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Answers to the end of chapter review questions 
 
1. Why is it important for HRD practitioners to behave in an ethical manner? 
 

Society expects managers and professionals to behave in a particular way (Lantos, 
2001): that way is in an ethical manner. This is critical for building relationships based 
on trust with a wide range of stakeholders. The HRD profession has a responsibility to 
create a profession that behaves in a morally responsible manner. What is morally right 
or wrong does not automatically equate to what is legally right or wrong. However, 
business ethics is important because it is being increasingly seen by consumers, 
pressure groups, the media and corporate managers as being good for business (Crane 
& Matten, 2007). All aspects of HRD practice have ethical implications (Hatcher, 2006) 
and involve making moral choices (Fisher, 2005). These choices will reflect directly on 
the personal integrity and credibility of practitioners (Garavan, 2007). 

 
 
2. What is a code of conduct and how is it used by organisations and professional 

institutes? 
 

A code of conduct sets out the way in which employees or members of a occupational 
group are expected to behave when carrying out their work responsibilities. In the US 
the Academy of Human Resource Development (AHRD), which was founded in 1993, 
has published ‘Standards on Ethics and Integrity’, while in the UK the CIPD has 
published a code of conduct for HR practitioners that requires all members, regardless 
of membership grade, to behave within the law and in accordance with particular 
standards set out by the institute. Members’ actions must be underpinned by diligence, 
integrity and honesty; and must be seen to enhance the CIPD’s standing and good 
name.  The code also sets out the disciplinary procedures for complaints made against 
members.  Codes of conduct not only require professionals to behave in an appropriate 
manner but also tend to require professionals to give something back to society (Lantos, 
2001). Ultimately such codes are a sign of a strong profession (Bunch, 2007).  The 
application of a code of conduct or ethics in an organisational context is setting out the 
standards of behaviour expected of all employees. 

 
 
3. Define and explain the concept of corporate social responsibility (CSR)? 
 

CSR is an ambiguous and problematic concept that is difficult to operationalise 
(Pedersen, 2006). According to Crane and Matten (2007) CSR encompasses the 
following responsibilities: Economic; Legal; Ethical; and, Philanthropic. The concept 
builds on business ethics by considering the impact of an organisation’s activities on 
communities, the environment and external stakeholders such as customers and 
suppliers as well as on how the organisation is managed and the impact this has on 
employees. There are two contrasting theories underpinning CSR strategies: 
shareholder theory and stakeholder theory. Shareholder theory gives priority to profit 
maximisation based on a corporation’s legal obligations to generate shareholder wealth 
(Key, 1999). Stakeholder theory looks beyond profit maximisation and focuses on social 
and environmental values, based on a corporation’s moral obligations to all those who 
have a stake in the business (Freeman, 2001).  
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4. What are the benefits for an organisation of adopting a CSR policy? 
 

Potential benefits include:  
• Improves and enhances company image and reputation;  
• Attracts new customers;  
• Increases customer satisfaction and builds longer term customer relationships;  
• Accumulation of customer goodwill; 
• Employee benefits result in higher productivity; 
• Limits government interference; 
• Sources of finance are more readily available; 
• Minimises the likelihood and cost of fines and legal actions. 

 
 
5. What are the principal ways in which the HRD practitioner can support an organisation’s 

CSR policy? 
 

Non-HRD literature stresses the role of relevant training. Training can be focused 
specifically on CSR or on helping employees in ways that reflect an organisation’s 
commitment to CSR. In terms of the HRD literature, the HRD role is seen as being more 
influential at a strategic level (e.g. developing democratic values in the workplace and 
focusing more on social justice than performance improvement according to Hatcher, 
2004). Additional ways of supporting the organisation’s CSR policy include: The design, 
implementation and review of social audits; the design, implementation and evaluation 
of improvement projects; the communication of CSR benefits through daily HRD 
practice; acting as an advocate for employees when an organisation breaches the 
psychological contract; ensuring that decisions are arrived at democratically by involving 
all stakeholders; teaching and promoting ethical management and leadership; 
challenging and improving traditional performance measures to include socially 
responsible metrics. 
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