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Zaměstnanecká etika ve vybrané mezinárodní 

společnosti 

Anotace 

Tato diplomová práce se zabývá zaměstnaneckou etikou ve vybrané mezinárodní 

společnosti. Pro přiblížení zkoumaného tématu jsou v teoret ické části práce 

vysvětlena, s důrazem na zaměstnaneckou etiku, teoretická východiska pojmů, jako 

jsou podnikatelská etika, etické problémy, etická kultura, etické řízení a manažerská 

etika. Cílem práce je zhodnotit vnímání etické kultury, stav zaměstnanecké etiky a 

míru dodržování etického kodexu ve vybrané společnosti a v případě zjištěných 

nedostatků navrhnout opatření, která by vedla ke zlepšení uplatňování etického řízení 

ve společnosti. Výzkum je proveden prostřednictvím anonymního dotazníkového 

šetření v elektronické podobě a rozhovoru. Výsledky výzkumu etiky zaměstnanců a 

etické kultury ve vybrané mezinárodní společnosti jsou uvedeny a analyzovány v 

praktické části této práce a v závěru práce jsou výsledky shrnuty a vyhodnoceny. 

Klíčová slova 

Compliance, etická kultura, etický kodex, management, manažer, mezinárodní, 

podnikatelská etika, řízení zaměstnanecké etiky, vedení, whist leblowing, 

zaměstnanec, zaměstnanecká etika 



Employee ethics in a selected international company 

Annotation 

This master thesis deals with employee ethics in a selected international company. 

To better understand the researched topic, the theoretical part of the thesis explains, 

with emphasis on employee ethics, the theoretical background of concepts such 

as business ethics, ethical issues, ethical culture, ethical management, and 

managerial ethics. This thesis aims to evaluate the perception of ethical culture, 

the state of employee ethics, and the degree of compliance with the code of ethics 

in the selected company, and in case of identif ied shortcomings, to propose measures 

that would lead to improvement of the application of ethical management 

in the company. The analytical research is carried out through an anonymous 

questionnaire survey in electronic form and an interview. The research results 

on employee ethics and ethical culture in the selected international company are 

presented and analyzed in the practical part of this thesis and at the end of the thesis, 

the results are summarized and evaluated. 

Key Words 

Business ethics, code of ethics, compliance, employee, employee ethics, employee 

ethics management, ethical culture, international, leadership, management, manager, 

whist leblowing 
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Introduction 

As the globalized world is changing at a fast pace, the importance of business ethics 

has been rising in recent years. Just as new issues and trends arise daily, there is 

a need for proper ethical management to avoid potential misleading practices or 

scandals. Business ethics introduces moral standards and practices that companies 

implement to guide the organization's processes based on principles and values 

such as respect, trust, fairness, responsibility, and freedom (Studysmarter.co 2024). 

This thesis focuses on employee ethics as a significant area of business ethics that 

influences employees' wel l-being and the company's prosperity. However, it is also 

an area to which more attention and effort should be dedicated. 

This thesis examines the management and employee perceptions of employee ethics 

in a selected international company, Drylock Technologies s.r.o., which operates 

under the Drylock Technologies group, which is based in Belgium. 

The thesis is divided into f ive main parts. The first two are devoted to the theoretical 

background, and the third analytical part is devoted to evaluating employee ethics. 

The first part of the thesis is dedicated to the theory of business ethics and 

presents essential ethical practices, ethical responsibility based on CSR, benefits 

of business ethics implementation and employee ethics importance, and further 

the ethical issues related to employee ethics and the theory of ethical culture. 

The second part explains the theoretical background of ethical management 

in an international environment, emphasizing tools of ethical management and 

managerial ethics, the importance of being an ethical manager, the ethical issues 

of managers, and the manager's procedures. The third practical part examines 

the objective and methodology of the research. The fourth analytical part describes 

the selected international company, evaluates the research carried out, and analyzes 

employee ethics in the selected company. The last, f i f th part, is the proposal part, 

in which the shortcomings are identif ied, and solutions in the form 

of recommendations and measures are proposed within an action plan, which 

presents the main contr ibution of the thesis. 
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1 Theory of Business Ethics 

According to Weiss (2014) approaching business issues with a moral frame can 

impact solutions and outcomes. However, sometimes there is no proper solution 

or many of them at one's disposal. Ethical management is used in businesses 

to provide a structured and systematic decision-making process to ensure the right 

values and principles are fol lowed. 

Mele (2019) argues that sense of morality should be crucial for each business and 

business actor. Some may say "business is business". Others may say ethics are 

diminished to subjective values and considered entirely separated from business 

operations. Moreover, in the past centuries, businesses were associated with 

amorality and purely the economic f ield. However, morality has been carried 

historically in many businesses, built with strong ethical principles. For example, 

Johnson & Johnson developed and launched its ideology in 1942 as a statement 

of ethical values and principles for the business conduct of this company. 

Nevertheless, it was in the 1970s when business ethics started to be considered 

a strong action. Consequently, many universities and schools have been including 

business ethics as an academic discipline. Multiple companies have included ethical 

principles and business ethics policies in their business operations. 

With the beginning of the 21st century, the pressure for business ethics increased, 

mainly due to the financial crisis of 2008, its consequences, and the fol lowing scandal 

that came to light in 2012 presented by the manipulation scheme of the London 

Interbank offered rate. 

1 . 1 The implementation of Business Ethics 

Mele (2019) states that in recent years, many business people have enhanced 

the importance of ethical behavior to foster trust, responsibility, and integrity, and 

promote a good reputation. However, it is debatable whether companies apply 

business ethics due to external pressures and they only present themselves as ethical 

businesses from the outside, but in reality, take a small amount of action to ensure 

ethical behavior within the inside of the company in the short but also the long run. 

However, HR managers such as Chitra Pandey (2023) agree the reasons to promote 
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business ethics to be beneficial to prevent legal and financial risk, create a positive 

and productive workplace environment, and to guide employee's behavior, decision­

making and interactions with stakeholders. 

Business ethics are implemented differently in different businesses. On one hand, 

some businesses practice ethics by applying a policy such as code of ethics. 

On the other hand, some businesses set a value statement or obligation framework 

to promote ethical practices (Studysmarter.co 2024). According to Studysmarter.co 

(2024) in terms of theory, there can be identif ied six impactful principles of business 

ethics, which should be adhered to by ethical companies: 

1. Accountab i l i t y and responsib i l i ty are crucial for business actions and 

practices to avoid unethical behavior and poor decision-making. 

2. Care and respect between business owners, employees and customers is 

crucial for developing an ethical business environment emphasizing a safe 

working space for the employees and respectful interconnection between all 

stakeholders. 

3. Healthy compet i t ion helps to promote employee growth and can help 

to reduce confl icts among employees. 

4. Honesty, in format ion t ransparency, and in format ion t ru th fu lness are critical 

principles for ethical business practices. Transparent and honest 

communication between owners or managers and their employees is much 

required. In addit ion, positive and negative information must be distr ibuted 

between stakeholders clearly and truthfully. 

5. Respect for the rule of law is essential for companies' ethical behavior as any 

contempt of law is considered unethical. Obedience of corporate law, rules, 

norms, and standards guiding business operations is necessary for enhancing 

corporate stability and stakeholder relations. 

6. Finally, there is a principle of loyal ty and respect for commi tments . 

Employees are to ensure the achievement of the business vision and mission 

and to promote the company's good name. On the other hand, businesses are 

to fulfil agreements and obligations towards their employees and 

stakeholders. 

18 



1.1.1 Ethical Pract ices 

Ethical business practices should be promoted and incorporated into everyday 

operations and practices trough official statements and policies. These ethical 

documents shape how the company behaves towards employees, customers, 

investors, shareholders, public, media and the environment. (Online.Marquette 2023) 

Employee and Communi ty Empowerment 

As Studysmarter.co (2024) states, business ethics involve practices such 

as employee and community empowerment, as it is necessary to care for the wel l -

being of employees and the well-being of the community. To be respected 

by the community as a business, it is essential to provide employees with strong 

ethical leadership and acknowledging their efforts with rewards, for instance 

programs and activities such as skill teaching, regular trainings, open days 

to showcase the company's features or environmental clean-up. 

Environmental Responsibi l i ty 

According to Online.Marquette (2023) environmental clean-up is one of the many 

ways to promote environmental responsibility as a part of companies' ethical 

practices. To embrace environmental consciousness, businesses implement ethical 

and environmentally sustainable practices by using recycled materials, promoting 

remote work (reducing energy and oil consumption for far-l iving employees), 

enhancing local biodiversity (implementing bees or creating f lower meadows), or 

implementing responsible waste management. 

Diversi ty, equi ty, and inc lus ion in the workp lace 

As inequalities are naturally present in many companies, another ethical business 

practice is presented by embracing practices of diversity, equity, and inclusion 

in the workplace (Online.Marquette 2023). These are valuable practices 

since embracing them can help companies with more open communication (which 

affects better decision-making and planning), creativity and innovation, foster trust 

between employees and managers, or increase their employee's performance and 

potential (Herrity 2023). 
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Data pro tec t ion 

According to Online.Marquette (2023) another ethical practice for companies should 

be treating employee private data and keeping them protected and secure. 

This applies also to ethical practices in prioritizing customer needs and protecting 

their data. Gaining trust and loyalty in employee and customer relationships is one 

of each company's key goals, while trust and loyalty can be ensured by fair and 

confidential employee care and customer service and ethical business practices 

(Studystmarter.co 2024). According to a study done by OpenText (2021) "Nine in ten 

global consumers want to buy products sourced in a responsible and sustainable way 

and 83% would pay more for goods that are ethically produced". 

Business values 

In addit ion, lbe.org (2024) states that for a successful commitment to business ethics, 

addressing the values to set a business ethics policy is first necessary. No matter 

the size, f ield, or degree of commitment to ethics, the promoted business's values 

ground the ethical policy and the framework of the organization's ethical culture. 

1.1.2 Ethical Responsibi l i ty Based on CSR 

To promote and successfully practice ethics in businesses, it is crucial to behave 

in agreement with CSR obligations. According to Brin and Nehme (2019), CSR is 

a business concept that reflects responsibility towards society. Brin and Nehme 

(2019) state 3 concepts originating in CSR: Carroll CSR Pyramid, triple bot tom line, 

and stakeholder theory. 

Carroll 's CSR Pyramid 

Brin and Nehme (2019) states that Carroll's Pyramid of CSR, created by Archie Carroll, 

is a theory that describes four obligations of business responsibilities toward society. 

Firstly, as Brin and Nehme (2019) states, there is an economic responsibility 

at the bottom of the pyramid, as an obligation to be profitable is required for business 

survival, to reward investors, owners, and employees, moreover, to ensure business 
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growth by reinvesting the profits back to the business to promote business 

operations, marketing, long-term financial and stakeholder strategies. The second 

level of the pyramid is a legal responsibility, as responsible companies act by laws 

and regulations, and a fair business positively affects the economy and society. 

This can be challenging for MNCs as different countries have contradictory legal 

frameworks. Thirdly, companies have an ethical responsibility to act in a good and 

fair way, not only to meet the law requirements but also to meet society's 

expectations. Finally, there is a philanthropic responsibility at the top level 

of the pyramid. It is a voluntary act to reveal a good image of the company by giving 

the community some satisfaction, for example, by sponsoring sports or events and 

making employees volunteer in donations. In conclusion, Carroll's CSR Pyramid starts 

with the first level of economic objectives, which are crucial for the sustainability and 

profitability of the company. After fulfill ing this obligation, the company can 

successfully commit to regional and international laws and regulations. After that, 

there is a space to practice and commit to ethical standards. If all the tree levels are 

sustainable, it is possible to achieve the fourth level and contribute 

to the expectations of society and the environment. 

Figure 1: Caroll's CSR Pyramid 

Source: (Brin and Nehme 2019) 
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The Tr iple Bot tom Line Theory 

As Brin and Nehme (2019) states, The Triple Bottom Line Theory was created by John 

Elkington and represents a CSR sustainability framework with three dimensions 

of performance: economic (profit), social (people), and environmental (planet). All the 

mentioned dimensions must be practiced sustainably to achieve continuous profits 

(not only short- term high profits) and long-term social and environmental practices. 

In terms of economic dimension, long-term continuous profit is the key to business 

sustainability and can be ensured by an appropriately set strategic and financial plan, 

forecasting business climate factors (industry trends, competi t ion, product mix, 

market share and other factors), avoiding risks and evaluating market benchmark 

to see how the business stands in comparison to competi tors. Secondly, in terms 

of the social dimension, as Miller (2020) states, there is a need to commit to people 

and society and focus on stakeholders impacted by their activities. This can 

be ensured by fair hiring practices, treating stakeholders fairly and respectfully, and 

encouraging a wel l-perceived work environment. Finally, in terms 

of the environmental dimension, it is essential for a company to influence the planet 

and the living and working environment positively. Since industrial revolution, 

companies have had a significant influence on the environment in terms of higher 

levels of C02 emissions and pollution; adjustments like eco-fr iendly shipping 

practices, cutt ing down energy consumption, or using renewable energy or ethically 

sourced materials can make a huge difference not only for the society today but also 

for the next generations. 

Stakeholder theory 

According to Brin and Nehme (2019), the stakeholder theory is based on CSR theory 

and states that the interests of different stakeholders must be respected and 

protected in CSR strategies to achieve the company's objectives. The theory 

describes the company's character and recognizes the connection between 

stakeholder management and CSR. In terms of incorporating stakeholder theory 

into business operations, it is advised to directors and leadership of organizations to 

be more responsive to the interests and needs of society and let stakeholders 

participate (under-representation of one stakeholder f rom each group of 
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stakeholders) in the company's board of directors, so strategies and stakeholder's 

goals would be agreed on. 

According to Freeman et al. (2018) stakeholders are affected by the activities 

of the company and can affect the activities and achievements of the company's 

objectives. Companies within business operations deal with several stakeholders, 

primarily suppliers, employees, customers, investors, marketing consultants, 

stockholders, and insurance companies, and secondary with competi tors, 

the government, or the media. 

Figure 2: Stakeholder map 

Source: (Freeman et al. 2018) 

Freeman et al. (2018) argue that in the case of employees, which usually represent 

the biggest part of stakeholder engagement, and whose are critical in creating 

value as they pose an economic power for the company. Employees, as a crucial part 

of stakeholder theory and the most valuable asset of companies, pose economic 

power, especially when there is a lack of workers in the area. When the company 

needs them as workers' skills and experience are highly dif ferentiated. When 

the company searches for concrete skills, when the competi tors are strongly pursuing 

valuable employees and finally when it is expensive or diff icult for the company 

to train their employees on requested skills. Stakeholder management is associated 

with business ethics and companies' environmental and social impact. Therefore, 
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the stakeholder theory is used to build an ethical business culture and stakeholder 

management strategy to set a sustainable business culture that benefits stakeholders 

and the company in the long run. 

In conclusion, CSR activities and ethical behavior are crucial to building trust 

in stakeholder relationships and encouraging better cooperation and company 

performance, as stakeholder relations are essential to the company's success (Brin 

and Nehme 2019). 

1.1.3 The Benef i ts of Business Ethics Implementat ion 

Business ethics implementation, as Studysmarter.co (2024) states, has many 

benefits, f rom guidance in business operations, keeping the business operations 

under law, mitigating risks, creating a motivating environment, building and 

maintaining trust with stakeholders and improving a well-perceived image 

of the company to gaining competit ive advantage by behaving based on set ethical 

principles. 

Business g row th 

According to Mele (2019) the company's approach to business ethics and 

the implementation and commitment to business ethics practices in all company 

departments are essential for building a well-perceived brand and promoting 

business growth and success of the company. Companies engage in business ethics 

to enhance business operations as well as the relationship with stakeholders. 

Posit ive publ ic appearance and a t t rac t ion of s takeholders 

According to Studysmarter.co (2024) an active commitment to business ethics helps 

to promote a positive public appearance, corporate reputation and company 

respectability. These factors are crucial for building credibil ity and ensuring 

competit ive advantage through ethical attraction of customers, talents and potential 

employees, potential investors and the security of current investors. Mele (2019) 

argues that business ethics can be used to enhance and maintain the company's 

image and respectabil ity but also to restore image. In this case, it is expected 
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to establish and implement ethical programs emphasizing compliance involving 

a code of ethics, employee training and consultations or ethics reinforcement 

involving ethical committees and sanctions. 

Risks avoidance 

Another reason a company engages in business ethics according to Mele (2019) can 

be to avoid risks. Companies that do not accept responsibility for their power and 

actions may lose it. Unethical behavior and misbehavior are often illegal and in confl ict 

with the law and consequently imply risks in the form of fines and penalties. There is 

also a risk of losing the trust of investors, employees, the public and the government 

as the demand for transparency, especially when it comes to large corporations, has 

increased in recent decades. Lastly, there is also a risk of losing employees' trust and 

loyalty, therefore business ethics implementation can lead to mitigating employee 

turnover risk. 

1.1.4 Employee Ethics Importance 

Employee ethics impacts the success of the company as ethical behavior and 

decision-making influences and shapes multiple factors. 

Mot ivat ion and moral i ty 

Firstly, motivation and morality as according to Studysmarter.co (2024) business 

ethics has a significant impact on employees' morality and motivation, which helps 

to promote excellent employee wellbeing and lay the foundation for better employee 

care. 

Openness, honesty, and t ransparency 

Another important factor is open and honest communication and transparency. 

Openness, honesty, and transparency help to promote trust, constructive feedback, 

and willingness to collaborate on common goals. This consequently leads 

to a productive environment and successful teamwork. Finally, transparency which 
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enables stakeholders to understand policies and company's conducts, promotes 

accountabil ity as it helps to build trusts and credibil ity. (Pandey 2023) 

Customer t rus t 

Customer trust is significantly influenced by employee behavior. If this behavior is 

fostered by honesty, integrity, and ethical actions it promotes customer's trust. 

Ethical actions foster positive reputation, which consequently leads to attraction and 

retention of employees, loyalty of customers and valuable investors and business 

partners. (Pandey 2023) 

Employee a t t rac t ion and retent ion 

According to Studysmarter.co (2024) business ethics which influences employee 

wellbeing can consequently lead to a higher attraction of new talented employees 

and retention of current employees. In addit ion, great employee wellbeing helps 

to encourage employee productivity and loyalty. 

Employee engagement and posi t ive wo rk env i ronment 

Ethical actions among employees foster respect, fairness, trust and equity 

which leads to positive work environment and promotes employee engagement, 

which consequently impacts productivity, commitment and loyalty, teamwork, 

development, and overall employee satisfaction. (Pandey 2023) 

Legal compl iance and risk mi t igat ion 

Ethical behavior of employees leads to avoidance of ethical and legal risks such 

as fraud, discrimination, or confl icts of interest which can lead to lawsuits or financial 

penalties or influence the company's image and reputation. (Pandey 2023) 

Long- te rm sustainabi l i ty 

Miller (2022) states that employees are considered the most important and asset 

of the company. High-quality employees represent a workforce with the best possible 

results and financial performance. This fact makes the business vulnerable and utterly 

dependent on its employees. Ultimately, the employees should be managed 
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with strong ethical leadership, HR support, well-set ethical culture, and principles. 

Proper ethical employee leadership fosters actions and employee satisfaction lead 

to strong ethical culture which shapes the success of company and long-term 

sustainability (Pandey 2023). 

1.2 Ethical Issues in Businesses 

According to Mele (2019) business ethics not only provides benefits but also inspires 

improvements. For instance, according to the employer behaves morally according 

to the minimal ethical standard and treats the employees fairly. However, there is 

an opportunity for improvement and sett ing a higher ethical standard when 

the employer adds kindness and care. Although business ethics presents many 

benefits and inspires improvements, companies face unacceptable ethical issues and 

dilemmas. 

Unacceptable ethical issues are clearly distinguishable and often forbidden 

by the law. It is for example, stealing from other employees, sexual harassment, or 

personal data misuse (Mele 2019). 

Ethical dilemma, on the other hand, represents a problem in the decision-making 

process, as there are two options of choices or obligations, but neither is acceptable 

from an ethical point of view (Mele 2019). As Forbes (2021) states one of the ethical 

dilemmas' businesses oppose is keeping employees because of seniority. Businesses 

often feel responsible or owe seniority for years of work in the company. However, 

these people who got the company to its current point may not be the people who will 

set the business up for future success. Moreover, the retention of incompetent 

employees negatively affects the morale and effectiveness of competent employees, 

and this practice prevents the company from hiring a potentially productive and 

competent workforce. 

According to Indeed (2022) ethical issues have always been present in business 

management, but the amount and type have changed due to globalization and 

digitalization. Nowadays, business management is becoming more complex, and 

the gravity of ethical issues is increasing. Therefore, a comprehensive understanding 
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of ethical issues and their mitigation management is necessary (Nuseir and Ghandour 

2019). Ethical issues in businesses pose a confl ict in activity, decision-making, or 

future planning, questioning the morality of the action. Ethical issues may represent 

a risk of non-compliance with the law or provoke stakeholders and third parties. 

Kumar (2024) states that the reasons for unethical behavior vary from company 

to company and human to human. It is crucial to establish a moral, fair, and wel l -

perceived working environment. If employees are stressed out and unsatisfied, they 

are more likely to behave unethically. Reasons for unethical practices of businesses 

might be individual, organizational, societal, or financial, such as cutt ing production 

costs, minimizing taxes, or being managerial in the form of unclear business ethics 

policies that determine what is ethical and what is unethical. Further, poor leadership 

is one of the reasons why employees act unethically, as they fol low the example 

of supervisors deviating from ethical business practices. 

Indeed (2022) states that as a business, it is essential to identify ethical issues, 

manage them, and deal with unethical behavior effectively and ethically. Proper issue 

management can be secured by establishing policies or f rameworks for dealing with 

ethical issues. HR professionals and managers should be trained to ensure 

compliance and educate all employees within the company. To successfully deal 

with ethical issues, there is a need to identify be aware of what issues may occur. 

There are fol lowing examples of ethical issues in businesses: 

Violat ion of human r ights 

Violating human rights such as the right to education, food, clean water, sanitation, 

healthcare, and housing, participation in decision-making, and a living wage is 

according to OHCHR (2015) morally wrong and unethical. However, the businesses 

abusing these rights ensure their short- term profit instead of adhering to human 

rights to enhance the prosperity and promotion of human rights. 

Kumar (2024) adds that violation of human rights also involves exploitative, forced, 

or child labor, which might be viewed differently in the international scope, and many 

cultures might have different opinions on this kind of work in developed modern 

countries (such as European and Western countries) is this kind of work perceived 
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as unethical and amoral. Exploiting employee and their skills is another unethical 

business issue. Mistreating employees, having them work unpaid overt ime, and 

handling tasks outside their work agenda are widespread exploitation issues. 

Discr iminat ion 

Discrimination and unequal employment opportunit ies are things that many 

employees or potential applicants face all around the world. Amnesty International 

(2023) mentioned that everyone has the right to be treated equally, regardless 

of race, ethnicity, nationality, language, class, caste, religion, belief, sex, sexual 

orientation, gender identity, age, health, or another status. 

Harassment 

According to Kumar (2024) another common issue is sexual harassment. It concerns 

promises of preferential t reatment in return for sexual favors, physical contact 

advanced by the opposite or same sex, or even unpleasant and inappropriate 

comments of a sexual nature. The issue worsens as companies try to hide 

such reported issues from the public and company employees. At the same time, 

reporting such an issue can be complicated, as the victim might feel unsafe to report 

the issue or the harassment might come from a superior. Gillette (2022) argues that 

harassment is not limited only to a sexual nature, but there is commonly occurring 

also mental harassment, for instance, in the case of workplace bullying and mobbing. 

Mobbing refers to group bullying in a workplace, which involves persistent crit icism, 

discrimination, isolation, ignoring, blaming without facts, and accusations of lying 

from coworkers. Nowadays, as Indeed (2022) states, many countries have 

antidiscrimination laws that protect employees against harassment of a sexual and 

mental nature and against discrimination based on sex and gender identity, race, age, 

religion, mental and physical disability, equal pay, or pregnancy. HR professionals and 

managers should be trained to educate and encourage employees to fight 

discrimination and determine the consequences of such unethical behavior. 

Bribery and cor rupt ion 

According to Kumar (2024) this ethical issue is occurring practice in many businesses, 

especially when it comes to dealing a favorable agreement. Bribery includes financial 
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bribes but also items of value such as gifts, hospitality, sponsorships, or political 

support. On the other hand, corruption includes exploitation and misuse of given 

power for private gain. The motive of companies to act in such an unethical way may 

be to gain information or advantage over their competitors or to speed up 

the administrative decision-making process. 

Nepot ism and favor i t i sm 

According to Indeed (2022) some business owners, managers, or recruiter specialists 

prioritize employing family members or acquaintances. Even though all recruitment 

policies are complied with, this may still be considered nepotism or favorit ism. 

In addit ion, favorit ism can be seen also between employees as supervisors may 

provide some subordinates with different treatment. This practice can hurt 

the morality of current employees as well as on the productivity and success 

of the company. 

Workp lace health and safety 

According to Indeed (2022) it is unethical and, in many countries, unlawful not 

to provide a healthy and safe working environment and work condit ions. An ethical 

issue may arise if there needs to be a provision regarding occupational health and 

safety practices. OSH includes protection against hazardous substances, falls, and 

fires, training on OSH practices of the company, controll ing dangerous machines, 

trucks, and energy sources (such as gas and oil), and respiratory protect ion. 

According to Rasheed (2023) the consequences of poor workplace health and safety 

involve poor morale and employee engagement and so decreased productivi ty and 

efficiency, work-related stress, mental and physical health risks, increased risk 

of workplace incidents, legal and financial consequences, damage to the company's 

reputation and employee dissatisfaction and high turnover. 

Whis t leb lowing as an issue 

"On the simplest level, a whistleblower is someone who reports waste, fraud, abuse, 

corruption, or dangers to public health and safety to someone who is in the position 

to rectify the wrongdoing" (The National Whistleblower Center 2021b). 
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Kučera (2020) states that when managed well, whist leblowing can be an excellent 

tool for managing unethical behavior, but it is also an issue when not managed 

carefully. If there is a lack of safety, which whist leblowers feel when reporting, 

it represents a significant reason for undetected unethical behavior. Employees may 

feel it is unsafe to report unethical behavior or speak up and may also feel worried 

about retaliation, insufficient listening, and resolution, or simply a negative response 

from their superiors. According to Ethics (2024) in 2023, 46 % of employees globally 

experienced retaliation for reporting misconduct. Protecting whist leblowers against 

retaliation and retribution for reporting is crucial to achieve higher reporting levels 

and mitigate risks. Other reasons for not reporting are justifying neglect of ethical 

behavior and the choice of employees not to intervene or just adjusting to the majority 

acting unethically (Kucera 2020). 

Further, this issue becomes dangerous when whist leblowers report unethical 

company behavior or their dissatisfaction online. Dealing and punishing false and 

business-damaging whist leblowing is an ethical issue, as it is difficult to determine 

how to deal with it within ethical boundaries (Kumar 2024). 

Technology and pr ivacy pract ices 

According to Nuseir and Ghandour (2019) here is an ethical issue that arises 

with access to innovative technologies that are making it possible to observe and 

monitor the behavior and actions of employees in the workplace. On the one hand, 

technologies can be a great controll ing, monitoring, and resolving tool (cameras, 

for instance, in case of injuries or theft) . However, on the other hand, they might pose 

an ethical confl ict as they allow personal and electronic surveillance. Although it is 

legal to check computer activity, browse websites, official email communication 

of employees and monitor the movement and presence at the seat, for instance, 

with pass-through chip gates or cameras, which can keep the workplace safe, 

the business policies should be clearly determined and all employees should 

be informed in advance about these policies and electronic checking and monitoring 

on their computer and internet devices provided by the employer. 

Kumar (2024) states that all businesses store and handle customer data 

to understand customer preferences or communicate with customers. 
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However, misusing customers' data is another ethical issue regarding disclosing 

customers' data to third-party services without the customer's explicit consent. 

Environmental responsib i l i ty 

According to Kumar (2024) causing environmental harm is one of the most discussed 

ethical issues of companies. Unethical behavior that contradicts the environmental 

responsibilities of companies involves poor waste management and handling 

of chemical substances in a way of dumping waste in water streams or polluting soil 

or air with chemicals without proper f i l tering. There is also raised concern 

for unethical behavior in international operations of MNEs, as they can destroy, 

pollute the host country's environment, misuse their natural resources, and negatively 

impact locals' health (Trevino and Nelson 2021). 

Kumar states (2024) the consequences of unethical behavior in businesses can be 

detrimental to the company's credibil ity as the stakeholders, such as investors, 

customers, suppliers, or the public, f ind out about the unethical behavior 

of the company or its employees. Finally, unethical behavior of companies disrupts 

employee relations as employees lose their trust in their coworkers and the company, 

which not only affects daily operations but also leads to stress among employees. 

Kumar (2024) argues that establishing clear ethical guidelines or policies is necessary 

to prevent unethical behavior. A policy such as code of conduct or code of ethics 

determine what is ethical and unethical. Further ethical issues may be prevented 

by establishing an ethical business culture supported by ethical leadership, 

openness, credibil ity, communication, and transparency and also by keeping 

everyone informed and with the reliance to confide in problems and complaints. 

1.3 Ethical Culture 

According to Workzinga (2023) business culture and ethics are two different 

concepts that are affecting each other. In the relationship between ethics and 

business culture, business culture lays the basis for potential ethical culture and 

ethical decision-making processes. 

32 



1.3.1 Business Cul ture 

So called business, company, corporate or organisational culture, is according 

to Karaoulanis (2021) a unique culture of beliefs, assumptions, and ways 

of interacting with one another. Even if the companies operate in the same industry, 

with the same products and the same niche, they all have unique way of doing things 

defined in their business culture. Business culture has an underlying and unique 

character. Thus, it is something you can feel, experience, or interact wi th. 

According to Culture Amp (2024) business culture can be defined with multiple 

different factors such as company mission and vision, company values, work 

environment, leadership and management structure, communication style 

or employee management involving compensation, recognit ion, hiring and retention 

practices and learning and development possibilities. 

"In a strong culture, standards and guidelines are widely shared within 

the organization, providing a shared sense of who we are and "how we do things 

around here"and a common direction for day-to-day behavior" (Trevino and Nelson 

2021 p. 117f). For instance, according to Fonseca (2023) if the business culture is well 

set it can positively impact sales, profit, recruiting efforts and employee morale. Well-

set company culture causes the employees to have a positive experience, as they 

feel valuated and supported by the organization. Consequently, the employee's 

morale, happiness, and satisfaction projects into the behavior of employees, which 

leads to the success of the company, lower turnover rates and to satisfaction 

of stakeholders interacting with the employees. If the business culture is strong, well 

communicated, and reinforced, the values and beliefs are shared among everyone, 

then company culture can pose a huge competi t ive advantage. 

In conclusion good business culture leads to better business performance, 

stakeholder satisfaction, improved employee engagement and lower turnover rates, 

which was confirmed in study done by Columbia University, saying that satisfied 

employees are 34.5 % less likely to leave their company in comparison to those 

employees who are unsatisfied in their company (Culture Amp 2024). 
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1.3.2 Ethical Business Cul ture 

As Trevino and Nelson (2021) shows in Figure 3, though individual background and 

opinions form our individual differences, which have a direct impact on the person's 

ethical judgments fol lowed by ethical action, it is the ethical culture that shapes and 

influences the whole ethical decision-making process, starting with ethical values and 

awareness, which sets the elements of good ethical judgment resulting in good 

ethical actions and behavior. 

Individual Differences 

Ethical Awareness — Ethical Judgment — Ethical Action 

Ethical Culture 

Figure 3: Ethical Decision-making 

Source: (Trevino and Nelson 2021) 

According to Schwartz (2017) there are three elements necessary to develop and 

sustain an ethical business culture: 

1. Placement of core values promoted through the business policies, practices, 

and processes. 

2. Establishment of a formal ethics program (such as code of ethics, training, 

professional ethics officer or hotlines). 

3. Presence of ethical leadership (promoting good tone at the top as leadership 

and managers on all levels of the business should ensure the interests 

of the board of directors, senior executives, and other managers). 

Jondle et al. (2014) states that nowadays, ethical businesses promote ethical 

frameworks and training programs to increase ethical awareness among employees 

and stakeholders. However, with fundamental changes in business culture, such 

as creating a code of ethics, providing training, and reporting programs, all the efforts 

to establish protection against ethical issues may be sufficient. On the other hand, 

establishing a strong ethical culture is essential in business practices, communication, 
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symbols, and values. Moreover, Leigh (2013) argues that ethical business culture 

builds on strong values and principles that tell people how to behave, for instance, 

to act honestly, respectfully, fairly, or responsibly. Business values should be the 

center of the business efforts to establish an ethical culture, and their commitment 

and meaning for daily activities should be communicated to all stakeholders. Values 

alongside behavior, att i tudes, sense of meaning, purposes, skills, and know-how 

leadership and management practices represent a foundation for well set ethical 

business culture. All the mentioned aspects can be influenced by the appropriate 

promotion of ethical principles and policies, as well as by assessing the issues and 

dealing with problematic approaches so that all the aspects align with current 

business values. 

The model of ethical business culture by Jondle et al. (2014) reveals that values-

driven behavior is significant in developing and sustaining an ethical business culture 

and positively impacts the company's longevity and employee congruence. 

Figure 4: Model of an Ethical Business Culture 
Source: (Jondle et al. 2014) 

To identify and ensure a sustainable and compilable ethical business culture, there 

are various characteristics to be promoted in the business. These characteristics 

include ethical leadership, meaning sett ing ethical management practices at the top 

of the company's hierarchy is crucial. The supervisors directly above the employees 

in the company's hierarchy promote ethical practices and principles to establish 
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a sustainable, ethical culture and gain the employees' trust as their behavior creates, 

maintains, or changes ethical business culture. (Leigh 2013) 

According to the study by Jondle et al. (2014), leaders should promote reciprocity 

and non-retal iatory policies for leadership to be ethical and effective. Secondly, it is 

essential to promote embedded ethical values that aim to set ethical practices and 

approaches to daily activities. According to the global business ethics survey, 40 % 

of employees stated that they work in a strong culture, but a strong culture is 

insufficient as not all employees on all levels of the business act ethically (Ethics 

2024). Leigh (2013) states, that to establish an ethical business culture, it is 

fundamental to ensure the commitment and liability of the ethical practices 

of all stakeholders (Leigh 2013). To promote an ethical business culture, it is 

necessary to ethically treat all of the company's stakeholders governed by formal 

policies, rules and structures to fol low an ethical business approach and a system 

to monitor the compliance of such ethical policies. According to Jondle et al. (2014) 

It is also necessary to maintain a stakeholder balance by distributing focused 

attention to the stakeholders with fairness and equality instead of focusing attention 

on one stakeholder for too long, which can bring tension between the stakeholders. 

Finally, to maintain a sustainable ethical business culture there is the importance 

of a business's process integrity and long-term perspective in defining its long-term 

purpose and mission. 

According to the research done by Muel Kaptein, the partner of ASSETS.KPMG 

(2020), which is a company providing audit, tax and advisory services, there are 

seven factors of ethical culture to be identified to encourage ethical behavior: 

1. Clarity - This means that the employees need to be informed on the core 

values and acceptable and unacceptable behavior, as well as 

on the consequences of non-compliance. 

2. Openness - To stimulate acceptable behavior and agreement when dealing 

with tough questions, openness is crucial in promoting shared responsibility. 

In addit ion, it is essential for supervisors to listen and respond to any reports 

or suggestions of misbehavior. 

3. Transparency - To promote open behavior and transparency, each individual 

within the company should be able to understand the impact of their actions 
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and the impact of the actions of others. To foster transparency the company's 

policies and conduct should be openly communicated. Not only does it 

promote the practice of transparency and better relationships 

with stakeholders, but transparency also encourages the leaders and 

employees to act according to the core values and principles of the company. 

4. Role-modelling - To ensure mutual respect within all company levels, the top 

leaders and employees must act ethically to represent the correct behavior. 

5. Achievability - The targets of a company must be set realistically, as unrealistic 

goals and objectives tend to lead to demotivat ion, resistance, breaking 

the rules, cutt ing corners, and leaning towards unethical ways to achieve 

these unrealistic goals. 

6. Commitment - It is crucial that the leadership show a commitment to ethical 

culture in order to set an example for the manager's and employees' 

commitments and also that the leadership ensures the feeling of trust and 

involvement among managers and employees. 

7. Enforcement - Finally, it is essential to set a clear enforcement f ramework 

that aligns with ethical core values and is either rewarding on one side or 

punishing on the other side (Assets.kpmg 2020). 

According to Anne Van Heerden, the KPMG partner in Switzerland, if a company does 

not have a strong ethical business culture, they face issues during times of crisis 

to respond, both internally and externally, quickly, and appropriately (Assets.kpmg 

2020). In conclusion, business culture is a crucial intangible asset that determines 

a company's operations, long-term sustainability, and success, while ethical business 

culture can help to comply with ethics and regulatory obligations, establish a wel l -

perceived reputation, or attract skilled employees and other stakeholders 

(GoodCorporation 2018). 
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2 Ethical Management 

According to Trevino and Nelson (2021), leaders and managers influence 

the business culture and create, sustain, or change it through their actions, behavior, 

and communication. They have the power to support policies and programs 

with needed resources and a proper environment to shape all aspects of the business 

culture, which also means an ethical business culture. Leadership power shapes 

ethical management and the way of doing things in the business. 

"Ethical management is the regulation and enforcement of ethical standards and 

behavior in organizations. Ethical management requires awareness, commitment, and 

action from all levels of the organization, especially the top management. "(Gutterman 

2023 p. 3). 

Ethical management practices in businesses provide benefits such as an increased 

sense of belonging, a positive atmosphere, improved relationships with stakeholders, 

employee loyalty, respect f rom society and communit ies, higher stability, and 

motivation, and, of course, better morale (Villirilli 2021). However, according 

to Gutterman (2023), promoting a well-set business culture, ethical leadership, 

codes, policies and programs, training, and auditing for successful ethical 

management is essential. It is necessary to establish a position or have some 

professionals within the company responsible for educating employees, creating, and 

implementing ethical policies and practices, and managing whist leblowing and 

violations. There is also a need for some professionals within the company to evaluate 

the behavior, morale, and integrity of leaders and the organization, and consequently 

be able to influence the decision-making of the company's leadership to achieve 

an ethical business operation. 

2.1 Ethical Management in International Businesses 

Gutterman (2023) argues that nowadays, with deepening globalization and globally 

dispersed activities, companies and their executives, managers, and employees 

interact with subsidiaries, co-workers, or companies from different countries 

with different outlooks on ethical behavior and management. 

38 



According to Onlinemba.wsu (2024), the rise of globalization, deregulation, and 

technological innovations reinforced the expansion of MNCs. These companies often 

expanded to regions and countries with different regulatory frameworks and tax 

mechanisms and with loose labor and environmental regulations, which made it 

possible for the MNCs to engage in unethical behavior. Expanding MNCs could face 

moral dilemmas and ethical challenges such as: 

• Human rights, as some MNCs may expand to countries with governments 

who violate human rights and consequently can be pushed to stop conducting 

business in those countries. 

• Child labor: in some countries, children need to work to survive, but MNC 

managers would never hire a child in their home country as this practice is 

illegal and immoral. 

• Cultural diversity, as some values and cultural customs are lost 

in the internationalization process of MNCs or the other way around, MNCs do 

not obey international law to respect the local customs and culture of host 

countries. 

• Corruption, as some countries allow bribery in foreign operations of MNCs. 

In response, in 1997, the German government implemented tax-deduct ible 

expenses for foreign bribes into German corporate law. 

• MNCs could use Environmental standards and regulations more effectively 

and avoid practices such as improper use or overuse of local natural resources 

or liquidation of toxic waste, ensuring low liquidation costs. 

2.2 Tools of Ethical Management 

According to Schwartz (2017) there are 3 pillars of developing and sustaining 

an ethical business culture (described in chapter 1.3.2): core ethical values, formal 

ethics program, and ethical leadership. These three pillars provide a framework 

for businesses and guidance for their managers and employees to help reduce 

potential unethical or illegal activities by improving ethical decision-making and 

preventing misconduct by reporting. This chapter will describe ethics programs 

necessary to establish and sustain an ethical business culture. There are several 

types of ethics programs, such as code of ethics, ethics training, whist leblowing, 
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ethics officer, or ethical audit. However, ethics programs are tools implemented 

to ensure compliance with ethical behavior (Schwartz 2017). 

2.2.1 Internat ional Ethical Standards 

Official standards and certif ications help businesses to show their commitment 

to ethics. This chapter describes some of the standards that can be used as a tool 

to enhance or positively influence employee ethics in international businesses. 

Global eth ics s tandards 

The Global Alliance and the International Management Association (IMA) created 

applicable ethics principles and statements for international businesses and 

nongovernmental organizations. It defines four primary standards: competence, 

confidentiality, integrity, and credibil ity, and guiding and professional principles, 

for instance, to obey laws and respect local customs, support public relations and 

interests, honor privacy, avoid confl icts of interest, or recognize freedom of speech. 

(Online.Maryville 2021) 

Internat ional Labour Organizat ion (ILO) Standards 

The ILO has 187 member states that agreed to standards, policies, and programs that 

aim to ensure the safety of workers and fair compensation. The organization's 

standards promote eight conventions and four governance conventions, for instance, 

the abolition of forced labor, right to collective bargaining, equal remunerations, 

or elimination of employment and occupation discrimination. The ILO standards 

enforcement is realized through the examination of reports submitted by member 

states on their implementation of the conventions. Moreover, an ILO's Decent Work 

Agenda aims to reduce poverty by creating jobs that pay a fair wage, are productive 

and meaningful, and secure in terms of the workplace. (Online.Maryville 2021) 

Ethical Trading Init iat ive (ETI) Base Code 

According to Ethicaltrade (2018), the ETI is an alliance of companies, NGOs, and trade 

unions that advocates for respect for worker's rights internationally, especially 
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the safety of workers and no exploitative work. More than 80 member companies, 

such as John Lewis, Primark, and Burberry, use the ETI base code. The code is based 

on the conventions of the ILO and provides an internationally acknowledged code 

of labor standards and practices. It promotes the implementation of 9 principles: 

1. Freely chosen employment 

2. Respected freedom of association and the right to collective bargaining 

3. Safe and hygienic working conditions 

4. No child labour 

5. Paid living wages 

6. No excessive working hours 

7. No discrimination is practiced 

8. Regular employment is provided 

9. No harsh or inhumane treatment. 

ISO 3 7 0 0 0 - Good Governance 

According to Nortz (2022), this ISO can enhance compliance and ethics. Experts 

developed ISO 37000 from organizations in over 70 countries and presented the f irst-

ever international standard for good governance. This standard aims to assist boards 

of directors and leaders of organizations of all sizes and kinds in governance based 

on good norms, practices, behaviors, strong culture, processes, and structures. 

Moreover, the requirements of the standard aim for the directors to promote good 

governance but also their environmental and social performance, as ISO 37000 

standard stands on 11 principles of governance: purpose, strategy, value generation, 

oversight, accountabil i ty, leadership, stakeholder engagement, data and decision, 

risk governance, sustainability, and social responsibility. 

ISO 2 6 0 0 0 - Guidance on Social Responsibi l i ty 

ISO 26000:2010 offers guidance to ensure ethical operations and sustainable 

development as it cannot be certif ied as other wel l -known ISO standards. This ISO 

helps organizations of all sizes, fields, and locations to clarify and guide social 

responsibility by implementing principles into effect ive actions. ISO 26000 provides 

its users with a communication protocol (with appropriate word formulations 
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to communicate about the ISO) and training materials involving presentation and 

training protocol guidance. (ISO 2021) 

I S 0 1 4 0 0 1 - Environmental Management System 

According to Qualios (2023) ISO 14001 is an internationally acknowledged standard 

for environmental management (EMS). This ISO provides a standardized framework 

for companies globally to implement environmental strategies to reduce the impacts 

of their actions on the environment and continuously improve this process. 

Implementing ISO 14001 presents some benefits, such as CSR compliance, as this ISO 

is a part of social, environmental, and ethically responsible practices. Another benefit 

is control and reduction of costs as the implementation leads to recycling waste, 

reduced use of raw materials, and impacts resource management efficiency. Finally, 

by implementing ISO 14001, companies show commitment to environmental actions, 

are more attractive to stakeholders, and enhance the company's good image 

internally and externally. 

2.2.2 Code of Ethics 

An ethics program's outset is establishing a formal policies document such as a code 

of ethics or code of conduct (Schwartz, 2017). The difference between codes 

of ethics is the uniqueness and guidance of the documents. While code of conduct 

guides actions, code of ethics sets guidelines that define ethical principles, values, 

behavior and decision-making. These codes help businesses of any size to self-

regulate, to establish positive public image and provide guidance to employees. 

(Nieweler 2023) 

By integrating both codes, businesses can ensure controlled guidance of actions and 

intentions and create an effect ive compliance culture (ComplyLog 2024). 

Code of conduct explicitly states rules and policies and involves matters such 

as dressing professionally, use of technology or attendance. Whereas code of ethics 

sets a tone for institutional statements (mission, vision, values, standards, moral 

principles, and code of conduct) and ensures ethical decision making and behavior 

by guiding employee's values such as kindness, integrity, and equity. 
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Additionally, code of ethics provides guidelines to navigate decision-making if ethical 

dilemmas occur. (Birt 2023) 

The impor tance of code of e th ics 

The importance and purpose of the code of ethics lies in defining the organization's 

principles, standards, and expectations for ethical and moral behavior and decision­

making of all stakeholders (ComplyLog 2024). According to Schwartz (2017), 

a code of ethics protects employees from unethical behavior f rom suppliers, 

customers or managers, and co-workers. Secondly, the code encourages employees 

to inform others of acting inappropriately or unethically, which can reduce unethical 

practices and promote a wel l-perceived business culture. Moreover, the code is 

also concerned with informing relevant authorities and reporting ethics violations. 

Finally, it leads employees to discuss observed misconduct and business policies 

to ensure appropriate behavior. In addit ion, according to Trevino and Nelson (2021), 

when the code as a guiding principles document that provides communication 

compliance standards is well communicated to employees, they are more likely 

to avoid unethical practices, more likely to look for advice about ethical issues and 

more likely to report them. 

According to ComplyLog (2024) there are several benefits that the code of ethics 

promotes: 

• Encourages best standards and practices for external and internal behavior. 

• Increases compliance to other regulations and directives as those can be 

involved in the conduct as act upon areas. 

• Proves social consciousness and compliance with CSR. 

• Increases the attractiveness of the business towards stakeholders, especially 

investors and customers. 

• Attracts potentially talented and outstanding employees. Moreover, a code 

of ethics can positively affect diversity and inclusion by promoting 

insignificance towards age, gender, race, or sexual orientation. 

• It helps to manage confl ict of interest as the code can encourage 

the declaration or reporting of confl icts of interest. 

• Provides employee guidance. 
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• It helps businesses of any size to self-regulate, to establish a good reputation 

and positive public image (Nieweler, 2023). 

Process of develop ing, implement ing and susta in ing code of e th ics 

Before establishing and implementing the code of ethics in business, it is essential 

to identify the goals and priorities of the company, define company values, and 

consider future preciseness, involvement, consistency, and clear communication 

of the code of ethics (Birt 2023). 

According to Schwartz (2017), to develop an ethics program, it is necessary 

to identify the content and each element of the program. The code content may vary, 

but these are the topics to involve: confidential information, confl icts of interest, equal 

employment and discrimination, harassment, intellectual property, contract ing, 

purchasing procedures, financial reporting accuracy, use of organizational assets, 

internet usage, gifts and entertainment, OSH, workplace relationships, monitoring 

employee activity, employee online activity and correspondence, employee expense 

reporting or employee substance abuse. Moreover, the code should state expected 

behavior and sanctions for unethical behavior and noncompliance. The nature 

of the code should be easily understandable in terms of language and syntax. 

It should not be legalistic and negative and should provide examples for better 

understanding in practice. 

Schwartz (2017) further mentions that it is essential for a successful development 

and further implementation to involve stakeholders, especially employees and 

leadership, as their engagement in the creation process amplifies the relevance and 

realism of the code as well as a sense of ownership of the code. For the code of ethics 

to be well implemented and effective, ethical training and enforcement should be 

in place. Ethical training is further described in chapter 2.2.5. 

In terms of enforceabil ity of the code of ethics it is not easy to measure compliance, 

as the code does not state concrete rules and policies, but values and moral 

principles, which are challenging to measure and so identify violations of the conduct 

and enforce compliance (Birt 2023). According to Schwartz (2017), it is possible 

to enforce and ensure the effectiveness of the code of ethics through websites, 
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department meetings, notices, e-mails, newsletters, or leaders' speeches. 

For the enforcement to be effective and the code to have maximal impact 

on employees, it must be a constant process so that the employees perceive 

the importance and sincerity of the code of ethics. 

According to ComplyLog (2024) to sustain the benefits of the code of ethics it is 

essential to promote the code by: 

• An explanation of the employee's obligations to ensure compliance 

with the code should be clearly and understandably presented, and all 

relevant questions should be addressed and explained. 

• The code of ethics should be accessible to all employees. The conduct can be 

shared digitally or as an overview at visible places and presented in regular 

training sessions or other meetings. 

• Procedure for reporting inappropriate, unethical, or illegal behavior should be 

created, and all stakeholders should be informed. 

• Procedures for investigating any noncompliance with the code should be 

created, and policies for managing whist leblowers and their reports. There 

must be defined sanctions for noncompliance or violation of the code of ethics. 

Trevino and Nelson (2021) states that code of ethics needs to reflect the company's 

culture and values to be functional. Moreover, it is essential to revise the code 

regularly as the condit ions in the business environment may change, especially when 

it comes to technologies, internet privacy, and data security. 

Global code of e th ics 

According to Michaels (2020), the process of developing, implementing, and 

sustaining a code of ethics in MNCs is more complex and faces challenges such 

as globally dispersed activities, different cultures, or diverse workforce and 

stakeholder base. Innovative, creative, and complex viewpoints are essential 

for the successful implementation of a global code of ethics, which needs to be 

universal for all employees. On the other hand, an ethical code does not have to be 

created separately for domestic and foreign divisions; it can be enforced 
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internationally by adopting a single set of codes of ethics promoting the same values, 

standards, and practices (Online.Maryville 2021). 

Apotex (2024), Canadian-Based Global Health Company, proposes ensuring integrity 

and compliance with applicable laws and standards through global business ethics 

and compliance program. The MNCs can commission an officer, guided by a global 

ethics and compliance committee, to ensure compliance with the global 

code of ethics and conduct. Regional officers and committees can further support 

this system. 

2.2.3 Ethics Off icer 

According to Trevino and Nelson (2021) companies create the position of ethics 

officer or otherwise called as ethics program coordinator, vice president or director 

of ethics, compliance or business practices. Most large companies incorporate 

this funct ion at the top management level to be able to report to senior executives, 

the CEO, the board of directors, or the audit committee. 

"These individuals are expected to pro vide leadership and strategies for ensuring that 

the firm's standards of business conduct are communicated and upheld throughout 

the organization."(Trevino and Nelson 2021 p. 168) 

Ethics officer is a professional who determines and evaluates the effectiveness and 

adherence to the company's and code of ethics. Ethics officer ensures compliance 

with ethics standards and law regulations by implementing ethical practices 

in business operations and developing ethical policies and codes of ethics and 

conduct. The professional works closely with the company's management, deals 

with reports of unethical or illegal activities from whist leblowers, and conducts 

needed investigation. Further, this person conducts audits or assists third-party audit 

providers to gain more information to provide the company with advice and feedback 

on business processes and their improvement, emphasizing ethics. (Indeed 2023) 
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2.2.4 Whis t leb lowing as a too l for Ethical Management 

"In business ethics, it means the reporting of an organizations unethical practices 

by a current or former employee, either within the organization ('internal whistle-

blowing') or publicly ('external whistle-blowing'). "(Mele 2019 p. 74) 

According to Mele (2019) there are the fol lowing principles of whist leblowing: 

• Whistleblowing should be concerned with reporting moral, ethical, or illegal 

issues. 

• Whistleblowers must believe that reporting an ethical or illegal activity will be 

effective. 

• Employees should be trained by the company's appropriate, entrusted person 

on whist leblowing channels. 

• Employees should have relevant facts on the matter before whist leblowing. 

• Whistleblowing should not be used as revenge to damage a person 

or company. 

• Whistleblowing within all ordinary channels should be provided 

by the organization. If they are shown to be inappropriate or ineffective, it is 

essential to turn to a third-party provider. 

Whis t leb lowing issues 

Firstly, according to Stubben and Welch (2018), more whist leblowing activities within 

a company pose a sign of health. Companies whose employees actively use 

the reporting system are less likely to face unresolved issues or law violations. Low 

reporting rates can indicate a poorly set internal reporting system, with employees 

fearing the confidentiality, retaliation, or seriousness of dealing with the reported 

activity or issue. 

Another issue in whist leblowing is the opportunity to report anonymously or 

confidentially. Reporting anonymously may be, for some employees, the only way 

to feel convinced and confident to report. As for confidentiality, these employees are 

willing to report because their names will not be revealed without their consent. 

(Ncvo.org no date) 
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A commonly discussed issue is the retaliation employees face when reporting 

unethical or illegal activities. According to The National Whistleblower Center (2021), 

to deal with retaliation, it is essential to prevent it by raising awareness about how 

to recognize and understand what it looks like and to avoid and stop it. Retaliation 

does not come in the same form; for instance, it can come in the form of harassment, 

termination of the contract, forced relocation, the pay of deductions, denying 

benefits, or blacklisting. It is crucial to provide an anonymous form of reporting. 

According to a study from Bradley University, 69 % of whist leblowers lost their jobs 

or were forced to retire, and 64 % were backlisted and prevented from gett ing a job 

in the field. 

Lastly, Ncvo.org (no date) mentions the possibility of whist leblowers having a political 

motive or personal interest in whist leblowing untrue. However, this fact cannot affect 

the willingness to investigate the report, take the concern seriously, and handle it 

with confidentiality or legal guidance. 

Whis t leb lowers pro tec t ion 

To protect whist leblowers, there is a European Commission initiative for breaches 

of Union law called the Directive (EU) 2019/1937. This directive was put into force 

on 16 December 2019, and Member States of the EU had to incorporate the directive 

into their national laws by 17 December 2021. The directive provides a comprehensive 

legal f ramework for whist leblowers' protect ion. It guards the public interests 

in the EU, promotes easily accessible reporting channels and confidentiality, and 

prohibits retaliation by established measures. (Commission.europa no date) 

In addit ion, according to Smartwhistle (no date), based on the Directive 2019/1937 

in the Czech Republic, is f rom 1 August 2023, effective an act No. 171/2023 coll on the 

protection of whist leblowers. All companies and public organizations in the Czech 

Republic with more than 50 employees must, f rom 15 December 2023, incorporate 

an internal reporting system for submissions of illegal or unethical activity reports and 

designate an appropriate person to approach the reports and propose corrective 

measures. There are multiple organizations available to help deal with companies that 

comply with this act, as in case of violation of this act, organizations face fines 

of up to 1,000,000 CZK (Ochrana-oznamovatelu 2023). 
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Report ing channels for wh is t leb lowing 

ComplyLog (2024) states that creating policies for managing whist leblowers and their 

reports is essential. There should be an independent person or department to deal 

with whist leblowing who is able to react to the reports and provide a result 

of the investigation within a set period. 

Companies can handle whist leblowing by incorporating a whist leblowing tool 

to comply with ethical standards and promote their commitment to transparency and 

accountabil ity (FaceUp 2024). 

There are multiple options for whist leblowing channels and tools, 

such as ombudsperson, letterbox, ethical hotline, or online solutions. 

The ombudsperson 

Ombudsperson is an externally entrusted person, usually a lawyer facil i tated by email 

or phone, to receive and directly deal with the reports f rom whist leblowers. 

This channel provides a confidential and competent way of whist leblowing, but the 

limiting factor can be the lawyer's t ime. (Mengelkamp 2023) 

The le t terbox 

According to Mengelkamp (2023), a letterbox serves to submit whist leblower reports 

anonymously and confidentially. To deal with the reported issue, there is a problem 

of no possibility to contact the whistleblower. This channel does not comply 

with the Directive (EU) 2019/1937 as it prevents confirmation of receipt and 

the carrying out of information on results or measures. 

Ethical Hot l ines 

The way how to face whist leblowing is presented by ethical hotlines. An ethical 

hotline is an anonymous whist leblowing tool employees use when they do not want 

to report unethical or illegal activities to human resources, leadership, or ethical 

officers, or they may perceive standard reporting as ineffective or improper. Ethical 
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hotlines are beneficial in f inding and addressing underlying issues, providing 

employees with feedback, and making them feel heard. (AllVoices 2021) 

Ethical Advocate (2013) states that a third-party provider should administer an ethical 

hotline. There are several reasons, such as unbiased response, as all reports are 

executed with seriousness and propriety. Further, it is cost-ef fect ive as setting up 

a hotline and maintaining the infrastructure and staff can be expensive and t ime-

consuming. In addit ion, hotlines provide anonymity and accessibility from home 

to anyone who must report unethical activities or get advice on ethics. When 

choosing an ethics hotline third-party provider, it is essential to consider aspects 

such as data security and confidentiality, multilingual reporting, and everyday 

services. Finally, according to a study by Grenny and Cullimore (2022), 

37% of employees feel reluctant to turn to the HR department as they feel like HR is 

more likely to advocate for the company than its employees. This is one of the 

reasons why a third-party provider can represent a t rustworthy and effective way to 

conduct whist leblowing. AllVoices (2021) states that the third-party provider sends 

more complex anonymous submitted reports to an appropriate department 

of manager, which can consequently investigate the report or pursue the matter with 

additional questions. 

According to Ethical Advocate (2021), to make employees feel trustful and 

comfortable with whist leblowing through ethical hotlines, they must be provided 

with hotline training. Employees should be aware of how to access the hotline, how 

to submit reports, and what to expect. The process of gett ing feedback, the process 

of investigation, and the conditions, such as anonymous reporting, t ime 

of processing, or retaliation, should be delivered. Hotline training should involve real-

life examples, and a code of ethics should be covered regarding what ethical issues 

may occur and what the procedure is when reporting or being reported. 

Online repor t ing channels 

Nowadays, to whist leblow, there are used real-t ime chats with all-day everyday 

availability where whist leblowers can ask questions or can be asked in terms 

of investigation (Mengelkamp 2023). Companies also use programs and software 

to handle whist leblowing. For instance, there is an available software called FaceUp 
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Whistleblowing, which is compliant with EU Whistleblowing Directive and certif ied 

by ISO 270001 (data security management standard). This software introduces 

an anonymous channel for employees to report unethical or illegal activities within 

their company. An advantage of anonymous reporting of ethical issues is 

the empowerment in reporting employees to speak up and the decreased fear 

of retaliation. In terms of this software, whist leblowing itself is dealt with by entrusted 

company professionals, who should be unbiased. (FaceUp 2024) 

2.2.5 Ethical Training 

According to Meltzer (2023), the purpose of ethics training is first to protect 

the business's bot tom line by preventing law violations, ensuring all employee's 

rights, and ensuring they are heard. Secondly, it is essential to improve the work 

environment to be an ethical environment that has the power to innovate, motivate, 

and increase productivity. Ethical employees tend to collaborate better as ethical 

training helps promote employee trust. Moreover, this training helps improve 

the employee's moral competence (Schwartz 2017). According to Trevino and Nelson 

(2021), business leadership should provide training to increase employees' ethical 

awareness and discuss the ethical issues they may face and why they are perceived 

as ethically problematic. The leadership should encourage employees to think, 

interact, and discuss ethical decision-making. Appropriate ethical training should be 

provided to employees, managers, and leadership. 

Trevino and Nelson (2021) state that ethical training should be incorporated during 

onboarding through formal orientation programs for new employees and 

then reinforced through regular mandatory training. Communicating the company's 

values, principles, mission, and history to new employees is essential to give them 

a perception of the ethical business culture. If the company has a code of ethics, 

training on the code of ethics should be communicated to new employees regularly 

during the onboarding process. The amount of communicated information during 

the onboarding process can be overwhelming for new employees; that is why regular 

training on ethics is necessary. The training as a part of a formal orientation program 

can provide only the most essential information on ethical practices. However, regular 

training should provide a detailed overview and offer more specific guidance. Regular 
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training can be done through online ethics training or face- to- face training, such 

as seminars, discussion groups, or workshops, including methods such as role-play, 

examples, and case studies of real situations (Melé 2019). 

Ethical training is implemented differently in different companies, but ethics training 

should involve some programs presenting ethical practices to improve the work 

environment (Meltzer 2023). Weiss (2014) states that ethical training should not 

provide single-perspective rules or the best solutions to specific ethical issues. 

Instead, ethical training should provide the employees with ethical thinking, ideas, 

and vocabulary for their ethical behavior and decision-making. Moreover, ethical 

training should enhance moral notif ication, courage, and sensitivity to ethical and 

moral issues. Furthermore, implementing a code of ethics and audits can improve 

ethical business culture. 

According to Schwartz (2017), for ethics training to be successful, it should be 

provided by someone other than external ethics agencies or outside consultants but 

by the company's managers or ethics off icers, as they probably better understand 

the business culture and working environment. However, the person providing 

training should possess a certain level of legitimacy in ethics themselves. On the other 

hand, a code of ethics training should be provided by a qualified person; in this case, 

an external agency is appropriate. 

The topics of ethical training vary from company to company. However, according 

to Escuadro (2023), the most incorporated topics include workplace harassment, 

sexual harassment, anti-discrimination, diversity and inclusion, equal employment 

opportunit ies, anti-corruption, modern slavery, climate change, and environmental 

responsibility. According to Navex Global's study, they mainly provided ethical 

training topics were offered in workplace harassment by 56 % of companies 

worldwide and by 42 % of companies in discrimination. 

Nowadays, there are multiple available training programs from specialized 

companies. For instance, ECI has an ethics training and certif ication program. 

This ethics training helps understand principles to evaluate ethical workforce and 

compliance and educates on effectively creating an ethical guidance program. 

As a part of this program the person prepares for a LPEC certif ication by passing the 
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Leadership Professional in Ethics Compliance examination. In addit ion, there is 

an Ethics Training Program - Supervisor Edition from the Compliance Training Group, 

which provides an understanding of being an ethically responsible manager or 

supervisor able to make ethical choices and recognize unethical practices. (Small 

2023) 

In conclusion, according to Mele (2019), ethical training helps reduce unethical 

behavior by increasing awareness of ethical issues, higher willingness to report 

ethical violations, better decision-making, and increased employee engagement and 

commitment. In terms of the code of ethics, employees need to be highly aware 

of the code's existence and content to be effective. Moreover, commitment to ethics 

must be ensured by proper ethical training, ethical behavior, and decision-making. 

2.2.6 Ethical Audi t 

According to Trevino and Nelson (2021), to evaluate the state of ethical culture and 

to promote ethical behavior and practices within the company, it is essential 

to conduct comprehensive and regular ethical audits. Ethics audit determines 

the company's estate of ethics standards, policies, procedures, and code of ethics 

and ensures all set aspects are adhered to to build a strong ethical culture. If the audit 

identifies any shortcomings and any aspects of the culture that do not align with 

the set ethical culture standards, then it is necessary to revise and appropriately 

change the ethical culture and all related aspects. 

The benefit of conduct ing an ethical audit is the opportunity to enhance 

the company's reputation and brand image, monitor risks, comply with legislation, and 

inform employees about the code of ethics and ethics itself, as some employees may 

not have access to the code of ethics since onboarding. Ethics audits also help 

identify new ethical concerns within the company's operations that need to be 

updated within the code of ethics. Ethics audit regular revisions also show 

the company's success, as they make it possible to compare the results. Ethical 

audits can serve not only as a control system but also as a reward system as success 

reviewed by audits can be celebrated, which enhances a positive work environment 

and rewards managers and teams. (Indeed n.d.) 
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An ethics committee and its ethics auditor usually conduct an ethics audit. However, 

some companies prefer professional and renowned audits such as the SEDEX SMETA 

audit. SEDEX is analytics reporting platform that facil itates sustainability practices 

in data storage, analysis, sharing, and report ing. SMETA is the world's most widely 

used ethical audit by third-party auditors f rom approved auditor companies. SMETA 

audit evaluates the company's labor standards, health and safety, environmental 

performance, and ethics. This audit also aims to protect employees 

from discrimination, unsafe conditions, overwork, low pay, and forced labor. In case 

of any identified wrongdoings or shortcomings, SMETA-approved auditor companies 

provide a corrective action plan for the audited company. SMETA is provided 

internationally in English, Spanish, and Mandarin, corrective action plans are provided 

in other demanded languages. However, they should be dual, so they still include 

English. (Sedex 2024) 

2.3 Managerial Ethics 

Managerial ethics can be described as employee moral guidance and supervisory. 

It is a set of moral principles, values, and beliefs of managers and leaders that affect 

the behavior of employees. (Mtdtraining 2022) 

Gutterman (2023) states that it is essential to promote a good tone at the top 

to promote ethical business culture, as leaders and top managers greatly influence 

business ethics. Leaders and managers set an example of ethical behavior 

for the employees, so they must behave ethically and enhance their moral 

development. However, leaders and managers should be able to encourage moral 

development and support and guide employee's ethical behavior. 

According to Gutterman (2023), even though leaders and managers are influenced 

by the laws and regulations and the company's values, standards, and principles, their 

individual and ethical beliefs and values are based on their personality and behavior 

and are shaped by their families, social groups, and culture. So, the ethical manager's 

decision-making is heavily influenced by their personal characteristics 

such as strength of empathy, ego, confidence, independence, or personal moral 

development. Nasdaq (2019) states that there should be a certainty that leaders and 
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managers have the skills and ability to build and secure an ethical business culture. 

Managers must distinguish personal ethics from ethical management, as being 

an ethical person does not mean the manager will be naturally ethical in his 

managerial practices. Ethical managers need to understand their personal integrity 

and how employees' perceptions and behavior are influenced by team flow, 

motivation, and external and internal pressures. Good ethical manager should 

promote ethical management practices by speaking effectively about the business 

values and ethical statements. Moreover, managers should be prepared to recognize 

and respond to ethical compliance and whist leblowing violations. 

Execut ive Ethical Leadership 
Is about Reputat ion, Which Rests 

on These Two Pil lars 

Moral Person 

Tells followers 
how leader 
behaves 

Moral Manager 
Tells followers 
how they should 
behave and holds 
them accountable 

Traits 
• Honesty 
• Integrity 
• Trust 

Behaviors 

• Openness 

• Concern for 
people 

• Personal 
morality 

Decision making 
• Values-based 
• Fair 

Role Model ing 
Takes visible 
ethical action 

Rewards/Discip l ine 

Holds people 
accountable for 
ethical conduct 

Communica t ing 
Sends an "ethics 
and values" 
message 

Figure 5: Executive Ethical Leadership 
Source: (Trevino and Nelson 2021) 

According to Trevino and Nelson (2021), ethical leadership and managers must care 

for their personal lives and moral reputation. They often can be seen as public figures 

by the employees and shareholders and strongly influence the perception 

of the company's ethical culture. As Figure 5 shows, there are two pillars of being 

perceived as an ethical leader or manager; it is essential to be perceived as a moral 

person (left side of the figure) and act as a moral manager (right side of the figure). 
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To be perceived as a moral person, promoting individual traits such as honesty, 

trustworthiness, and integrity is essential. Secondly, leaders and managers should be 

open and listen, act with personal morality, live a personally moral life, act 

with concern for people, and treat employees with respect, care, and dignity. Finally, 

to be perceived as a moral person among employees, it is essential to make decisions 

based on values, fairness, concern for employees and society, and ethical standards. 

Leaders and top managers are often seen from a distance as many employees do not 

get to interact with top leaders and managers, and so promoting traits, moral 

behavior, and fair and value-based decision-making are the visible factors 

of behavior that make employees perceive the leadership and company's culture 

as ethical. The second pillar, the moral manager perception, shows how moral and 

ethical managers can get ethical attention, promote ethical compliance among 

employees, and shape a company's ethical culture by prioritizing ethics. Moral leaders 

and managers need to act as role models and visibly initiate ethical action 

by communicating ethics to employees openly and regularly and holding employees 

accountable for ethics by using an appropriate control and reward system. 

Moral Person 

Weak S t rong 

Hypocritical 
leader 

Ethical 
leader 

Unethical 
leader 

Ethically sile i t leader ??? 

Figure 6: Ethical Leadership Reputation Matrix 

Source: (Trevino and Nelson 2021) 

The two-pi l lar scheme of ethical leadership reputation from Trevino and Nelson 

(2021) was applied to an ethical leadership reputation matrix, which states four types 

of managers emphasizing the strengths or weaknesses of a moral person and moral 

management. 
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Unethical leader 

This leader can negatively influence the ethical business culture by being a weak 

moral manager and a weak moral person. Employees can be influenced or even forced 

by such a leader to behave unethically and be involved in unethical or illegal activities 

to meet the leader's objectives. (Trevino and Nelson 2021) 

Hypocr i t ica l leader 

Hypocritical leaders present themselves with morality, ethical values, and integrity 

but behave unethically. This leader is strong in moral management by communicating 

ethical principles and values to employees, even ensuring ethical behavior 

by incorporating tools such as a code of conduct, ethical training, or audit. However, 

the hypocrit ical leader needs to be stronger in being moral and lacking ethical traits, 

behavior, or decision-making practices. (Trevino and Nelson 2021) 

Ethical ly si lent leader 

Thirdly, according to Trevino and Nelson (2021), the ethically silent leader type 

represents leaders perceived to be morally solid and may also be highly ethical. 

However, they are weak in moral management as they do not provide ethical 

leadership. In this case, employees lack ethical guidance from the top and perceive 

the leader as ethically silent, as if no ethical communication is being communicated. 

Finnih (2020) states that ethically silent leaders are the most dangerous as they may 

pose high moral standards and ethical values. However, they do not carry over these 

values to their leadership and so do not set any but silent, ethical tone from the top 

and reputation for ethical leadership. 

Ethical leader 

Finally, there is an ethical leader who is strong in being a moral person and in moral 

management. This leader acts with consistent ethical behavior, honesty, justice, 

respect, integrity, responsibility, and transparency; these values accompany moral 

management as an ethical leader encourages and promotes these values 

in the employees by incorporating ethical management tools. Ethical leaders and 

managers do not tolerate violations of ethical codes and ethical principles and 
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policies. These leaders raise concerns or admit responsibility for their or 

their employee's mistakes so a recovery plan can be implemented, and the issue is 

solved. (Villirilli 2021) 

2.3.1 Importance of being an Ethical Manager 

Leaders and managers have the power to directly affect and be responsible 

for the company's success as they can shape the business culture and ethical 

operations. "Setting a good example, especially (but not only) in top management, is 

probably the most important factor in creating an ethical culture." (Mele 2019 p. 228) 

According to Villirilli (2021), the importance of being an ethical manager or leader lies 

in the benefits it brings to the company, the employees, and the manager. 

1. Ethical leadership enhances morale. When the values are adhered 

to, an ethical leadership culture creates a positive work environment and, 

consequently, an overall better mood among employees than the stress and 

unexpected, which is more straightforward to overcome with a stable business 

culture. 

2. An increased sense of belonging is the benefit of implementing ethical 

principles and aligning company values with the individual values of employees 

and managers. This creates a positive atmosphere and workplace dynamic 

and increases wel l-being, which consequently helps promote ethical behavior. 

3. Ethical managers can improve relationships with stakeholders as they perceive 

ethical leadership, ethical business values, and stable and transparent 

business dealings and activities. This can attract new employees and investors 

and encourage customers and suppliers to continue doing business 

with the company. 

4. Ethical leadership can promote loyalty among employees if they are treated 

fairly and with a culture of trust and respect. Loyal employees can have less 

urge to look for another job or move between the company's teams. Employee 

loyalty positively influences lower turnover, higher productivity, and 

effectiveness. 
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5. Ethical leaders who communicate the company's ethics, values, and mission 

and the part of each employee in this mission can expect higher motivation 

as the employees are aware that acting ethically is for their own and 

the company's benefit. 

6. When ethical leaders develop and maintain an ethical leadership culture and 

adhere to ethical values, they can expect to overcome times of crisis  

with stability and support. In addit ion, companies with successful ethical 

leadership can develop higher stability in the market as they have a lower risk 

of unexpected crises due to internal factors such as high turnover, lack 

of qualified workforce, or poor productivity. 

7. Respect f rom society and local communities is also one of the benefits 

of managers and leaders promoting ethics in businesses as they set not only 

a good tone from the top for employees but also the public and communities 

as they perceive the good ethical image of the company. According to Jamnik 

(2017), managers and leaders need to be ethical as they are expected to do 

so by society and as managerial ethics may be adhered to as part of CSR. 

In conclusion, ethical leadership is expected from society and stakeholders 

as it is perceived to be the right thing to do. 

2.3.2 Ethical Manager 's Values and Principles 

According to Villirilli (2021), honesty, justice, responsibility, respect, transparency, 

and integrity define an ethical manager or leader. 

• Honesty promotes trust and fairness in relations with all stakeholders. 

• Ethical managers and leaders promote justice by treating all stakeholders 

equally, offering everyone the same opportunit ies without favorit ism, and 

preventing unethical behavior and harmful practices. 

• Responsibility is ensured by being responsible for its employees, embracing 

duties, and being present and responsive as a top leader or manager. 

• Ethical managers and leaders treat everyone with respect and so they prevent 

discrimination and promote inclusion and diversity (Villirilli 2021). According 

to Mtdtraining (2022), mutual respect must be ensured for each employee and 
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the manager or leader. Each manager or leader should ensure that employees 

treat each other respectfully regardless of opinions or cultural differences. 

• Employees need to understand why certain decisions have been made and 

that unpredicted decisions are not based on personal beliefs or opinions. 

Villirilli (2021) argues that a transparent and ethical manager or leader 

enhances open communication with all stakeholders, accepts feedback, and 

effectively disseminates needed information to co-workers. 

• Finally, ethical managers or leaders act with integrity as their values, actions, 

promises, and words are consistent and aligned. 

2.3.3 Ethical Issues of Managers 

Managers can face all kinds of ethical issues concerning employees, such 

as harassment, discrimination among employees, or other ethical issues described in 

Chapter 1.2. However, the ethical responsibilities of managers differ from 

the responsibilities of other employees "since managers are responsible for the entire 

range of human resource activities such as hiring, firing, disciplining, evaluating 

performance, and developing employees, as well as communicating ethical standards 

to employees and understanding how to dela with any ethical concerns that 

employees raise". (Trevino and Nelson 2021 p. 224) 

Hiring and work assignments can become an ethical issue as prejudice and 

discrimination occur (Trevino and Nelson 2021). It can be perceived as an ethical 

issue that managers face as it requires equal opportunity and diversity treatment and, 

therefore, adheres to business culture objectives. The hiring practices 

of the company and manager are monitored to ensure no discrimination or favorit ism 

occurs. (Johnston 2016) 

Performance evaluation and compensation recommendation can represent one 

of the ethical issues for managers as they evaluate and compensate employees 

differently for the same skills based on the salary range. This also applies to newly 

hired employees who may have dealt with a higher salary than current employees. 

When the employees discover these differences, it can become an ethical issue and 

raise questions about gender, race, religion, or age. (Johnston 2016) 
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Managers can also face the issue of low employee engagement as they need 

to reward and recognize employees equally for their work efforts. Recognizing and 

rewarding employees can also lead to higher performance and a better workplace 

atmosphere. (Trevifio and Nelson 2021) 

Finally, discipline itself can pose an ethical issue as many managers need to pay more 

attention to set discipline standards, so ethical behavior expectations are neglected. 

This can negatively influence business culture and employee productivity. (Trevifio 

and Nelson 2021) 

Employee terminations can be an ethical issue for managers and companies as they 

affect the lives of terminated and current employees. The reasons for termination can 

be questionable and unethical, for instance, termination for discrimination, retaliation, 

violation of employee contracts, or inconsistent application of policies. (Fermin 2023) 

Managing a diverse workforce, especially in the international environment of MNCs, 

can be challenging for managers. Managers need to deal with a diverse workforce, 

embrace workplace tolerance and acceptance, and positively influence employee 

relationships. (Trevifio and Nelson 2021). 

2.3.4 Manager 's Procedure 

Even if the ethical business culture and code of ethics seem to be well set and 

employees are trained and regularly informed, led by an ethical leader or manager, 

encouraged to communicate openly, offered support and guidance, aware 

of the consequence of ethics violation and their ethical behavior is assessed, 

managers should still be prepared to handle violation of ethics to promote good 

ethical business culture perception (Fortune Group 2023). Firstly, when gett ing an 

ethics violation complaint against another employee or the manager, managers 

should express gratitude for bringing the concern to the attention. This shows that 

the ethics violation reporting system works. Cooperating with the HR department is 

beneficial when gett ing an ethics violation report directly f rom the employee or HR 

department. It depends on the reporting channel. However, the HR department must 

provide solutions and recommendations to the reporting employee (Stark 2020) 
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Papadopoulou (2023) states four steps of procedures when gett ing a violation 

of ethics report: 

1. Talking with the employee - An honest conversation between the manager and 

the employee is essential to understand what happened. The goal of the initial 

conversation is to make employees aware of the violation and get enough 

information as this step determines the way to other steps. 

2. Providing the employee with a wri t ten warning - after a serious conversation 

with the employee, the employee should get a notice of concern explaining 

the commit ted breach of ethical actions, fol lowing procedure, and possible 

consequences. 

3. Investigating the incident - to identify the disciplinary action, especially when 

serious ethics violations are made, the investigation may be necessary 

for the improvement of the employee's behavior. Regarding the investigation, 

the matter can be handled by the manager in cooperation with other 

departments or persons involved or can be entrusted to a third-party 

organization, the company's ethical commission, and the ethical officer. 

4. Taking disciplinary action - this step is implemented after the investigation. 

There are multiple types of disciplinary actions, such as progressive discipline 

(the disciplinary action or consequences are harshened if the employee's 

behavior is not improved), performance improvement plan, reassignment, 

temporary suspension, or termination in case of serious ethics or law violation. 

Finally, according to Papadopoulou (2023), it is essential to prevent ethical violations 

by increasing compliance with the company's ethics. To do so, a code of ethics or any 

ethical documents and policies should be regularly updated and communicated 

to employees. Ethical documents should be easily accessible and referred 

to regularly. To promote good ethical behavior, establishing a rewards program 

for ethical compliance is recommended to encourage employees to adhere to basic 

common standards and the company's ethics. 
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3 Aim and Methodology of the Research 

This chapter provides the aim of the thesis and describes the methodology 

of the research conducted in Drylock Technologies group. 

3.1.1 A im of the Research 

This thesis aims to evaluate the perception of ethical culture, the state of employee 

ethics, and the degree of compliance with the code of ethics in the selected company 

and, in case of identif ied shortcomings, propose measures that would improve 

the application of ethical management in the company. The main research question 

"What is the current state of employee ethics, and how do employees perceive 

the ethical culture within the selected company?''was explored. 

Further, there were researched the additional questions: 

- What are the requirements of HQ on the ethical management of the subsidiaries 

in the group? 

- What are the company's existing ethics policies and programs, and how are they 

communicated to employees? 

How is the company's code of ethics set and complied with? 

How do employees feel about whist leblowing as it can pose an ethics 

management tool and an issue? 

- What measures and practices can be proposed to enhance the application 

of ethical management within the selected company, considering the identified 

shortcomings? 

3.1.2 Quant i ta t ive Research 

To conduct quantitative research, a survey was conducted in the selected company 

using two questionnaires. These employee ethics questionnaires focused mainly 

on quantitative questions. However, some parts of the questions could be perceived 

as qualitative as they provided the respondents with the opportunity to express freely 

their feelings or opinions. 
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To evaluate the employee ethics in the selected company, employees were sectioned 

into managers and regular employees. The first questionnaire focused on managers 

(leadership, managers, and supervisors), and the second focused on regular 

employees (everyone who is not a company's leader, manager, or supervisor). 

The reason to conduct a separate survey for managers and regular employees is 

to access the different opinions and views on the same ethical matter, which are then 

analyzed and compared as managers may be in different standpoints and have 

a different awareness of the company's processes and practices than regular 

employees. 

Method of data co l lect ion 

The data were collected using two anonymous questionnaires, one for managers 

(Appendix A) and the second for regular employees (Appendix B). The company's 

employees were alerted via its app, Munipolis, the day before the survey started. 

Upozornění 

» Anonymní dotazník 
Df - Pomozme kolegyni 

s výzkumem v rámci 
magisterské práce 
dnes v 16:15 
Drylock Technologies s.r.o. 

Vážené kolegyně a kolegové, 

zítra Vás skrze e-mail osloví naše kolegyně 
Tereza Kaliková, která nám dlouhodobě pomáhá 
s aktualizací systému RISCON určeného pro 
evidenci a plánování školení. Zároveň u náš čerpá 
i zkušenosti a podklady pro svou magisterskou 
práci (studuje na TUL), která se zabývá oblastí 
implementace a vnímání etických principů v naši 
firmě. 

Budeme moc rádi, pokud kolegyni podpoříte 
ve sběru dat k její diplomové práci. Stačí, 
když vyplníte anonymní dotazník, který vám 
pošle. Záleží pouze na vás, zda se budete chtít 
zúčastnit. 

Předem vám děkuji za spolupráci. 

Ondřej Kout 

13* Přínosné Typ zprávy: Příspěvek 

^ Přínosné <J Sdílet 

Figure 7: Survey announcement in the company's app 
Source: own 
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This app enables the company to inform and announce its users (company 

employees) of various matters such as news and events. This short informative 

survey announcement (Figure 7 - in Czech) consisted of a subject matter with a hint, 

the text itself, which communicated the purpose and topic of the survey, and 

the survey's start day and method. 

Both questionnaires were done in Google Forms and distr ibuted via two different 

links, one for the manager's questionnaire and one for the regular employee's 

questionnaire. The links to the two questionnaires were sent out via email to both 

managers and regular employees. Managers were reached via company email 

addresses and regular employees via personal email addresses provided 

to the company for informing and communicating with employees about informative 

and organizational matters such as periodical medical check-ups or training or being 

noticed upcoming news or events. The emails with links were sent by the company's 

HR manager. Employees' privacy while using their personal email addresses was 

adhered to by sending emails in hidden copy. 

The survey period lasted seven days; however, a significant number of respondents, 

64 % (25 out of 39 respondents) of managers and 71 % (178 out of 251 respondents) 

of regular employees answered the questionnaire on the first day. 

Both questionnaires were provided in Czech, as the company's employees speak 

Czech. However, some English-speaking managers were provided 

with a questionnaire in English. 

Data sample 

For the survey, 61 managers were emailed, and the questionnaire return rate was 

64%. Further, 1297 regular employees were emailed, and the questionnaire return rate 

was 19%. 

The reason why manager's respond rate was higher than regular employee's may be 

because they were reached out to using their company email addresses, which are 

used for work purposes and most likely regularly checked. However, some managers 

were absent during the survey or were busy or reluctant to respond. 

As for employees, they were contacted using company email addresses or personal 
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email addresses, as most employees do not have company email addresses. 

However, there might be multiple reasons why 82 % of employees did not respond. 

Firstly, some employees may not check their email addresses regularly. 

Secondly, they may have differing views on the importance and purpose of the 

survey. Additionally, some employees may be unfamiliar with or disinterested 

in the researched topic and the purpose of this thesis, and some may find 

the questionnaire incomprehensible or not worthy of investing their t ime and effort. 

However, this could indicate a need for more engagement or motivation among 

regular employees to participate in surveys related to ethical culture, which may 

signify a disconnect between the company's ethical initiatives and its workforce. 

Some employees, both managers and regular employees, confided that they were 

afraid to be honest and, therefore, did not complete the survey even though 

the questionnaires were completely anonymous. This note was displayed 

at the beginning of each questionnaire. 

Quest ionnaire s t ruc ture 

The two questionnaires for managers and regular employees were similar for the most 

part. Regular employees were asked 10 enclosed questions, and within the last 

11 open questions, they were provided with space to freely express any thoughts 

or opinions on ethics and ethical culture in the selected company. Managers were 

asked 12 enclosed questions, additional enclosed questions on the level 

of management and on obstacles to building a strong ethical culture. The questions 

could be answered by single or multiple choice and statements with a 5-point Likert 

scale (strongly disagree, disagree, no opinion, agree, strongly agree). 

The questionnaires were sectioned into four parts, evaluating first demographics 

such as age, gender, years of service, and management level in manager's 

questionnaires. These demographical questions could be answered with a single 

choice only. 

The second part was evaluating the state of employee ethics and compliance with the 

code of ethics. All 3 questions in this part were structured in 9 statements answered 

with 5-point Likert scale. Most of these statements were adopted from an ethics 
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culture survey done by GoodCorporation (2018). Some of the statements adopted 

from GoodCorporation (2018) were adjusted, and some statements were added 

for this research and to provide a better understanding of respondents. 

The third part was structured to evaluate employees' opinions on whist leblowing and 

channels for whist leblowing. The first question in this section was structured 

in 3 statements adopted from GoodCorporation (2018) and answered with 5-point 

Likert scale. The second question on whist leblowing channels was multiple choice. 

The fourth and last part of the questionnaires examined the company's employee 

perception of ethical culture. The first question with 3 statements could be answered 

with a 5-point Likert scale. Second, additional questions in the manager's 

questionnaire asked about perceived obstacles to building a strong ethical culture 

in the company, which could be answered by multiple choice or free opinion answers 

within the last open line. The last question of this part evaluated the employee's 

feelings about financial and non-financial (employee recognition programs, benefits, 

positive work environment and motivation, meaningful work, achievements 

celebrations, and work- l i fe balance possibilities) valuation. It could be answered 

with a yes/no/no opinion answer. 

Additionally, at the beginning of the questionnaire, respondents were provided 

context about the company's ethical practices to make the questionnaire topic more 

comprehensible. 

3.1.3 Qual i tat ive Research 

To provide broader context and international aspect, insights, and interpretation 

of the quantitative research findings, qualitative research was conducted through 

an interview with the Belgian headquarters' R&D managers Laura Delgado Diaz and 

Pieter Hommez. 

Laura Delgado Diaz has worked at Drylock Technologies since June 2023 as 

a sustainability project manager for the R&D department. Laura Delgado Diaz 

manages, together with her colleague Pieter Hommez, all the CSR projects that come 
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f rom a corporate level, involving environmental and social projects and governance 

projects that cover business ethics. (Delgado Diaz 2024) 

The interview with the Belgian HQ's R&D managers was conducted online 

via Microsoft Teams using a prearranged interview guideline. The interviewees 

agreed to record and transcript the interview (Appendix C). 

3.1.4 Research Evaluation 

The questionnaires are evaluated based on mode (the most frequent response) 

as a measure of central tendency. The distribution of 5-point Likert scale responses 

is displayed in bar charts. 

The questionnaires are evaluated by percentage response distribution and verbal 

evaluation. The evaluation of questionnaires is analyzed together with interview 

outputs. Finally, the results are compared to evaluate employees' and managers' 

questionnaires. 
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4 Analytical part 

This thesis's theoretical part provides the literature review and analysis 

of the theoretical bases of business ethics, ethical business culture, ethical 

management, and managerial ethics. The analytical part discusses, evaluates, and 

analyzes the employee ethics in the selected international company. The selected 

international company is a company group called Drylock Technologies. Meanwhile, 

the quantitative research was conducted at the Czech plant Drylock Technologies 

s.r.o. (introduced in chapter 4.2). 

4.1 Drylock Technologies 

Drylock Technologies is a global, fami ly-owned company manufacturing personal 

hygiene products. The company has an international presence in more 

than 60 countries, operates nine plants and five off ices in 10 countries worldwide, 

and has more than 3500 employees. (Sofina 2024) 

ffldfulock 
• ^ B ' I^F T E C H N O L O G I E S 

Figure 8: Drylock Technologies' Logo 

Source: Drylock Technologies (2024) 

4.1.1 History 

Drylock Technologies was established in 2011 by Bart Van Malderen in Belgium. 

The company expanded in eleven years from 2011 with operations in two countries 

and 368 employees to operating in 10 countries with more than 3500 employees 

and turnover exceeding one billion euros. (Drylock Technologies 2024) 
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Table 1: The History ofDry lock's Expansion 

Y e a r E m p l o y e e s T u r n o v e r I n t e r n a t i o n a l i z a t i o n 

2 0 1 1 3 6 8 No d a t a B e l g i u m , Russia 

2 0 1 2 4 2 7 No d a t a B e l g i u m , Russia, C z e c h Repub l i c 

2 0 1 4 4 8 8 € 3 7 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c 

2 0 1 5 - 6 9 9 € 7 8 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly , 

F rance , G e r m a n y , Spa in 

2 0 1 6 1140 € 117 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly, 

F rance , G e r m a n y , Spa in 

2 0 1 7 2 6 0 0 € 217 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly , 

F rance , G e r m a n y , Spa in , USA 

2 0 1 8 2 8 5 9 € 3 7 2 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly, 

F rance , G e r m a n y , Spa in , USA, Braz i l , UK 

2 0 1 9 3 2 0 4 € 521 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly , 

F rance , G e r m a n y , Spa in , USA, Braz i l , UK 

2 0 2 0 3 4 0 2 € 5 8 2 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly, 

F rance , G e r m a n y , Spa in , USA, Braz i l , UK 

2 0 2 1 3 5 0 5 € 701 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly , 

F rance , G e r m a n y , Spa in , USA, Braz i l , UK 

2 0 2 2 3 5 7 9 € 1 0 4 6 mi l l ion B e l g i u m , Russia, C z e c h Repub l i c , I ta ly, 

F rance , G e r m a n y , Spa in , USA, Braz i l , UK 

Source: own processing according to Drylock Technologies (2024) 

4 . 1 . 2 Plants and Off ices 

As Drylock Technologies (2024b) states on its website, the company is based in Zele, 

Belgium, where its HQ resides. The first plant was built in 2012 in Hrádek nad Nisou, 

Czech Republic. Since then, the company has strived for excellence in sustainability 

and resource-eff icient production with the help of the highest development 

laboratory and modern equipment, as well as by incorporating leading industry 

practices to go beyond compliance and promote traceability and transparency. 

These core principles and practices are applied in all newly acquisitioned or built 

plants and sales off ices: 

1. Plant in Hrádek nad Nisou, Czech Republic 

2. Plant in Nizhny Novgorod, Russia 
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3. Plant in Alabuga, Russia 

4. Plant in Polig de Hontoria, Spain 

5. Plant in Buccinasco, Italy 

6. Plant in Reidsville, USA 

7. Plant in Eau Claire, Wisconsin, USA 

8. Plant in Sao Paulo, Brazil 

9. Plant in Poa, Brazil 

10. Sales Office in Cailloux Sur Fointaines, France 

11. Sales Office in Hertfordshire, UK 

12. Sales Office in Buchholz, Germany 

13. Sales Office in Berlin, Germany 

4.1.3 Product ion 

According to Drylock Technologies (no date b), Drylock Technologies manufactures 

baby, feminine, and adult care products such as incontinence products, diapers, and 

feminine hygiene products. The company continuously invests and stands 

for innovation by being C02 climate neutral and the first hygiene company to use 

100% green renewable energy. Additionally, in 2023, the company launched the 

world's first compostable diaper. 

4.1.4 Mission, V is ion, and Strategy 

Drylock Technologies strongly emphasizes innovation, sustainability, and excellence 

in its practices, which are supported by vision and mission statements. According 

to Bart Van Malderen (founder, the majority owner and CEO of Drylock Technologies), 

looking ahead with vision and strong belief is essential for the business's success. 

(Drylock Technologies 2024c) 

These are the statements communicated by Drylock Technologies on their websites: 
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always 
looking ahead 
with vision and 
a strong belief 

sart of our c o m p a n y DNA W e are cons tan t ly 

cha l leng ing the industry. That is our inexhaust ib le source of 

inspirat ion to innovate and con t inuous ly improve our 

products . 

By c o m b i n i n g cus tomer focus w i th p roduc t innovat ion and 

manu fac tu r ing , we prov ide hyg iene p roduc ts of the fu ture, 

toda-

W e bel ieve there's always room for imp rovemen t W e str ive 

for exce l lence and bel ieve that t he fu tu re is g reen. 

Figure 9: Dry lock Technologies' statements communicated at the company's website 

Source: Drylock Technologies (2024c) 

According to Drylock Technologies' (no date) Sustainability Progress Report 2022 -

2023, the company fol lows a CSR strategy and commits to the United Nations 2030 

Agenda for Sustainable Development Goals (SDG) integrated across all company 

levels. The company adheres to these goals by ensuring good health and wel l-being, 

gender equality, decent work, and economic growth. The report is visibly 

communicated on the company's website (Fig. 10), which helps to promote 

transparency among all stakeholders and an overall positive public appearance. 

SUSTAINABLE 
DEVELOPMENT 

GOALS 

-110.167.720 kg 

more about cl imate action 

well-being 
at work 

Figure 10: Sustainability Report 2022-2023 communicated on company's website 
Source: Drylock Technologies (no date) 

7 2 



4.1.5 Organisat ional St ructure 

According to Delgado Diaz (2024), regarding subsidiary (plant) organization, 

the company's HQ recognizes ownership by the plant in terms of management 

activities and practices. Thus, each plant is free to self-manage and the day- to-day 

operations are strongly led by the plants, however management on all levels is 

a joined effort influenced by shared vision (Hommez 2024). 

The CEO is Bart Van Malderen, the founder and the majority owner of Drylock 

Technologies group. Each plant has its director and top management responsible 

for its activities, practices, and processes. Regarding ethics, each plant is responsible 

for its ethical management practices. 

As plants are free to self-manage and they can develop their own initiatives, meaning 

they take ownership of implementing and fol lowing up with overall global vision. 

This f reedom in self-management contr ibutes to the company 's development 

as there are several initiatives in the process of development and implementation, 

which consequently means plants in the group can learn from each other, and 

developed initiatives can be applied in other plants. This f reedom promotes bot tom-

to- top initiative development and implementation approach rather than top - to -

bottom. (Delgado Diaz 2024) 

4.1.6 Business Ethics 

Drylock Technologies emphasizes integrity and responsibility in legal and ethical 

ways. The company makes sure to adhere to and excel at ethics, compliance, and 

all regulations significant to the industry. Drylock Technologies introduced a Code 

of Conduct in 2021 applicable to all company's employees. The code is periodically 

reviewed, emphasizes the company's mission and vision, and communicates areas 

of legal nature such as human rights, the right to safe and healthy working condit ions, 

the right to free association and free bargaining and discrimination, and harassment-

free workplace. (Drylock Technologies no date) 

Drylock's business ethics are incorporated in different key points and setups such 

as contracts, the code of conduct, ethical audits, and audits of customers 
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(Hommez 2024). Regarding ethical management, subsidiaries have freedom 

of action, however Drylock Technologies requires their subsidiaries to conduct a 

regular ethical audit, Sedex SMETA. Moreover, each subsidiary must adhere to the 

policies developed by the HQs. Finally, the HQ R&D department is responsible for 

developing and implementing programs and policies, and the ethical compliance 

responsibility is divided between the R&D, legal, and sustainability departments. 

(Delgado Diaz 2024) 

According to Hommez (2024) mentions the importance of continuous and ongoing 

understanding of ethics in company offices and production and any identified ethical 

issues requires immediate action. Moreover, managers spent majority of their time 

in production talking and living with employees to ensure strong managerial 

presence, as it is important to monitor and prevent ethical issues and misconduct 

on daily basis. 

Cert i f icat ions and Assessments 

To promote ethical behavior, Drylock Technologies is certif ied among many 

significant quality, environmental, and product certif ications by certif ications 

such as ISO 14001 (environmental management cert i f ication, described in chapter 

2.2.1) and Business Social Compliance Initiative (BSCI) (Drylock Technologies 

no date). BSCI is a supply chain management system with a Code of Conduct 

initiative by the Foreign Trade Association that guides companies' social compliance 

and improvements by providing auditing and reports to members of the companies 

(Seafish 2024). 

From a group level, Drylock Technologies conducts EcoVadis, a third-party 

documentat ion and reporting audit covering all CSR practices, including social and 

ethical responsibilities (Delgado Diaz 2024). In 2022, Drylock Technologies gained 

a silver sustainability rating from EcoVadis, being in the top 15 % of assessed 

companies (Drylock Technologies no date). 

EcoVadis is an environmental, social, and ethical performance certif ication 

assessment, in other words, it is a sustainability assessment. This assessment helps 

companies to navigate sustainability regulations, provides clarity in sustainability 

74 



performance, thus guiding where to start and how to improve and track progress, and 

creates a competi t ive advantage as it promotes a better reputation among 

consumers, all stakeholders, and competi tors. (EcoVadis 2024) 

Finally, regarding business ethics and employee care, Drylock Technologies HQ 

requires their sites to conduct Sedex audits regularly as assessments conducted 

by external party providers (Drylock Technologies, no date). 

Internal pol ic ies 

Drylock Technologies internally communicates all kinds of policies, f rom financial 

policies to corporate policies. In terms of policies promoting business ethics, 

the company states on the internal websites (intranet) its code of conduct, ethics and 

compliance charter, anti-bribery and corruption policy, confl ict of interest policy, 

human rights policy, career management and training policy, social dialogue policy, 

labor relations and working condit ions policy, GDPR and security policies and finally, 

whist leblower policy provided in all operational languages of the group. 

As mentioned, the company has a policy called the ethics and compliance charter 

on ethics, which is considered a code of ethics with all essentials. However, 

this document is available only in English at the company's internal SharePoint, so 

the implementation as a guiding documentat ion and language accessibility for other 

plants is missing. 

Further, the company provides via intranet training-introduction presentations 

for code of conduct compliance, code of conduct eLearning presentations, and 

antitrust competit ion workshops in English. Additionally, the company provides 

intranet policies and conducts documents mostly in English. Some policies, such 

as code of conduct and whist leblowing policies, are available in other plant's 

operation languages. Moreover, some policies and training documents are available 

via a shared drive. 

Employee data 

According to Drylock Technologies' Sustainability Progress Report 2022 - 2023, 

the company group's number of employees was 3652 (2022). The company group 

employs people from 35 different nationalities in terms of diversity and equal 
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opportunity. Employees per category accounted for 3010 blue collars, 642 white 

collars, and 336 managers. Moreover, 55 % of employees are aged 30 - 50, 33% are 

younger than 30, and the remaining 12% are older than 50. The percentage of male 

employees is 59% and females 41%. Additionally, the percentage of women working 

in management is 34%. The turnover rate reported by the company is 24%. Moreover, 

in terms of ethics, the Report states that 90% of employees were trained in business 

ethics, and 90% of new employees were trained in the code of Conduct. (Drylock 

Technologies no date) 

4.2 Drylock Technologies s.r.o. 

Drylock Technologies s.r.o. is the main plant site of the Drylock Technologies group. 

This plant site's employee ethics is evaluated for this thesis. 

The plant site was established in 2012 in Hrádek nad Nisou. In 12 years, the site grew 

into two plants with 27 production lines and one fully automated warehouse complex 

with 1374 employees, which accounts for about 1/3 of the employees of the whole 

Drylock Technologies group. 

This plant site manufactures incontinence products, baby and adult diapers and 

pants, and feminine hygiene products such as shape pads, light pads, and underpads. 

In 2023, the plant produced over 4 billion pieces, accounting for about 

40% of the whole group's production. The products are manufactured for customers 

such as Rossman, DM, Lidl, Kaufland, Tesco, Globus, Rewe, Billa, Penny, Aldi, 

Walmart, and many more. 

In addit ion, Drylock Technologies s.r.o. won the best employer of the region four 

years in a row (2020 - 2023) in the category of 500 - 5000 employees (Zaměstnavatel 

Roku 2023). 

4.2.1 Employee Ethics 

As mentioned earlier, Drylock Technologies recognises important ownership 

by plants within the group in terms of management activities and practices based 
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on shared vision and strategy (Delgado Diaz 2024). Each plant is responsible 

for fulfill ing the HQ requirements for Sedex SMETA audit and compliance with internal 

policies. Policies set by HQ, such as the code of conduct, foster ethics 

within the company, which is applicable to all the g roup 's subsidiaries. 

Code of eth ics 

Drylock Technologies implemented two codes of ethics. One code of ethics 

(in the Czech language) in the form of a declaration of membership in the international 

non-profi t organization Sedex SMETA since 2020 is represented in all boardrooms 

to stakeholders and provided to employees within the onboarding document folder 

to employees. The code of ethics (declaration), signed by top management, 

describes commitments to disseminate ethical principles to stakeholders and 

compliance with employment documents, internal regulations, and working 

conditions. Furthermore, the code declares that compliance with the code of ethics 

is a commitment that regulates the behavior of employees towards the employer, 

colleagues, customers, suppliers, and the public. This code of ethics (declaration), 

established in one A4 page, refers to a wri t ten code of ethics. 

This wri t ten code of ethics communicates the liabilities and obligations and 

the system of ethical management according to Sedex SMETA, the employer's 

conduct towards the employees and reversed and further: forced work, safety 

of work, child work, rewarding, work t imes, discrimination, human rights, 

environmental responsibility, business ethics, GDPR and whist leblowing. The writ ten 

code is emailed to employees before the Sedex SMETA audit and placed 

on the company 's shared drive. However, employees are not trained regarding this 

code. 

Ethics t ra in ing 

The employees of Drylock Technologies s.r.o. are trained while onboarding and then 

once a year on ISO divided into 3 levels (1. managers, 2. technical-economic workers, 

3. production operators). The training conducted by Quality manager informs 

employees on specific company goals, processes, policies, norms and regulations, 
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certif ications and assessments including Sedex SMETA audit. Managers and 

technical-economic workers are tested on the content of the training. 

According to Delgado Diaz (2024), the company is developing a learning/ training 

platform applicable to all subsidiaries in the group to expand official training further 

to promote the officiality of ethical training. All employees must be aware of this 

training, which will involve official ethical training concerning anti-corruption or ant i ­

competit ive practices and the Code of Conduct. (Delgado Diaz 2024) 

Whis t leb lowing 

Whistleblowing, or reporting unethical behavior, is fostered within the Czech plant 

through two official channels: the trust box and the company 's internal app section 

wishes and complaints. The HR manager manages these official whist leblowing 

channels. Additionally, there are unofficial reporting channels, as employees are 

always reminded of the option to confide in the HR department or their supervisor. 

4.3 Analysis of Employee Ethics in the Selected International 

Company 

In this chapter, the data from the manager's and regular employee's questionnaires 

are analyzed, compared, and evaluated. Additionally, the analysis and evaluation 

of the survey are complemented by information gained in the interview with Drylock's 

HQ's manager (Appendix C). 

4.3.1 Sample Character is t ics 

Any characteristics did not limit the sample of respondents. The characteristics 

of the sample of managers and regular employees were selected according 

to gender, age, and years of service in the company. 

For the survey, 61 managers were contacted, and 39 managers responded, thus 

the manager's questionnaire return rate was 64%. Further, 1297 regular employees 
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were contacted, and 251 regular employees responded, thus the regular employee's 

questionnaire return rate was 19%. 

The company employs 43% of women and 57% of men, which is considered equal. 

The regular employee questionnaire was answered by 45% of women and 

55% of men, corresponding to the company's accurate and equal representation 

of women and men. The manager's questionnaire was answered by 74% of men and 

only 26% of women, which also corresponds with the distribution of women and men 

in managerial positions as most managers in the company are men. The reason why 

there are most men in managerial positions may be because of the technical field 

of operation. 

In terms of age, the sample of managers consists of 54% of people aged 41-55 and 

4 1 % aged 26 -40 . The research shows that only 1 manager is younger than 25, and 

only 1 manager is older than 56. Regarding regular employees, the research indicates 

that 46% of employees aged 25 - 40 and 29% 41 - 55. Very significant is also a group 

of employees aged 25 and less with 22% representation. However, as the company 

employs only people older than 18 years, this age group has an interval of only 7 years 

compared to the 25 - 40 and 41 - 55 years, which have an interval of 14 years. 

In conclusion, the company employs people of all ages. However, most managers are 

older than 41, as being a manager requires a certain level of experience and 

knowledge. 

Both managers and regular employees were asked how long they had worked 

for the company to evaluate their loyalty and commitment to it. 
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Y e a r s o f s e r v i c e 

More than 10 years 

5 - 1 0 years 

1 - 4 years 

4% (9) 
2 1 % (8) 

30% (76) 
^ ^ ^ • 3 6 % (14) 

4 

^ ^ ^ ^ • 4 1 % (16) 

22 % (55) 
1 3% (1) 

44% (111) 

20 40 

Employees 

60 

Managers 

80 100 120 

Figure 77: Years of service 
Source: own research. 

More than 55% of managers worked for the company for more than 5 years, out 

of that, 20,5% of managers worked for the company for more than 10 years. However, 

the research does not indicate any connection between the years of service and level 

of management as the loyalty to the company is rather an individual than contingent 

on management level or working in an off ice/manufacturing. Regarding regular 

employees, the majority (66%) worked in the company for less than 4 years, which 

may indicate high f luctuation. As these regular employee respondents work in offices 

and directly in production, the f luctuation may be caused by issues with some 

production operators' working positions and the noise to which people are exposed 

in production. However, another reason may be the high number of new employees 

due to the expansion scope of the company. 

Additionally, managers were characterized according to management level, thus top 

management (director, head of departments), middle management, and line 

management (Master). Of the respondents, 20% work in top management, 31% 

in middle management, and the majority of 49% managers work in line management. 

4.3.2 Employee Ethics in the Selected Internat ional Company 

Employee ethics are fostered by a set of principles that shape the rules 

for the conduct of employees at all levels of the company in their behavior and 
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decision-making. Employee ethics impacts the company's success as ethical 

behavior and decision-making influence open and honest communication, workplace 

safety, the company's reputation, customer trust, employee engagement and positive 

work environment, attraction and retention of employees, legal compliance, and long-

term sustainability. (Invision Custom Solutions Inc. 2022) 

State of employee eth ics 

Both managers and regular employees were asked to answer the same statements 

on feeling supported by the company to do the right thing. These statements were 

asked to explore the support of employees in ethical and morally right behavior, as it 

plays a significant role in the success of ethical management and influences ethical 

business culture. 

Additionally, respondents were asked if they feel like the company treats employees 

at least as important as profit. This question aims to evaluate whether the employees 

feel they are the most important asset in the company, as employee treatment 

directly influences employee wel l-being, which influences the company's success. 

M a n a g e r s - F e e l i n g s u p p o r t e d t o d o t h e r i g h t t h i n g 

8% 
1 feel supported by the company to act morally 

right at work. 15% 5 1 % 26% 

For the company, t reat ing employees is at least 
as important as profit . 

18% 20.5% 4 1 % 20,5% 

0 5 10 15 20 25 30 35 40 

• Strongly disagree Disagree • No opinion Agree Strongly agree 

Figure 12: Managers - Feeling supported to do the right thing 
Source: own processing. 
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R e g u l a r e m p l o y e e s - F e e l i n g s u p p o r t e d t o d o t h e r i g h t t h i n g 

6% 12.5% 

19% 53,5% 19% 

8% 

| 19% 20% 40% 13% 

0 50 100 150 200 250 300 

• Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 13: Regular employees - Feeling supported to do the right thing 
Source: own processing. 

Figures 12 and 13 show that most managers (77%) and regular employees (72.5%) 

feel supported by the company to act morally right at work. This high percentage 

of both managers and regular employees who feel supported by the company to act 

morally right at work indicates the employee's confidence in the company's policies, 

practices, and resources in place, promotes ethical conduct, and supports employees 

to make morally right decisions, and fosters employee trust. This confidence 

in the company's practices is essential for fostering a positive workplace environment 

and empowerment to comply with ethical principles. Additionally, the managers (15%) 

and regular employees (12.5%) who have no opinion and the managers (8%) and 

regular employees (9%) who disagree with feeling supported by the company to act 

morally right at work may be new to the company. It may be too soon to create 

an opinion or indicate a perception gap in the company's ethical support system 

regarding a lack of clarity, trust, communication, or understanding of its ethical 

policies, leadership actions, and practices. Managers who expressed disagreement 

pose an issue as managers play a crucial role in sett ing trust, integrity, and the right 

tone for ethical behavior and business culture. 

In terms of the perception of employees being the most important asset 

for the company, most managers and regular employees perceive the company 's 

treatment of employees as at least as important as profit, which indicates alignment 

with the company's values. However, 18% of managers and 27% of employees 

disagree with this statement, which suggests an opportunity for improvement 

I feel supported by the company to act morally 
right at work. 

For the company, t reat ing employees is at least 
as important as profit. 
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as employees play a significant role in driving the company's success and long-term 

sustainability. 

Additionally, managers and regular employees were asked in the last questionnaire 

question if the employees feel valued (financially and nonfinancial). However, 23% 

of managers replied no and 3 1 % no opinion, and 24% regular employees replied no, 

and 23 % no opinion. The fact that a significant percentage of managers and regular 

employees responded negatively or expressed uncertainty suggests a disconnection 

between the company's efforts to recognize and appreciate its employees. 

While most employees perceive the company's treatment of employees as necessary, 

dissenting opinions and concerns regarding employee valuation underscore the need 

for ongoing efforts to strengthen employee engagement, satisfaction, and retention 

within the organization. 

The next question of the two questionnaires explored trust between managers and 

employees. Trust is an essential ethics principle that directly affects countless 

activities and operations. Therefore, implementing business ethics can promote 

loyalty, transparency, and ethical behavior and mitigate employee turnover risk 

if employees lose trust and loyalty. 

M a n a g e r ' s t r u s t i n e m p l o y e e s t o d o t h e r i g h t t h i n g 

3% 
I trust my subordinates to do the morally right 

th ing at work. 

Employees would not violate ethical rules to 
accomplish the work assigned. 

I can talk openly and honestly wi th my 
subordinates. 

^/o 8% 6 1 % 20% 

26% 13% 4 1 % 20% 

3% 5 1 % 4 1 % 

0 5 10 15 20 25 30 35 40 

i Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 14: Trust in employees to do the right thing 

S o u r c e : o w n p r o c e s s i n g . 
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E m p l o y e e ' s t r u s t i n m a 

I t rust my manager to do the morally right th ing 
at work. 

Managers would not violate ethical rules to get 
the job done. 

My manager talks to me openly and honestly. 

0 50 100 150 200 250 300 

• Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 15: Trust in managers to the right thing 

S o u r c e : o w n p r o c e s s i n g . 

From Figures 14 and 15, it is clear that the trust and openness within the manager-

employee relationship are at a high level. 81% of managers trust that their 

subordinates behave morally right at work, and 61% of managers believe that 

employees would not violate ethical rules to accomplish the work assigned. However, 

26% of managers believe the employees would break ethical rules to accomplish their 

work assigned; this suggests some level of scepticism or concern regarding 

the potential for ethical misconduct, even though some level of concern is necessary, 

managers can influence ethical compliance by setting the right example, workf low, 

and operations right. As 92% of managers feel like they can talk openly and honestly 

with their subordinates, which agrees with the perception of regular employees 

as 82% of employees feel like their manager talks openly and honestly with them, 

this suggests managers' influence, which could be applied to ensure ethical 

compliance. 

Regarding the trust of regular employees in their superiors, 69% trust their superiors 

to behave morally right at work, and 68% believe that managers would not violate 

ethical rules to accomplish the assigned work. However, a minority of employees 

(11%) expressed disagreement with the trust in their manager to do the morally right 

thing, adhering to ethical rules when gett ing a job done, and with openness and 

honesty in communication with their manager. In this case, this matter may be 

individual and may be influenced by the manager's personal behavior shaped 
84 



by personal values and opinions. Moreover, the perception of regular employees 

in their manager's behavior may be individual and influenced by individual 

perceptions and experiences. In this case, companies should take an individualized 

approach and, address employees' concerns and help them to build trust within 

the manager-employee relationship by facil itating open dialogue, providing channels 

for feedback and communication, and providing an ethical and positive work 

environment at all levels of the company. 

Awareness and compl iance w i th eth ics and code of e th ics 

Drylock Technolgies s.r.o. has a sophisticated wri t ten code of conduct given 

by the HQ. The code of ethics is fostered by a declaration of membership 

in the international non-prof i t organization Sedex SMETA since 2020 and a writ ten 

code of ethics that communicates commitments to ethical principles according 

to Sedex SMETA. 

To evaluate employees' awareness and compliance with ethics and the code 

of ethics, managers and regular employees were asked four similar statements, 

visible in Figures 16 and 17. 

M a n a g e r ' s a w a r e n e s s a n d c o m p l i a n c e w i t h e t h i c s a n d c o d e o f e t h i c s 

I have clear guidance about what is expected of 
me regarding ethical behavior. 

I have been trained and understand the 
company's code of ethics and values. 

I act in accordance wi th the company ' s code of 
ethics. 

Unethical behavior is properly invest igated in 
this company. 

10% 10% 57% 23% 

5% 
10% 1 52% 

3% 
8% 51% 38% 

3% 

110% 

36% 33% • 3% 

0 5 10 15 20 25 30 35 40 

i Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 16: Manager's awareness and compliance with ethics 

S o u r c e : o w n p r o c e s s i n g . 
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Regu lar e m p l o y e e s ' a w a r e n e s s a n d c o m p l i a n c e w i t h e t h i c s a n d c o d e o f 
e t h i c s 

I have clear guidance about what is expected of 
me regarding ethical behavior. 

I have been trained and understand the 
company's code of ethics and values. 

I act in accordance wi th the company ' s code of 
ethics. 

Unethical behavior is properly invest igated in 
this company. 

1 8% 59% 

| l 1 % 3 1 % 40% 15% 

0 50 100 150 200 250 300 

• Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 17: Employee's awareness and compliance with ethics 

S o u r c e : o w n p r o c e s s i n g . 

The results indicate an overall high perception of clarity in terms of clear standards 

and expectations of ethical conduct, as both managers (80%) and regular employees 

(88%) feel like they have clear guidance in what is expected of them regarding ethical 

behavior. However, 20% of managers are unsure or disagree with this clear guidance, 

which can be an issue when managers play a crucial role in promoting ethical 

guidance and principles and maintaining ethical standards. The uncertainty is 

supported by the comment of one top manager that "no one has trained me in ethics, 

but it is part of my professional competence to act ethically, to set an example and 

follow the - unwrit ten - code of ethics (both in corporate and private life)". 

This comment shows the manager's awareness of ethical obligations. However, it 

highlights the need for official formalized training and education in ethics within 

the company. Additionally, the disagreement with clear guidance regarding ethical 

behavior may be caused by the confusion around the code of conduct and code 

of ethics and the reliance on an unwrit ten code of ethics, which should communicate 

clear ethical principles and guide employees' behavior and decision-making. 

Further, most manager and regular employees agree with being trained in ethics and 

code of ethics and understanding the training. The company provides employees 

with the code of ethics (declaration) within a folder of informative document each 

new employee receives during onboarding. Moreover, the company provides ethics 

1 6% 
6 1 % 27% 

5% 

1 7% 
6 1 % 25% 
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training as a part of ISO training (described in chapter 4.2.1) during onboarding and 

then regularly once a year. However, the training does not communicate ethical 

principles, guidelines, and standards to employees, but provides employees 

with training in the requirements of Sedex SMETA. 

Regarding ethical compliance, 89% of managers and regular employees agree 

with acting according to the code of ethics (code of conduct) . The results suggest 

that despite the training focused primarily on Sedex SMETA requirements rather than 

ethical principles and the company's ethical standards, employees may still uphold 

ethical standards, possibly through exposure to the code of ethics during onboarding 

and ongoing communication of organizational values within the company's code 

of conduct, company websites, and social networks. 

Regarding the investigation of unethical behavior, 49% of managers and 

45% of regular employees disagree or have no opinion on whether the unethical 

behavior is properly investigated in the company. These results may be caused by 

poor communication and lack of transparency of ethical principles and practices 

in investigating unethical behavior and the unawareness of employees in this matter. 

Even if the company does not record breaches of ethical behavior, employees still 

need to be aware of the investigation process quality and transparency as it 

influences employee's trust and willingness to whist leblow and not perceive 

whist leblowing as risky. 

Whis t leb lowing 

Respondents were asked to answer three statements to evaluate and analyze 

managers' and employees' perceptions of whist leblowing. 
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M a n a g e r s - W h i s t l e b l o w i n g 

5% 

If I not iced unethical behavior, I would report it. 8% 

5% 

8% 67% 20% 

28% 20% 4 1 % 8% 

110% 23% 4 1 % 23% 

I feel conf ident that anything I reported would 
be dealt wi th fairly. 

My supervisor and the company would protect 
me if I reported an ethical issue. 

0 5 10 15 20 25 30 35 40 

i Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 18: Managers - Whistleblowing 

S o u r c e : o w n p r o c e s s i n g . 

R e g u l a r e m p l o y e e s - W h i s t l e b l o w i n g 

If I not iced unethical behavior, I would report it. 

I feel conf ident that anything I reported would 
be dealt wi th fairly. 

My supervisor and the company would protect 
me if I reported an ethical issue. 

0 50 100 150 200 250 

i Strongly disagree Disagree No opinion Agree Strongly agree 

7% 

17% 25% 49% 17% 

6% 

37% 11% 

1 40% 14% 

Figure 19: Employees - Whistleblowing 

S o u r c e : o w n p r o c e s s i n g . 

300 

Figures 18 and 19 show the results of whist leblowing perception. 87% of managers 

and 66% of regular employees would report unethical behavior if they noticed it. Even 

though there is a high reporting intention, a significant portion of managers (13%) and 

regular employees (34%) are unsure or would not report unethical behavior if they 

noticed one. This uncertainty or reluctance to report unethical behavior can be 

influenced by concerns about potential retaliation associated with whist leblowing or 

gap in employees' awareness and confidence in the reporting channels and 
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investigation process, as 51% of managers and 52% of regular employees expressed 

concern or disagreement with feeling confident that anything reported would be dealt 

with fairly and as 36% of managers and 46% of regular employees expressed concern 

or disagreement with trusting their supervisor and the company to protect them 

if they reported an ethical issue. This indicates an opportunity to improve trust, 

confidence, and awareness in the company's reporting processes. 

Figure 20 shows the results of accessing and analyzing the whist leblowing channels 

that the employees would be willing to use to report unethical behavior, evaluating 

which channels make sense for the company, and assessing how the employees feel 

about them. 

Whist leblowing channels 

I would contact my supervisor. (32) 82% | 80% (202) 

I wou ld report unethical behavior directly to the 
HR Department. (14) 36% | 27% (69) 

I would use the anonymous hotline (available . . . . 
24/7, managed by external person). ( 4 ) l u / o 1 1 l / o ( Z / > 

I would use the trust box. (5) 13% I 18% (44) 

(2) 5% I 5% (12) I would use the Munipolis app's wish and 
complaint sect ion. 

I would report unethical behavior on social . . . . . 
networks or websi tes. ( U 6 / 0 ' 1 / 0 U ] 

100 50 50 100 150 200 250 

Employees • Managers 

Figure 20: Whistleblowing channels 

S o u r c e : o w n p r o c e s s i n g . 

The survey results show that 80% of employees would report unethical behavior 

directly to their supervisor; this can, on one hand, indicate trust and confidence 

of employees in their supervisors, or on the other hand, this can indicate perceived 

secure options to get needed and expected response and help. Employees' inclination 

to report unethical behavior to their supervisors also highlights the importance 

of supervisor responsiveness in addressing concerns and maintaining trust and 

empathy, which supports the reporting environment and reinforces employees' 

confidence in the reporting process. Additionally, 36% of managers and 
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27% of regular employees would report unethical behavior directly to the HR 

department. This shows a certain level of trust and confidence in the HR department's 

ability to handle ethical misconduct. Employees may choose to report unethical 

behavior to the HR department due to perceptions of confidentiality and support, 

as HR professionals are usually trained to handle sensitive issues. 

Moreover, 13% of managers and 18% of regular employees would use the trust box 

to whistleblow, as factors such as visibility, convenience, and perceived 

effectiveness may influence employees' decisions to utilize the trust box. Only 

5% of managers and regular employees would use the company's app to whistleblow. 

This may be influenced by the preference and familiarity with traditional reporting 

channels, such as reporting directly to a supervisor or HR department, and 

on the other hand, employees may perceive limitations behind this channel, 

such as concerns about confidentiality, security, or the effectiveness of the reporting 

process. The company annually registers under f ive reports via the trust box and the 

Munipolis app's whist leblowing section. Additionally, as already mentioned, 

a significant portion of managers (13%) and regular employees (34%) are unsure or 

would not report unethical behavior if they noticed one. This can be a sign of barriers 

to whistleblow, such as fear of retaliation, lack of awareness about reporting 

channels, concerns about confidentiality, or scepticism about the efficiency 

of the investigation process. 

Finally, only 3 employees would whist leblow on social networks (Facebook) or 

websites (Jobs.cz). This is considered a positive result as online reporting can cause 

harm to the company's image, and whist leblowers' reports do not get to be put 

through a proper investigation process. The survey indicates that employees prefer 

internal channels offering more protection and confidentiality. Employees may be 

aware of the risks of whist leblowing on public platforms, which may raise legal and 

ethical concerns about privacy, confidentiality, and the negative impact on ongoing 

investigations. 

9 0 

http://Jobs.cz


4.3.3 Ethical Cul ture in the Selected Internat ional Company 

Employee perceptions of ethical business culture are highly influenced 

by the company's activities. Effective communication of ethics to employees and 

the public can promote a positive perception of the company's ethical compliance and 

the feeling of belonging to a well-operating company. This initial perception sets 

a default ground for employee satisfaction, workplace interactions, and the success 

of the company. 

Positive employee perception of ethical culture does not only support internal 

activities and interactions, but also employees' feeling of belonging to a company 

with a well-set ethical culture promoted by strong values, mission, and vision and 

fostered by wel l- implemented policies and documents, consequently influencing 

the success and positive image of the company, as employees speak highly 

of the company and so contr ibute to the success of the company by promoting good 

public perception and the attraction of new talented employees. 

To evaluate the managers vs. regular employees' ethical business culture perception, 

the respondents were asked to answer 3 statements evaluating the feeling of pride 

to work for the company, belief in operating ethically, and setting an example 

for others in how the business is conducted. 

M a n a g e r ' s p e r c e p t i o n o f e t h i c a l b u s i n e s s c u l t u r e 

0 5 10 15 20 25 30 35 40 45 

I am proud to tell people I work in this company. 8% 13% 59% 20% 

The company's management believes that the 
company operates ethically. 

The company sets an example for others in how 
we conduct our business. 

18% 56% 26% 

5% 

23% 21% 5 1 % 23% 

i Strongly disagree Disagree No opinion Agree Strongly agree 

Figure 21: Manager's perception of the ethical business culture 

S o u r c e : o w n p r o c e s s i n g . 
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E m p l o y e e ' s p e r c e p t i o n o f e t h i c a l b u s i n e s s c u l t u r e 

0 50 100 150 200 250 300 

Employees believe that the company operates 
ethically. 

The company sets an example for others in 
how we conduct our business. 

3% 

W5% 21% 50% 21% 

3% 

| 6 % 24% 50% 17% 

2% 

\a% 17% 51% 22% 

• Strongly disagree Disagree No opinion Agree • Strongly agree 

Figure 22: Employee's perception of the ethical business culture 

S o u r c e : o w n p r o c e s s i n g . 

Firstly, as a well-set ethical business culture promotes a feeling of pride, the feeling 

of pride to work in the company was assessed. Most managers and regular 

employees feel proud to work in the company and share it with others. 

This contr ibutes to employee engagement, commitment, and brand advocacy, 

as proud employees are more likely to speak up for the company's wel l-being. 

Further, the fact that both managers and regular employees share a sense of pride 

suggests that the company's leadership promotes a positive, ethical business culture. 

However, 8% of managers are not proud to tell people they work in the company, 

in comparison, 5% of regular employees disagree, and 3% strongly disagree 

with being proud to tell people they work in the company. 

Secondly, managers and employees were asked if they believe the company operates 

ethically. 67% of regular employees believe that the company operates ethically, and 

9% disagree with the statement. This shows there is room for improvement as these 

negative responses may lead to ethical concern or dissatisfaction among a minority 

of employees. However, none of the responding managers disagreed that 

the company's management believes that the company operates ethically, but 82% 

agreed. This result indicates a sense of trust and confidence among managers 
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in management's commitment to ethical principles and promoting an excellent ethical 

business culture. 

Thirdly, managers and regular employees were given to evaluate the statement that 

the company sets an example of how it conducts its business. Even though 5% 

of managers and 10% of regular employees disagreed with the statement, most 

respondents agreed, and over 20% strongly agreed that the company sets 

an example for others in how we conduct our business. This positive perception 

of the company's conduct among employees may be influenced by leadership 

behavior and the company's activities and achievements, which are communicated 

by the recognition of achievements as Drylock Technologies s.r.o. acknowledges and 

celebrates the company's and employee's achievements and communicates them 

to all employees via social networks and the company's magazine. This recognition 

of achievements may positively influence ethical business culture, as it reinforces 

positive behavior and inspires commitment and communication among employees. 

Even though the employees' responses to the questionnaire survey indicate positive 

perceptions of business culture, there are still some disagreements 

with the statements. Multiple factors may cause negative employees' perceptions 

of ethical culture: 

Poor leadership: Ten percent of regular employees do not feel that the company sets 

an example in conducting business, and nine percent do not believe that the company 

operates ethically. The employees may disagree with the company's leadership 

practices and decision-making. Further, eight percent of employees do not feel proud 

to work in the company. The negative feeling of pride or loyalty can originate from 

a lack of trust in leadership. 

Inconsistency: Employees may perceive an inconsistency between the company's 

values and mission and its behavior, practices, and decision-making. If the company 

does not behave according to its set values and mission, it may make employees 

perceive the company's commitment to ethics sceptically. 
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Lack of communica t ion : To foster a positive perception of ethical business culture 

among employees, it is necessary to effectively communicate the company's values, 

mission, vision, and ethical practices to them. 

Personal values misal ignment: Employees may have different personal values and 

opinions that do not correspond with the company's values and ethical practices. 

This can negatively influence the formation of ethical culture, especially when 

a manager experiences personal values misalignment, as it can cause a loss 

of credibil ity and trust between the manager and their subordinates, poor 

communication, and mixed messages to subordinates as the manager does not act 

with accordance to company values or lack of consistency in decision-making 

as a manager, in this case, may be challenged to decide in alignment 

with organizational values and ethical standards. Managers' misalignment 

with company values and practices can consequently lead to diff iculty in enforcing 

ethical standards, increase the risk of ethical violations, and decrease employee 

engagement and morale. 

Past negat ive exper iences: Employees who have experienced or observed unethical 

behavior such as discrimination, harassment, or favorit ism may be resentful and 

distrustful, which consequently negatively influences their perception of ethical 

culture. This consequently disrupts the ethical business culture, leading employees 

to doubt the company's commitment to ethical practices. 

Job d issat is fact ion: Some employees may not feel proud to associate themselves 

with the company as they are not satisfied with their position, roles, responsibilities, 

work environment, or the company's management practices. 

Additionally, the survey results show that, on average, 19% of managers and regular 

employees have no opinion on the matter. Multiple factors could cause this: 

Lack of knowledge, exper iences, and in format ion: The respondents may need more 

information about the company to form an opinion, as some employees may be new 

to the company or have not had significant interactions to form a perception. 

Moreover, some employees may lack information on the matter and may not want 

to answer inaccurately. 
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Neutral i ty and conf l ic t ing feel ings: Some employees may feel neutral or have mixed 

feelings towards their workplace. They neither dislike nor like their job 

or the company, and they may view the company as a place of work to earn a living. 

Lack of engagement : some employees can feel disconnected or disengaged 

from their co-workers, work, or the company's culture, as they might not feel they 

belong to the organization. 

Social pressure: some respondents may feel the urge to answer positively, as they 

may not have strong opinions or may be worried about confl ict for being honest and 

answering negatively. For this reason, even if the questionnaires were anonymous, 

some employees and managers confided that they could not complete 

the questionnaire or answer it honestly. 

Moreover, to evaluate and analyze the ethical business culture, managers were asked 

to choose from possible obstacles in building a strong ethical culture (figure 23). 

O b s t a c l e s i n b u i l d i n g a s t r o n g e t h i c a l b u s i n e s s c u l t u r e 

0 2 4 6 8 10 12 14 

^ ^ ^ ^ ^ ^ ^ 
The size of this company (a large number of 

activit ies and employees) 
Lack of appreciat ion of ethical culture among 

employees 
Poor percept ion of ethical culture among 

employees 

Lack of support f rom top management 

Lack of t ransparency among employees 

There are no barriers 

Other 

= I 11 (28%) 

9 (23%) 

7 (18%) 

7 (18%) 

10 (26%) 

3 (8%) 

Figure 23: Obstacles in building a strong ethical business culture 

S o u r c e : o w n p r o c e s s i n g . 

16 18 

17 (44%) 

The research results indicate that the biggest obstacle in improving and building 

a strong ethical culture may be the company's size, as there are many activities and 

employees to be managed. A large scale of operations and employees to manage can 

cause communication and organizational challenges, lack of alignment among 

leadership teams, numerous departments, and employees, and increased risk 
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of ethical misconduct as the communication, monitoring, and enforcement of ethical 

practices become more complex across all levels of international companies. 

The survey also shows the space for improvement regarding the lack of top 

management support and employee transparency. Both obstacles can significantly 

hinder efforts to promote a strong ethical culture within the company, as the top 

management's commitment and support of ethical management is essential. 

Moreover, a good tone at the top is essential to promote ethical business culture, 

as leaders and top managers greatly influence business ethics and shape ethical 

business culture. (Gutterman 2023) 

Moreover, 28% of managers also perceive the obstacle as the lack of appreciation 

of ethical culture among employees, and 23% of managers think the perception 

of ethical culture among employees could be better. This may indicate awareness 

of potential issues within the company and acknowledge space for improvement 

in ethical culture. However, ethical culture is something the company's leadership 

should work on as it shapes the company's and employee's behavior, decision­

making process, and company's reputation. 

Additionally, managers were allowed to share their ideas of obstacles and challenges 

in building a strong ethical culture (figure 23, column other). 

One manager shared as an obstacle the double standard. A double standard is a set 

of actions or principles that apply differently in the same situation or rule of good 

behavior that some people are expected to comply with, but other people are not 

(Dictionary.Cambridge 2024). This issue can promote inequity, inconsistency, or 

unfairness, undermining efforts to promote a strong ethical business culture. Even 

though this can be the subjective perception of the obstacle of one manager, 

leadership should commit to fairness and consistency in applying ethical 

management standards. 

Another obstacle a manager mentions is the missing formalization of processes (e.g., 

comprehensive ethical training). However, this manager believes that, in practice, 

most employees, f rom top management to regular employees, act ethically. 
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This mention reveals the opportunity for improvement and the need for formalized 

processes and guidance to foster alignment with ethical behavior. 

Finally, one manager mentioned the Belgian superiority as an obstacle to building 

a strong ethical business culture. However, regarding ethical management, 

the subsidiaries are required to conduct an ethical audit and comply with the group's 

policies as Drylock Technolgies s.r.o. is a part of the Drylock Technologies group. 

According to Delgado Diaz (2024), Drylock Technologies recognizes the plant's 

important ownership, meaning the plants within the group are free to self-manage. 

Every subsidiary/plant can come up with its initiatives. 

In conclusion, most employees perceive the ethical business culture positively. 

In the last open-ended question, respondents were allowed to share anything related 

to ethical management and ethical business culture, the predominant comment was 

that they were completely satisfied with the conditions at this company and that 

Drylock is a company where they can be proud to be employed. 
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5 Identified Shortcomings and Proposed Solutions 

In this chapter the shortcomings based on the quantitative and qualitative research 

conducted in Drylock Technologies are identified and solutions 

in form of recommendations and measures are proposed. 

5.1 Identified Shortcomings 

The survey results don't reflect the whole reality, as the employees' perception 

of the company is based on the respondents' opinions, which can be considered 

subjective. However, the perception of employees shapes the ethical business 

culture by influencing the working environment and employee well-being within 

the company. Thus, the perceptions, opinions, and feelings of employees should be 

considered. 

The majority of statements asked in the two questionnaires were answered positively 

by managers and regular employees, and the overall perception of ethical business 

culture is positive. Even though the results from the questionnaire were answered 

positively for the most part, there are still some places for improvement regarding 

employee ethics, which would lead to a promotion of transparency, accountabil i ty, 

and awareness. 

5.1.1 Code of Ethics 

The wri t ten code of ethics is emailed to employees before the Sedex SMETA audit, 

and the document is placed on the company 's shared drive. However, the writ ten 

code is absent in production, public spaces, boardrooms, or off ices. Thus, the main 

issue is the accessibility and communication of this code. Moreover, as the current 

one was last updated in 2020, the code of ethics needs to be revised. Finally, 

shortcomings have been identif ied regarding training, as the onboarding training does 

not communicate the ethical principles and wri t ten form of the code of ethics, and 

neither does the regular ISO training (mentioned in chapter 4.2.1). 
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5.1.2 Whis t leb lowing 

The identif ied issue is the management of the whist leblowing reporting channels, 

as the HR manager is the only one who manages the Munipolis app and trust box and 

reports to the HR department. This leaves some employees with only the option 

of resolution, which may lead to unwillingness to whist leblow and may be the reason 

employees turn to their supervisor, as this concentrat ion of responsibility may result 

in delays in response times, potential bott lenecks in the reporting process, and limited 

availability as well as employees may perceive a potential bias or confl ict of interest 

in having the HR manager as the sole manager of reporting channels. 

Even though most of the employees would whist leblow to their managers or HR 

department, the results of the survey show some employees do not have trust in their 

manager, the HR department, and other internal channels and would use only 

the anonymous, independent hotline available 24/7 and managed by external 

entrusted person or agency to whistleblow, however, it is the only channel 

from the offered channels (to respondents to choose from) the company did not 

implement. 

The research also identif ied a shortcoming regarding communication of possible 

whist leblowing channels and the whist leblowing and investigation process. 

5.1.3 Communica t ion and Accessib i l i ty 

The research identif ied a perception gap between managers and regular employees 

regarding ethical management. This lack of perception indicates that managers and 

regular employees may not fully understand or recognize the importance of ethical 

management within the organization. This could be caused by various factors, 

including insufficient communication, inadequate training, or a lack of emphasis 

on ethics in day- to-day operations. 

Communicat ion of the code of e th ics 

The code of ethic's lack of physical presence in key areas where employees work 

raises concerns about accessibility. Employees may not have easy access to the code 
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when they need to refer to it, potentially leading to unawareness of ethical guidelines 

and standards. 

Communicat ion of wh is t leb lowing and t ransparency 

A significant part of managers and regular employees expressed uncertainty or 

reluctance to report unethical behavior, indicating potential concerns about 

the effectiveness or safety of whist leblowing channels. This suggests a need 

for clearer communication and assurance regarding the confidentiality and fairness 

of whist leblowing processes. 

Access ib i l i ty of e th ics management documents 

Accessibility is a shortcoming, as not all employees have their company email 

addresses and thus cannot access the company's intranet. Although the production 

operators have access to a shared computer available in production, they do not have 

time to read policy documents at work or look for something on the shared drive. 

At the same time, some employees may not be technically proficient enough 

to operate the computer. Therefore, a copy of the code of ethics and essential 

policies should be available to all employees. 

Another shortcoming is the English language of the documents produced by HQ. Not 

all employees speak English, and even if they do, their understanding of the policies 

can be limited. Therefore, a translation of all company policies into Czech is essential. 

This suggests a need for easy access to all company policies in physical and digital 

form and the Czech language. 

5.1.4 Ethical Training 

The company provides ethics training as part of ISO training during onboarding and 

annually, but the focus is primarily on Sedex SMETA requirements rather than broader 

ethical principles. This indicates a potential gap in providing employees 

comprehensive ethics training and guidance, which could negatively influence their 

engagement in ethical behavior and decision-making. The HQ develops a project 
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regarding official ethical training (Delgado Diaz 2024). However, it is essential that 

this training is formalized, regularly conducted in the plant's language, and concerns 

all employees. 

The ethics training represents an opportunity to reinforce ethics policies among 

employees through proper communication of the code of ethics, which involves 

the importance of ethics compliance, whist leblowing, and the availability of ethical 

policy documents. 

5.2 Recommendations and Measures 

The shortcomings identif ied in the previous chapter represent an opportunity 

to improve the company's ethical management practices. 

Based on the identif ied shortcomings, a formalization of ethical management and 

changes in ethical management implementation are suggested within the action plan 

(Table 2), designed with a horizon of up to 1 year, which covers the areas 

for improvement: Code of eth ics, wh is t leb lowing management , accessib i l i ty and 

communica t ion of e th ics documents and ethical t ra in ing. 

Table 2: Action plan 

O b j e c t i v e s 
O b j e c t i v e s 

c h a r a c t e r i s t i c s 

R e s p o n s i b l e 

m a n a g e r s 
E c o n o m i c e v a l u a t i o n 

C o d e o f e t h i c s 

Comprehens i ve 

rev iew and rev is ion of 

ex is t ing c o d e of e th ics This ob jec t i ve is pr imar i ly t i m e -

to ensure it re f lec ts HR d e p a r t m e n t consum ing and does not 

C o d e o f e t h i c s and commun i ca tes in coopera t i on represent any economic 

r e v i s i o n cur ren t e th ica l w i t h Qual i ty expend i tu re as it wi l l be met 

s tandards and va lues d e p a r t m e n t w i th in t h e company ' s internal 

to emp loyees + act iv i t ies . 

c rea t ion of sho r tened 

c o d e of e th ics vers ion . 
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C o d e o f e t h i c s 

c o m m u n i c a t i o n 

a n d a c c e s s i b i l i t y 

Enhance 

commun ica t i on , 

access ib i l i ty , and 

v is ib i l i ty by p lac ing 

phys ica l cop ies of t he 

sho r tened c o d e of 

e th ics in p rominen t 

locat ions such as 

p roduc t i on areas, 

boa rd rooms , and 

o f f i ces . 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Qual i ty 

d e p a r t m e n t 

Speak ing of d is t r ibu t ing 3 0 

cop ies (one c o p y for CZK 4.5) 

of a sho r t ened vers ion of t h e 

c o d e of e th ics of 2 pages, tha t 

w o u l d f i t as t w o A5 pages 

in one A 4 page and p lac ing 

t h e m on p rominen t p laces 

in c l ip f r ame (one for CZK 140) , 

t h e to ta l cos t w o u l d be CZK 

4 3 3 5 . 

W h i s t l e b l o w i n g m a n a g e m e n t 

W h i s t l e b l o w i n g 

r e p o r t i n g c h a n n e l s 

To c o m p l e m e n t 

ex is t ing internal 

repor t ing channe ls , 

imp lement an 

anonymous , 

i ndependen t hot l ine 

avai lable 24 /7 , 

managed by an 

ex terna l en t rus ted 

person or agency . 

HR d e p a r t m e n t 

A Czech c o m p a n y cal led NNTB 

prov ides A p p or w e b s i t e 

fo r anonymous wh i s t l eb low ing 

avai lable 24 /7 (wh ich can be 

c o n n e c t e d t o t h e company ' s 

webs i t e , app, or in t ranet) and 

ensures comp l iance w i t h t h e EU 

d i rec t i ve 2019/1937 and Czech 

act No. 171/2023 col l . The cos t 

of t h e s tandard packaqe , 

w h i c h p rov ides an access for 10 

admin is t ra to rs , 3 cus tom ised 

not i f i ca t ion f o rms , 1 phone 

number ( landl ine), send ing 

a t t achmen ts and avai labi l i ty 

in 113 lanquaqes, is CZK 1490 

per m o n t h . 

M a n a g i n g 

w h i s t l e b l o w i n g 

Dis t r ibu t ing t h e 

respons ib i l i ty of 

wh i s t l eb low ing 

managemen t to t h e 

HR manager , HQ, and 

eventua l ly to t h e 

ex terna l e th ics o f f icer 

or agency t o ensure 

an unb iased 

HR d e p a r t m e n t 

in coopera t i on 

w i t h HQ's R&D 

d e p a r t m e n t 

This ob jec t i ve requi res pr imar i ly 

coopera t i on b e t w e e n 

t h e subs id iary and HQ t o 

des igna te t h e wh i s t l eb low ing 

managemen t to an unb iased 

en t rus ted person or t e a m . So, 

th is ob jec t i ve can be met w i th in 

t h e company ' s internal 

act iv i t ies . Other than tha t , 

as men t i oned in t h e prev ious 
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wh is t l eb low ing 

p rocess . 

ob jec t i ve , a Czech c o m p a n y 

cal led NNTB w o u l d p rov ide 

an app or w e b s i t e fo r 

anonymous wh i s t l eb low ing 

avai lable 24 /7 , and t h e 

respons ib i l i ty to manage th is 

wh i s t l eb low ing can be 

de lega ted to a se lec ted 

en t rus ted pe rson . 

C o m m u n i c a t i o n a n d a c c e s s i b i l i t y o f e t h i c s d o c u m e n t s 

E th i cs po l i c i es 

d o c u m e n t s 

c o m m u n i c a t i o n 

a n d a c c e s s i b i l i t y 

Trans la t ion of pol ic ies 

re la ted to eth ica l 

managemen t 

deve loped by HQ in 

English to t h e Czech 

language. 

HR d e p a r t m e n t 

in coopera t i on 

w i t h HQ's R&D 

d e p a r t m e n t 

The t rans la t ion of d o c u m e n t s 

f r o m Engl ish t o Czech is 

p rov ided , fo r ins tance, by t h e 

Fox Trans la t ion A g e n c y 

company . The pr ice fo r t h e 

t rans la t ion of one s tandard 

page is 2 0 0 CZK. There is 

a max imum of 12 pol ic ies w i t h a n 

averaqe of 7 paqes . Tota l 

t rans la t ion cos t CZK 16 8 0 0 . 

Eth i cs po l i c i es 

d o c u m e n t s 

c o m m u n i c a t i o n 

a n d a c c e s s i b i l i t y 

Simpl i fy t h e p rocess 

for access ing t h e 

company ' s in t ranet 

and shared dr ives by 

c rea t ing a regular ly 

upda ted fo lder 

access ib le t o all on 

t h e shared dr ive w i t h 

a ful l vers ion of t h e 

c o d e of e th ics and all 

key eth ica l d o c u m e n t s 

fo r emp loyees t o v iew. 

HR 

managemen t 

d e p a r t m e n t 

This ob jec t i ve does not 

represent any economic 

expend i tu re as it wi l l be met 

w i th in t h e company ' s internal 

act iv i t ies . 

Eth i cs po l i c i es 

d o c u m e n t s 

c o m m u n i c a t i o n 

a n d a c c e s s i b i l i t y 

Prov ide line managers 

w i t h fo lde rs w i t h 

cop ies of t h e ful l 

vers ions of t h e c o d e 

of e th ics and o ther 

e th ics po l icy 

d o c u m e n t s avai lable 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Produc t ion 

d e p a r t m e n t 

The c o d e of e th ics (7 pages) 

and 12 pol ic ies (84) , to ta l 91 

pages. W i th 17 of l ine managers 

and t h e pr ice of doub le - s i ded 

co lor pr in t ing of CZK 9 per 

page, CZK 4 5 for fo lders , and 

CZK 65 for fo i ls , t h e to ta l pr ice 
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fo r p roduc t i on 

opera to rs ' v iew. 

of th is ob jec t i ve comes to CZK 

8 8 3 2 . 

Eth ica l t r a i n i n g 

F o r m a l i z a t i o n 

e t h i c a l t r a i n i n g s 

Conduc t of f ic ia l 

t ra in ing to all c o m p a n y 

emp loyees regular ly t o 

ensure t h e pe rcep t ion 

of t h e impor tance of 

e th ica l managemen t 

and i ts p rac t ices and 

pr inc ip les. 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Qual i ty and 

Produc t ion 

d e p a r t m e n t 

This ob jec t i ve is pr imar i ly t i m e -

consum ing and does not 

represent an economic 

expend i tu re , as it wi l l be met 

w i th in t h e company ' s internal 

act iv i t ies . 

Eventual ly , th is ob jec t i ve wi l l be 

ach ieved t h rough an e th ics 

t ra in ing p rog ram cur ren t l y 

deve loped by HQ. 

C o d e o f e t h i c s 

t r a i n i n g 

Incorpora t ing t ra in ing 

on t h e c o d e of e th ics 

dur ing onboa rd ing and 

regular eth ica l t ra in ing 

to ensure all 

emp loyees are fami l iar 

w i t h t h e con ten t and 

can ask ques t ions to 

be a n s w e r e d . 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Qual i ty 

d e p a r t m e n t 

This ob jec t i ve does not 

represent any economic 

expend i tu re as it wi l l be met 

w i th in t h e company ' s internal 

act iv i t ies . 

W h i s t l e b l o w i n g 

t r a i n i n g 

Prov ide clear 

commun ica t i on and 

t ra in ing on 

wh i s t l eb low ing 

channe ls and the 

inves t iga t ion p rocess . 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Qual i ty 

d e p a r t m e n t 

If needed , as men t i oned earl ier 

a Czech c o m p a n y ca l led NNTB 

w o u l d p rov ide pro fess iona l 

adv ice on wh i s t l eb low ing 

t ra in ing and t h e imp lemen ta t i on 

of p roper wh i s t l eb low ing 

channe ls and processes , and 

t h e cos t of t h e serv ices w o u l d 

be shared t h rough consu l ta t ion . 

Other than tha t , th is ob jec t i ve 

does not represent any 

economic expend i tu re as it wi l l 

be met w i th in t h e company ' s 

t ra in ing and c o d e of e th ics 

commun ica t i on e f fo r ts . 
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A c c e s s i b i l i t y o f 

e t h i c a l t r a i n i n g 

d o c u m e n t s 

To ensure eth ica l 

comp l iance , t h e 

eth ica l t ra in ing shou ld 

inc lude access ib i l i ty 

in fo rmat ion on t ra in ing 

and all e th ica l 

d o c u m e n t s . 

HR d e p a r t m e n t 

in coopera t i on 

w i t h Qual i ty 

d e p a r t m e n t 

This ob jec t i ve does not 

represent any economic 

expend i tu re as it wi l l be met 

w i th in t h e company ' s internal 

act iv i t ies . 

E c o n o m i c e v a l u a t i o n 

- t o t a l s u m + w h i s t l e b l o w i n g p a c k a g e (per m o n t h ) 
CZK 29 9 6 7 + CZK 1 4 9 0 

Source: own processing 

To complement whist leblowing recommendations, it is recommended to diversify 

whist leblowing management responsibilities between the company's HQ and the HR 

manager of a subsidiary, assemble a team responsible for whist leblowing 

management, or delegate the whist leblowing channel's administration to an entrusted 

external person. In terms of the investigation process, it is recommended 

to cooperate with the legal officer or department to ensure an unbiased investigation. 

Moreover, to ensure the compliance with the EU directive 2019/1937 and the Czech 

act No. 171/2023 coll. on the protection of whist leblowers, a Czech company called 

NNTB is provides professional advice on whist leblowing training and 

the implementation of proper whist leblowing channels and processes. 

Moreover, as mentioned in previous chapters, the HQ is working on an ethical training 

program. However, this program must be mandatory, collective, structured, and 

conducted on a regular basis. Regarding ethical policy training, it is also 

recommended to consider an e-learning platform. This platform allows employees 

to access training modules at their convenience, regardless of their location or 

schedule, promoting greater engagement and participation. These e-learning ethics 

trainings may involve interactive features like case studies, quizzes, and simulations. 

In addit ion to the action plan, most of the policies, whist leblowing channels, or 

foundations for ethical training already exist within the company. It is only necessary 

to complete certain aspects of implementing ethical management. The action plan's 

total cost is not high, but the company would need to invest t ime and effort and 

ensure cooperation between departments to meet the objectives of the plan. 
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After implementing the action plan, the company can measure its effectiveness using 

the questionnaires from this thesis and consequently conduct a comparative analysis 

of the questionnaire results. 

Given that the HQ of the group recognizes important ownership by plant, 

the recommendations and measures could be implemented without any 

obstacles to the Czech subsidiary or other subsidiaries in the group. 

Successful action plan implementation could positively influence the commitment 

to ethics, reflected in their responses regarding the overall ethical culture. Positive 

changes in the accessibility of the code of ethics and ethics training could lead 

to greater transparency, accountabil ity, and trust in the organization's values. 

With the implementation of an anonymous hotline and more transparent 

communication about whist leblowing channels and processes promoted through 

ethical training, the number of employees confident and willing to report unethical 

behavior and trustful in the whist leblowing investigation process could rise. Further, 

improved accessibility and communication of ethics documents, including 

translations into Czech, could enhance employees' understanding of ethical 

guidelines and their relevance to their roles, which consequently may lead to more 

informed environment and ethical decision-making. Formalized and mandatory ethics 

training, including sessions during onboarding and regular training intervals, may 

ensure that all employees are adequately trained on ethical principles and company 

policies, which could result in higher levels of awareness and compliance with ethical 

standards across the company. Positive changes in responses, such as increased 

confidence in the whist leblowing process or a better understanding of ethical 

guidelines, would indicate progress in strengthening the company's ethical 

management practices. 
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Conclusion 

Proper ethical management, prioritizing ethical conduct, and the implementation 

of ethical principles such as respect, accountabil ity, and trust contr ibute to employee 

wel l-being, risk mitigation, enhanced company reputation, and sustainable business 

practices. Employee ethics significantly impacts a company's success by shaping 

employee motivation, stakeholder relationships, employee retention, and 

engagement. Ethical behavior fosters morale, openness, and transparency, leading 

to a positive and productive work environment and legal compliance. Additionally, 

prioritizing employee ethics and ethics in general ensures long-term sustainability 

and organizational integrity, which are essential for business prosperity. 

This thesis aims to evaluate the perception of ethical culture, the state of employee 

ethics, and the degree of compliance with the code of ethics in the selected 

international company, and in case of identified shortcomings, to propose measures 

that would lead to improvement of the application of ethical management 

in the company. The research question "What is the current state of employee ethics 

and how do employees perceive the ethical culture within the selected company?" 

was explored. 

Further, there were researched the additional questions, which are answered and 

analysed in the analytical and proposal part of this thesis and summarized within this 

chapter: 

- What are the requirements of HQ on the ethical management of the subsidiaries 

in the group? 

- What are the company's existing ethics policies and programs, and how are they 

communicated to employees? 

How is the company's code of ethics set and complied with? 

How do employees feel about whist leblowing as it can pose an ethics 

management tool and an issue? 

- What measures and practices can be proposed to enhance the application 

of ethical management within the selected company, considering the identified 

shortcomings? 
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To assess the state of employee ethics and the ethical culture of Drylock 

Technologies s.r.o. and to answer all the research questions, employees' perceptions 

of employee ethics were researched by conduct ing two questionnaire surveys, one 

for managers and one for regular employees. Additionally, to explore the management 

practices and requirements given by HQ, an interview was conducted with Pieter 

Hommez and Laura Delgado Diaz - R&D managers from the Belgian HQ, in which it 

was found that HQ recognizes important ownership by the plant in terms 

of management activities. Thus, the subsidiaries can take the initiative to develop 

their ethical management practices unless they comply with the internal policies 

of HQ. 

Acknowledging the limitations of the research, as the analysis focuses 

on employee's perception of business ethics and ethical business culture, it does not 

thoroughly explore the underlying root causes of these identif ied issues. Delving 

further into the organizational dynamics, structural challenges, and historical context 

could reveal more profound insights into the challenges faced 

by the company. The research reflects the employees' perception of ethical culture 

and employee ethics, but it may not reflect the whole reality. However, 

the research indicates and evaluates the real opinions of 64% of managers and 

19% of the company's regular employees. 

The researched sample includes managers and regular employees, ensuring a diverse 

representation based on gender, age, and years of service and perception based 

on managers' different standpoints compared to regular employees. 

While there's a higher response rate from managers compared to regular employees, 

the distribution aligns with the company's demographic profile. 

Regarding the perception of the state of employee ethics, the research shows that 

most employees feel supported by the company to act morally right at work, 

indicating confidence in the company's ethical policies and practices. However, 

23% of managers and 27.5% of regular employees still express uncertainty or 

disagreement, highlighting potential gaps in communication or understanding 

of ethical expectations. Moreover, most respondents perceive employees as the 

most important asset. However, some employees suggest room for improvement 

in employee valuation and recognition as a significant amount of both managers and 
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regular employees expressed negativity or uncertainty about feeling valued 

by the company, indicating a disconnect in recognition efforts. This highlights 

the necessity for continuous improvement in employee engagement, satisfaction, 

and retention strategies. Regarding trust between managers and employees, which 

appears strong overall, there are identified managers' scepticism and concerns about 

regular employees violating ethical rules to get the job done, 

which manager's integrity can influence in sett ing the right example, workf low, and 

operations to ensure ethical compliance. 

Most respondents feel they have clear guidance in ethical behavior. However, some 

uncertainty exists, especially among managers, which can pose an issue as managers 

are responsible for promoting ethical leadership and setting the right tone at the top. 

Training in ethics and code of ethics is generally wel l-received. However, there is 

a need for more explicit communication of ethical policies and principles 

beyond Sedex SMETA requirements and enhanced wri t ten code 

of ethics accessibility. This suggests that 20% of managers disagree or 

are uncertain of the ethical expectations of the company, and 

10% of managers expressed disagreement with understanding the company's code 

of ethics and values, which again can be an issue as managers are supposed to give 

an example and set the right tone at the top. Moreover, most employees agreed 

with acting according to the code of ethics, which indicates a positive compliance 

culture or social pressure to answer positively. In addit ion, concerns about unethical 

behavior investigation suggest areas for improvement in transparency and 

accountabil ity. 

Regarding whist leblowing, a significant portion of managers and regular employees 

expressed willingness to report unethical behavior. However, a notable percentage 

is unsure or reluctant to do so. Possible concerns about fair treatment and protection 

indicate a need for reassurance and improvement in reporting channels and 

processes. Employees prefer internal reporting channels, highlighting trust 

in supervisors and the HR department. However, some employees would report only 

through an external whist leblowing platform available 24/7 and managed 

by an entrusted person outside the company, which is not a channel implemented 

within the company. Moreover, given the fact that only the HR manager manages 

the whist leblowing channels and process and as there can be the perception of bias 
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and confl ict of interest, which may cause an unwillingness to whistleblow, it is 

recommended that the company diversifies its whist leblowing management 

responsibilities between Belgian HQ and the Czech subsidiary HR manager or 

assemble a team responsible for whist leblowing management. 

The HQ acknowledges the importance of leading by example, being in touch 

with the company's employees, treating them with respect, trust, and responsibility, 

and providing a culture of integration by promoting solid social connections and 

a speak-up mentality. Overall, managers and regular employees perceive 

the company's ethical culture positively, with pride in its ethics and belief in its ethical 

operations. However, some disagreement and uncertainty still indicate potential gaps 

in leadership, consistency, communication, employee engagement, personal values 

alignment, past negative experiences, and job satisfaction and valuation. Some 

of these factors may be influenced by the company's size. The research identified 

the company's size as the biggest obstacle in improving and building a strong ethical 

culture as there are many activities and employees to be managed. 

In conclusion, while there are mostly positive aspects of employee ethics and ethical 

business culture, and the company's leadership strives for strongly value-driven, 

sustainable, and lead-by-example ethical practices, there are also areas 

for improvement. Firstly, there is a need for improved communication and 

accessibility of the code of ethics and other ethics documents, as they are not readily 

available to all employees. Secondly, whist leblowing channel management and 

communication issues raise concerns about effectiveness and trust. 

Thus, whist leblowing practices, channels, and investigation processes should be 

communicated to employees through a code of ethics and ethical training, 

and the trust of employees in the whist leblowing process should be ensured. 

Additionally, there is a lack of emphasis on broader ethical training, with a current 

focus primarily on Sedex SMETA requirements rather than comprehensive ethics 

principles, especially concerning managers who need to be trained in ethical 

management to apply ethical leadership to ensure the right tone at the top, employee 

engagement and ethical compliance. 

The proposed action plan (chapter 5) provides measures to ensure ethics training, 

availability, and reinforcement among employees through proper communication 
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of the code of ethics involving the importance of ethics compliance, whist leblowing, 

and the availability of ethical policy documents. Enhancing communication, 

transparency, ethical training, and leadership commitment to ethics can foster 

a stronger ethical culture, ensuring alignment with organizational values and 

promoting trust, engagement, and sustainability. Overall, the successful 

implementation of the action plan can positively impact various aspects 

of the company's ethical culture and employee ethics management, leading to more 

favorable responses to the questionnaires and contributing to a sustainable, 

productive, ethical work environment. 

All the shortcomings, recommendations, and measures were shared 

with the company 's HR manager in a document translated into Czech. The outputs 

were discussed in a meeting with the company 's HR manager, who will consider 

applying the proposed action plan. Additionally, as the Belgian HQ recognizes 

important ownership by the plant in terms of management practices and expresses 

support to its subsidiaries, there should be no obstacles to applying the action plan 

from the company's group perspective. 

The aim of the thesis has been fulfi l led, as the company's employee ethics and ethical 

culture have been evaluated, and all the research questions have been researched 

and analyzed. Subsequently, the shortcomings were identif ied, and an action plan 

was proposed. 

Finally, to answer the main research question, even if there are some identified 

shortcomings, the research shows that the perception of business ethics and ethical 

business culture of both managers and regular employees is positive, and 

the company strives for comprehensive ethical management. It is necessary 

to underline that ethical management is an ongoing process that requires a certain 

level of commitment and attention from the company's stakeholders. As the world 

and business environment are changing at a fast pace, there will always be some 

opportunity for improvement. 
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Appendix A Questionnaire - Managers 

Employee Ethics and Ethical Culture Assessment 

Context : In this company, adherence to ethical behavior, which includes proper and  

moral conduct, is supported by the SMETA audit and the code of ethics, which defines 

how employees should behave according to the company's ethical management and 

values. 

Demographics 

1. Gender: (single choice) 

a) Male 

b) Female 

2. Age: (single choice) 

a) 25 years or younger 

b) 26-40 years 

c) 41-55 years 

d) 56 years and older 

3. How long have you been working for this company? (single choice) 

a) Less than one year 

b) 1-4 years 

c) 5 - 1 0 years 

d) More than 10 years 

4. On what level of management are you? (single choice) 

a) Top management (Head of Department) 

b) Middle management 

c) Line management (Masters) 
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The state of employee eth ics 

5. Feeling supported to do the right thing: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I feel supported by the company to act morally right at work. 

For the company, treating employees is at least as important as profit. 

6. Trust in employees to do the right thing: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I trust my subordinates to do the morally right thing at work. 

Employees would not violate ethical rules to accomplish the work assigned. 

I can talk openly and honestly with my subordinates. 

7. Awareness and compliance with ethics and code of ethics: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I have clear guidance about what is expected of me regarding ethical behavior. 

I have been trained and understand the company's code of ethics and values. 

I act in accordance with the company 's code of ethics. 

Unethical behavior is properly investigated in this company. 

Whis t leb lowing 

8. How do you feel about reporting unethical behavior (whistleblowing)? 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

If I noticed unethical behavior, I would report it. 

I feel confident that anything I reported would be dealt with fairly. 

My supervisor and the company would protect me if I reported an ethical issue. 

9. Which method would you use to report unethical behavior? (multiple choice) 

a) I would contact my supervisor. 

b) I would report unethical behavior directly to the HR Department. 
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c) I would use the anonymous hotline (available 24/7 and managed by an 

entrusted person outside the company). 

d) I would use the trust box. 

e) I would use the Munipolis app's wish and complaint section. 

f) I would report unethical behavior on social networks (FB, IG) or websites 

(Jobs.cz). 

Percept ion of an ethical cu l ture in the company 

10. How do you, as a member of leadership, perceive the company's ethical 

culture? 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I am proud to tell people I work in this company. 

The company's management believes that the company operates ethically. 

The company sets an example for others in how we conduct our business 

(responsibly concerning the company's economics, employees, suppliers, the 

community, and the environment). 

11. What may, in your opinion, be the obstacles to building a strong ethical culture 

in the company? (multiple choice) 

a) The size of this company (a large number of activities and employees) 

b) Lack of appreciation of ethical culture among employees (they don't see the 

purpose and benefits of ethical management) 

c) Poor perception of ethical culture among employees 

d) Lack of support f rom top management 

e) Lack of transparency among employees 

f) There are no barriers. 

g) Other... 

12. In your opinion, do employees feel valued (financially and non-financially) in 

this company? (single choice) 

a) Yes 

b) No 

c) No opinion 
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Do you have anything else you want to share regarding the company's ethical 

management and culture? Feel free to share: 
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Appendix B Questionnaire - Regular employees 

Employee Ethics and Ethical Culture Assessment 

Context : In this company, adherence to ethical behavior, which includes proper and  

moral conduct, is supported by the SMETA audit and the code of ethics, which defines 

how employees should behave according to the company's ethical management and 

values. 

Demographics 

1. Gender: (single choice) 

a) Male 

b) Female 

2. Age: (single choice) 

a) 25 years or younger 

b) 26-40 years 

c) 41-55 years 

d) 56 years and older 

3. How long have you been working for this company? (single choice) 

a) Less than one year 

b) 1-4 years 

c) - 1 0 years 

d) More than 10 years 

The state of employee eth ics 

4. Feeling supported to do the right thing: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I feel supported by the company to act morally right at work. 

For the company, treating employees is at least as important as profit. 
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5. Trust in managers to do the right thing: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I trust my manager to do the morally right thing at work. 

Managers would not violate ethical rules to get the job done. 

My manager talks to me openly and honestly. 

6. Awareness and compliance with ethics and the code of ethics: 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I have clear guidance about what is expected of me regarding ethical behavior. 

I have been trained and understand the company's code of ethics and values. 

I act in accordance with the company 's code of ethics. 

Unethical behavior is properly investigated in this company. 

Whis t leb lowing 

7. How do you feel about reporting unethical behavior (whistleblowing)? 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

If I noticed unethical behavior, I would report it. 

I feel confident that anything I reported would be dealt with fairly. 

My supervisor and the company would protect me if I reported an ethical issue. 

8. Which method would you use to report unethical behavior? (multiple choice) 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I would contact my supervisor. 

I would report unethical behavior directly to the HR Department. 

I would use the anonymous hotline (available 24/7 and managed by an 

entrusted person outside the company). 

I would use the trust box. 

I would use the Munipolis app's wish and complaint section. 

I would report unethical behavior on social networks (FB, IG) or websites 

(Jobs.cz). 
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Percept ion of an ethical cu l ture in the company 

9. How do you perceive the company's ethical culture? 

(Answer each statement with: Strongly Disagree/ Disagree/ No opinion/ Agree/ 

Strongly Agree) 

I am proud to tell people I work in this company. 

Employees believe that the company operates ethically. 

The company sets an example for others in how we conduct our business 

(responsibly concerning the company's economics, employees, suppliers, the 

community, and the environment). 

Employee management percept ion 

10. In your opinion, do employees feel valued (financially and non-financially) in this 

company? (single choice) 

a) Yes 

b) No 

c) No opinion 

Do you have anything else you want to share regarding the company's ethical 

management and culture? Feel free to share: 
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Appendix C Interview transcription 

I n t e r v i e w w i t h HQ's m a n a g e r s Laura D e l g a d o Diaz a n d P ie te r H o m m e z 

In t roduct ion: 

1. Please br ief ly in t roduce yoursel f by shar ing your background w i th in the company 

and your exper iences related to ethical management . 

My name is Laura Delgado Diaz. I have worked at Drylock Technologies since June 

2023. I work in the R&D Department, and I mainly focus on sustainability project 

management. I manage, together with my colleague Pieter Hommez (R&D manager), 

all the CSR projects that come from a corporate level, involving environmental and 

social projects and governance projects that cover business ethics. (Delgado Diaz 

2024) 

Organizat ional s t ruc ture of Drylock Technologies: 

2. Regarding plant organizat ion, the company 's HQ recognizes ownersh ip by the 

plant regarding management act iv i t ies and pract ices. Each plant has i ts d i rector 

and top management responsib le for i ts act iv i t ies, pract ices, and processes. 

Regarding eth ics, each plant is responsib le for i ts ethical management pract ices. 

Is th is s ta tement cor rect? Do you wan t to add someth ing? 

No, it is a joined effort and vision. There is an overall vision but of course for the day-

to-day execution, fol low up is strongly lead by the local plants. (Hommez 2024) 

Drylock Technologies recognizes important ownership by the plant. So, each plant 

takes ownership of implementing and fol low up of overall global vision (is free to self-

manage), and every subsidiary/plant can come up with its own initiatives. Thus, there 

are several initiatives in the process of development and implementation, which is 

great because we can also apply these initiatives in other plants and learn from each 

other within the group. This f reedom promotes more like bot tom-to- top initiative 

development and implementation than top- to -bo t tom. (Delgado Diaz 2024) 
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Regarding legal responsibility, even if any ethical issue or noncompliance happens in 

the Czech Republic, in the end, it would be the responsibility of Drylock Technologies 

as a group, so the final legal responsibility goes to Drylock Technologies HQs as 

Drylock's HQs drafts all the policies which are then deployed to the subsidiaries. 

(Delgado Diaz 2024) 

Ethical management w i th in the Drylock Technologies Group: 

3. What ethical management requ i rements has the HQ for the subsidiar ies of Drylock 

Group? 

Ethics are included in different key points and set-ups. It is included in contracts, in 

code of conduct, and is globally audited by Sedex SMETA Audits and is also part of 

several audits of our customers to our plants. (Hommez 2024) 

We require the subsidiaries to conduct an ethical audit, Sedex SMETA audit, regularly. 

Each subsidiary must adhere to policies given by the HQs. Other than that, 

subsidiaries have freedom of action in terms of management. Additionally, f rom a 

group level, we are doing EcoVadis, a third-party certif ication covering all our CSR 

practices, including social and ethical responsibilities. It is an overseas documentat ion 

and reporting audit, which is the kind of documentat ion and policies we have in place 

and the information we report every year. (Delgado Diaz 2024) 

4. What are the company group's ex is t ing eth ics tools, such as codes, char ters, and 

programs? 

An implemented and regularly updated Code of Conduct, applicable to all Drylock 

Technologies subsidiaries, covers business ethics. Regarding HQ's existing policies, 

an English ethics charter is available via the company's SharePoint. (Delgado Diaz 

2024) 

Moreover, ethics and accountabil i ty play a significant role in company culture. It is 

extremely important that the right ethics is seen and done and if somebody is not 

taking ownership over these practices it is necessary to correct and adapt them. 

This is also a strong vision of management and leadership; that walks the talk. 
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This will drive a bigger change in an organisation then documents. Additional 

documents can be found and translated. As this ethics charter is a living document 

and is updated on the go it is important there is always 1 latest version available. 

(Hommez 2024) 

4.1. And how are these tools commun ica ted to employees? 

It depends on the plant's management, but it is usually communicated through 

onboarding, regular training, and internal websites. In terms of onboarding, there is a 

list of mandatory training that employees need to comply wi th. (Delgado Diaz 2024) 

5. Are there any programs, measures, or s t rategies in deve lopment or 

implementat ion that could improve ethical management w i th in the company 

group? 

Most important is that there is a continuous ongoing understanding of the ethics in a 

company in off ices and on the floor! If there is any specific "issue" there needs to be 

immediate action or fol low up. Today Sedex SMETA and additional audits of 

customers are done in plants with great scores. (Hommez 2024) 

Additionally, we are installing a learning/ training platform to further expand official 

trainings. Today there is training on company policies, but we want to make it more 

official and traceable and so as there is no official training program yet, we are 

working on implementing a more official training program. This project is in the 

development stage, but it will involve official ethical training concerning, for instance, 

the anti-corruption or ant i-competi t ive practices and the Code of Conduct. All the 

employees need to be aware of those trainings and that will be part of the onboarding 

but also communicated via different channels to current employees. Also, as soon as 

we have the final training system, it would be our goal to have multiple translations. 

(Delgado Diaz 2024) 
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Employee Ethics Compl iance: 

6. How does Drylock Technologies assess and moni tor employee eth ics and 

eth ics in general? 

First of all, on a day to day. The plant manager and HR manager spend majority of 

their t ime on the floor, talking with employees and living with them. (Hommez 2024) 

We monitor KPIs and report on them annually, the KPIs are involved in the latest 

sustainability report. (Delgado Diaz 2024) 

7. Is there a compl iance of f ice or compl iance off icer, ensur ing ethical 

compl iance? 

Drylock has not considered an entrusted person or off ice responsible for ethical 

management. The R&D department is responsible for implementing programs and 

policies. Compliance responsibility is divided between the legal, sustainability, and 

R&D departments. (Delgado Diaz 2024) 

8. Have you encountered any issues related to mainta in ing high ethical s tandards 

among employees? 

No. (Delgado Diaz 2024) But again, important is to avoid, and to monitor on a day- to ­

day basis (Hommez 2024). 

Percept ion of Ethical Cul ture: 

9. How does the company foster an ethical cu l ture among the Drylock g r o u p ' s 

employees? 

Leading by example. Being in touch with the organization, listening to people, treating 

everyone with respect and giving them trust and responsibility. Interactions, having a 

strong social connection and a speak up mentality will drive a company's ethical 

culture. The prove that this works has been showcased by Bart Van Malderen over 

several companies and decades. (Hommez 2024) 

Trough the policies published by HQ, which are linked, for instance, to diversity and 

inclusion, personal development, and some others to the speak-up policy. However, 
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each plant is a little bit different, and to manage their plant, they start incentives and 

focus on improving ethics differently. From HQ, we always support our subsidiaries' 

initiatives as much as possible whenever needed. (Delgado Diaz 2024) 

Additionally, during actual audit, auditors talk to people to understand the culture, 

behaviour, and business ethics. We see this as a higher value then having 100 

documents in place and no correct culture, behaviour, and vision. Ethics and culture 

are driven by respect, decisions, values, focus, doing the right thing. This is integrated 

in each management level. Finally, Bart Van Malderen leads by examples. (Hommez 

2024) 
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