards she finds out what happened 

concerning her boss. In addition all sort of thoughts are revolving in her. She after all was 

used to making resolutions, but what kind of resolutions and when? She was troubled not 

that she is victim of unfairness but because what occurred concern the firm where she 

worked. This moral dilemma will affect her in her life concerning her service and may be 

her boss’s prospect and the group which is in charge of initiating new product in the large 

market.Valerie is fearful to be laid off her job and depart the country since she has a 

unique functioning visa indicating that she is not a permanent inhabitant.  

She has an additional choice of staying in the Country on condition that she 

pursues her Master in Science program. This is a chance to scale up her profession 

toward better challenges and accomplishments. All this is not sufficient to cover her job 

and a lawful Statue. Clearly Valerie hopes to stay in the Counter. She has a final choice 

to protect her uncertain statue to be quite and whatever happen, Valerie knew perhaps 

that she will be defeated in this part of the game if she raises a quarrel with her boss or 

details what occurred to the CEO.She has an option stuck between preserving her place 
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or keeping her employment certainly exiting the firm and facing much trouble to pursue 

her Master in science program. Whatsoever choice Valerie will make, ought to influence 

her workmates her family unit and the firm. If she details what she discerns with no 

evidence, it is an assertion that it will come back against her. 

Recommend what Valerie should do. Provide a detailed explanation. 

 When workers in an institute make resolutions to operate unprofessionally, they 

influence not only the firm, but as well its stakeholders, workers and consumers. Workers 

make countless of options on a daily basis in business dealings and if immoral, they can 

harm a firm's output, income and character. Unprincipled decisions can emerge in several 

ways: the worker who performs individual business on firm time to the line employee 

does not report a produce defect just to meet a time limit, and even further critical, the 

boss who benefits from unlawful insider goods information use( Murray et al 2006). All 

these circumstances lack principles. In most firms today, the spirited advantage relies on 

the workers. These workers should be trust to "perform the correct thing", particularly 

when no one is on the look. It is HR’s concern to coach, teach and speak with workers on 

what is well thought-out right and incorrect in the place of work. After all, a principle is 

one subject that starts and ends with a person. Firstly, Valerie must consult with a legal 

representative concerning her choices. Secondly, she must account her findings to the 

Human Resource department. Finally, Valerie should tender her resignation. 
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