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Abstract 

Since the turn of the century, the study of business ethics has emerged as one of the 

leading fields of research, mainly due to the many examples of ethics scandals in 

large organizations around the world. This study explores the relationship between 

reward management and ethical behaviour in the Irish banking sector.  The research 

involved qualitative in-depth interviews with three managers working in the Irish 

banking sector. The results showed that most banks reward ethical behaviour, but 

there is no consensus that rewards have a positive impact on the ethical behaviour 

of employees. Results also found that managers generally avoid using the term ' 

punishment,' but admit to its use in other forms. Based on these findings, it is 

recommended that HR managers should take responsibility in communicating 

ethical values and assessing the ethical orientation of employees with a view to 

building an ethical workplace culture in the banks. 
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1. Introduction 

Over the last two decades, ethical issues have come to the forefront of global business. This 

has been a natural consequence of the high-yielded investment and the excessive risk taken by 

banks, which culminated in the 2007-2009 financial crisis. The dot.com bubble and its subsequent 

crash in the US produced scandals at Enron, WorldCom, Qwest and many others. In the early 

2000s in Europe, the Royal Dutch Shell, once considered a symbol of ethical responsibility, was 

exposed to inflation in its production reserves (Plender 2012). 

Then, in the financial crisis that began in 2007, the conduct of US banks in the subprime 

mortgage market was shown to be scandalously greedy towards borrowers, while European retail 

banking was hampered by a series of mis-selling scandals.  Mainstream media continues to devote 

a great deal of time and effort to the ethical misconduct of public, private and third-sector 

organizations. 

The same was true in Ireland when, in March 2008, the country experienced one of the 

worst banking sector crashes in the world following the global financial crisis (Bielenberg, 2018). 

The reasons for the crash point in different directions, namely overinvestment in real estate, 

excessive leverage and undercapitalization of financial institutions, wrong incentives, overly 

complex financial instruments, conflicts of interest, and so on (Angeloni, 2014).  Over a decade 

later, there is still a great deal of scepticism and concern about the financial sector in terms of its 

ethical principles and consumer orientation (Brennan 2018). 

One of the major consequences of the financial crisis was, and continues to be, the 

breakdown of trust in the financial system. Ideally, trust should be the foundation on which the 

system operates, but numerous examples of scandals have affected the level of public trust in 
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financial institutions and, perhaps, the ability of regulators to perform their functions successfully 

(Angeloni, 2014).  As a result, society increasingly seeks to judge the performance of banking 

institutions not only by the profits they generate, but also by their roles in society on the basis of 

broader criteria such as social and environmental impacts and ethical conduct (Payne, 2012, p.95). 

Apparently, the banking industry is currently failing to meet public expectations of ethical 

conduct. This is important because the banking industry primarily deals with public and private 

funds and needs public trust and confidence in order to function effectively and efficiently.  In this 

context, it is not surprising that the most crucial issue to be addressed is the ethical dimension of 

the recent failure of financial markets and the extent to which ethical concepts could be 

implemented in the design of tomorrow's financial markets (Kuriata, 2012, p.48). 

The importance of ethical behaviour for individuals and organizations has never been more 

evident, and in recent years researchers have generated a great deal of knowledge about the 

management of individual ethical behaviour in organizations (Trevino 2006, p.951). Bishop (2013, 

cited in Enery 2017) describes ethical behaviour as "a process of reflection and communal exercise 

that concerns an individual's moral behaviour on the basis of an established and expressed standard 

of individual values." Behavioural Ethics considers how individuals make decisions when 

confronted with ethical dilemmas and involves a careful examination of the full range of emotional 

and social influences on moral behaviour (Zhong, 2011 cited in Murdoch, 2015 p.19).   

The very nature of business ethics is complex, given the different ideas, values and systems 

of belief that exist in the world today. While most people understand the ethical implications and 

agree on the significance of ethical behaviour in the collaborative functioning of society, it is often 

difficult to identify accepted standards of ethical behaviour for individuals and organizations in 



10 

 

 
 

 

 

the various complex circumstances in which they operate (Payne, 2012 p.93). 

It is important to note that there is a business case for good ethical practice. Many 

corporations realize the commercial advantage of being ethically upright, and research has shown 

that organizations with ethical workplace cultures outperform their competitors and peers in all 

categories that matter, but particularly in terms of stock price growth. According to Olson (2013), 

the stock market profits of publicly traded companies with the strongest cultures outperformed the 

stock market by an average of 20% between 1993 and 1998. Evidence shows that a positive 

workplace culture predicts shareholder value by enabling higher value creation. The ethics of a 

company's culture plays a significant role in creating and sustaining value (Cameron et al, 2006; 

cited in Olson, 2013, p.2). 

From a human resource management (HRM) perspective, it is interesting to discover new 

ways in which HR practices can contribute to discussions on ethical behaviour in the workplace. 

Most HRM studies are primarily concerned with the impact of HR practices on organizational and 

individual performance. However, recent trends suggest that HR professionals can make a much 

greater contribution to building ethical culture in organizations (Olson, 2013 p.2). This is 

particularly true since research has shown that the culture of the organization is a strong indicator 

of how much market value the firm will generate, and that organizational ethics is a vital aspect of 

culture (Taylor, 2013 p.iii). 

Reward management is an essential aspect of Human Resource Management (HRM) study 

and practice. Research has shown that effective reward management is one of the various 

organizational strategies used to align employee efforts with organizational objectives and 

ultimately improve employees and organizational performance (Prabakaran et al, 2014 p.23). 
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According to Armstrong (2009, p.733), rewarding employees involves reward management 

processes designing, implementing and maintaining reward systems aimed at improving 

organizational, team and individual performance. It also includes financial and non-financial 

benefits.  

There is a general understanding that reward and motivation are intricately intertwined, 

particularly in the business context. However, the conventional economic approach to the study of 

behaviour in markets and organizations has, from the outset, focused on a small set of rewards for 

actions that have made social interactions easier, more predictable and more manageable (Bruni et 

al, 2019, p.3). This is based on the premise that people are self-interested and behave as if they 

were exploiting a certain utility function under existing constraints (Kuriata, 2012 p.50). 

Unlike rewards, the concept of punishment has not been extensively covered by research 

and literature. The main reason for the lack of coverage on this issue is that, as a human resource 

management practice, punishment is only considered as a last resort and is often avoided, except 

in severe circumstances. When professionals commit ethical violations, they harm their clients, 

their colleagues, and often themselves and these offenders are usually punished. According to 

Hosmanek (2015, p.iv), the “theory of punishment states that punishments should be applied in 

accordance with the culpability of the offender”. Understanding the concept of punishment in 

relation to ethical behaviour is a complex issue. Individuals naturally expect that those who violate 

ethical expectations will be punished. However, if these expectations are not met, they are likely 

to lead to self-protective and potentially unethical behaviour. 

There is extensive coverage in the literature on the relationship between rewards management 

and organizational or individual performance. However, there is limited content on the reward 



12 

 

 
 

 

 

aspect and its impact on ethical behaviour in the workplace. Although there are several factors that 

have an impact on the ethical behaviour of individuals and organizations, the aim of this study is 

to explore the relationship between rewards, punishment and ethical behaviour of employees in 

the Irish banking sector. 

1.2 Research Question 

The focus of this study is following the research question: What is the relationship between 

Ethical Behaviour and Reward Management in The Irish Banking Sector? 

While there is a plethora of academic research on the impact of reward management on 

organizational performance, there is little research on its relationship with ethical behaviour. 

Similarly, little is known about the use of sanctions or punishments and the impact on the ethical 

behaviour of employees in the workplace. 

The aim of this study is to examine and understand the relationship between the independent 

variables of reward and punishment and the dependent variable of ethical behaviour within the 

Irish banking sector. This study will be of use to other scholars and experts in the field of ethics, 

human resource management and banking professionals in Ireland. 

This research provides insight into the various reward and disciplinary systems used in the 

Irish banking sector and seeks to understand the extent to which they affect the ethical behaviour 

of employees. 

 

 



13 

 

 
 

 

 

1.2.1 Research Sub-Question 

 What effect does the use of reward and sanctions have on the ethical behaviour of 

employees in the Irish banking sector? 

This research will investigate if rewards can be used to stimulate ethical behaviour among 

employees in the Irish banking sector. 

This research will also investigate the extent to which sanctions for unethical behaviour are 

implemented and the overall impact on ethical standards among employees in the Irish banking 

sector. 

1.3 Research Objectives 

1. To examine the ethical standards of the Irish Banking Sector  

2. To understand and explain the relationship between reward and ethical behaviour in the Irish 

banking sector. 

3. To understand and explain the relationship between sanctions and ethical behaviour in the Irish 

banking sector. 

4. To determine if the correct application of reward and sanctions can eradicate unethical behaviour 

among employees within the Irish banking industry. 

1.4 - Approach to the thesis in achieving the results 

The literature review is essential for the collection of relevant information that will help to 

answer the research question and sub-questions. The key concepts presented in the literature 

review were used to develop the relevant interview questions.   In this process, the evidence either 

supports, refutes or provides an alternative assumption of the title at hand. In addition to the 
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literature review, primary research has helped to validate, develop and perhaps provide alternative 

solutions to the title being tested. The conclusions and recommendations were based solely on the 

literature review and the primary data collected during this thesis. 

1.5 - Organisation of the Thesis 

This study is divided into five sections. Chapter 1 consists of the introduction and 

background of the study which has been presented above. Chapter 2 discusses the concepts of 

rewards, ethics and punishment, by critically reviewing the relevant literature on the topics. In 

Chapter 3, the research methodology and approach will be discussed in detail. Chapter 4 consists 

of data analysis and the results of the research. The final chapter includes the discussion and 

recommendations for future research.  

1.6 - Recipients for Research 

Research conducted in this thesis will be of value to a broad audience, particularly those 

working in the banking sector. Employees at all levels would benefit from research and 

information carried out and evaluated. Other stakeholders may include human resource 

management practitioners and those who may have an interest in business ethics. Students who 

are potentially future employees in financial institutions would also benefit directly from the 

research carried out here. Many topics will have generic applications across different industries 

and across different sectors. Therefore, the recipients of this research could potentially be from all 

different age groups, countries, gender, and backgrounds.  
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1.7 Limitations of the Research 

Time is the first and perhaps the most constraining factor. This researcher was limited to a 

timeframe of approximately three months to complete this thesis. Effective time management was 

therefore essential in order to meet the target dates for completion.  

There was also a knowledge limitation in this research as the researcher had sparse knowledge and 

experience on the Irish banking sector at the start of the thesis. The challenge here was to use the 

one on one mentor sessions wisely and ensure any guidance and feedback was duly noted and 

acted upon. Ensuring enough time was allocated for data collection and targeting effective 

questions helped overcome this limitation.  

Access was another limitation, the researcher tried to get as many of the respondents to the 

Irish Banking Sector Dublin, but there was a lack of willingness to provide information on the part 

of the banks when approached directly. The researcher overcame this obstacle by exploring 

networks of friends and acquaintances, as well as social media, to recruit willing participants. Also, 

the word count is another limitation, the thesis itself limited to 15,000-20,000 words,  

Objectivity is another challenge; while every attempt is made to remain as neutral as 

possible the research was written by one individual and one’s own biases may come into play. To 

overcome this, the literature review and data analysis were crucial in supporting sound judgement 

and logical conclusions. 
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Chapter 2:  Literature Review 
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2.1 Literature Review Introduction 

This section will include a detailed review of the literature on ethics and ethical conduct, 

rewards and punishment. Various aspects of each theme will be examined in detail with the 

relevant and up-to-date research cited in order to provide insight into the factors underpinning all 

three concepts. It will also include a brief description of the Irish banking sector and the issue of 

ethical compliance. At the end of the review, the reader would have been able to understand all 

three concepts and their relevance to research. 

2.2 Ethics 

There is a plethora of academic research in the field of ethics, thus it is no surprise that 

there is an abundance of definitions on the concept. Trevino and Nelson (2014, p.18) define ethics 

simply as the principles, norms and standards of conduct which govern an individual or group. 

Crane and Matten (2016, p.8), describe ethics as being concerned with the study of morality and 

the application of reason to elucidate specific rules and principles that determine morally 

acceptable course of action. Similarly, Velazquez (2014, p.15) extends this view by stating that 

ethics is a discipline that examines one’s moral standards or the moral standards of a society to 

evaluate their reasonableness and their implications for one’s life. From the foregoing, ethics can 

generally be understood to consists of values, morals, norms and standards which shape the 

thinking and behaviour of an individual or group. It deals with human behaviour that is acceptable 

or unacceptable according to conventional morality (Sifah, 2012, p.155). 

Ethical theories are broadly divided into three categories: normative ethics, meta-ethics and 

applied ethics. This research will focus primarily on normative ethics and understanding only the 
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common normative ethical theories because they are more relevant to the research topic. 

Normative ethics theories are concerned with the norms, standards or criteria that define principles 

of ethical behaviour (Evans and Macmillan 2014, p.27 cited in McCartney and Parent 2015). 

Normative theories tell us not only what we should do, but also why we do things that might seem 

irrational in some instances to what we believe would be an ethical decision.  

There are three most prominent normative ethical theories: consequentialist theories 

(Teleology), duty-based ethics (deontology) and virtue ethics. The consequentialist approach to 

ethics is primarily concerned with the implications and consequences of decisions or actions. 

Utilitarianism is commonly associated with the consequentialist approach. The utilitarian view 

holds that actions and policies should be evaluated based on the benefits and costs they will impose 

on the society (Velazquez, 2014 p.84). Deontological ethics is largely based on abstract universal 

ethical values and principles (Trevino and Nelson, 2014 p.42). It encompasses the duties and rights 

of the individual and how it impacts their moral behaviour. Virtue ethics focuses on the individual 

qualities or virtues as the object of analysis. The basic notion of this theory is that only individuals 

who possess virtuous characters can make sound ethical decisions or actions and the development 

of virtues is the first step towards moral uprightness (Crane and Matten 2016, p.114).  

2.2.1 Business Ethics  

Ethics as a discipline consists of many branches. For the purpose of this research, the main 

area of focus will be on the ethics of business. Business ethics involves the study of business 

situations, activities and decisions where issues of right and wrong are addressed (Crane and 

Matten 2016, p.5). Velazquez (2014, p.15) defines the concept as a specialized study of moral right 



19 

 

 
 

 

 

and wrong that concentrates on moral standards as they apply to business institutions, 

organizations and behaviour.  

Over the last three decades, the study of business ethics has come to prominence as 

academics and professionals have devoted time and resources to increase the content in literature 

on business ethics. Many of these studies revolve around issues in relation to leadership, 

managerial decision making, corporate social responsibility and overall corporate structure. The 

increased attention given to this area of study is mainly due to the many examples of breaches in 

ethical conduct by big organizations over the period. This renewed ethical concern represents the 

recurrence of an established issue: the lack of ethical behaviour exhibited by many individuals in 

positions of responsibility (Geeta, Pooja and Mishra, 2016).  

Given the intense public scrutiny, it is not surprising that companies have tried to 

institutionalize ethics through a variety of structures, policies, and procedures. One of the many 

ways which financial institutions have sought to achieve this, is through the introduction of ethics 

trainings and compliance programs. These programs are aimed to enable employees identify and 

manage ethical issues developing their moral intuitions, which are implicit in everyday choices 

and actions. At the same time, ethics training activities aim to enable all organisational members 

to understand, share and apply the values stated in the code of ethics (Sacconi, de Colle and Baldin, 

2002).    

An important question that often arises in discussions about ethical behaviour in the 

corporate world today is whether ethics can be taught or learned? In the late 1980s, the Wall Street 

Journal published an editorial stating that ethical courses are useless because ethics cannot be 
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taught (Velasquez et al, 1987). Many critics argue, in line with this view, that it is difficult to 

change habits, beliefs and values, and that change should not be the primary goal of a course of 

ethics. The primary objective should be to teach people accepted ethical behavioural systems. On 

the other hand, there is a consensus among many scholars and psychologists that ethics can be 

learned and taught. They argue that ethics are is extension of a person’s conscience and moral 

behaviour and, therefore, is learned through personal experiences and influences (Sheppard, 2018). 

According to Beach (2017), the development of ethical judgment continues throughout life in a 

series of mutually reinforcing experiences and the application of learned ethical principles can 

successfully alter and improve lives (Beach, 2017). It is important to note that although the 

institutionalization of ethics has become popular in many countries, there are still many corporate 

scandals that have taken place to date. 

Another area of major significance in this discussion deals with the measurement of ethics 

or ethical behaviour. It is surprising that despite the ever-increasing content in the field of business 

ethics, there is still no generally accepted tool or indicator used to measure ethical behaviour.  In 

fact, report published by the Chartered Institute of Internal Auditors (IIA) in 2016 found that while 

94 FTSE 100 companies mentioned ethics in their 2014 annual reports, only 23 had a way of 

measuring their ethical behaviour (Torrance, 2016). To address this challenge, scholars have 

adopted the use of self-assessment tests, peer reviews, simulations of decision-making scenarios, 

behavioural games, survey questionnaires with rating scales and structured interviews.  

Newstrom and Ruch (1975, cited in Credo, Ianuzzi and Armenakis, 2010 p. 6) is widely 

regarded as the first attempt to create a measure of employees observed unethical behaviour. Their 

scale consists of 17 items and compiled using a review of managerial ethics reports. The scale is 
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criticised for being unidimensional due to its limited focus on managerial ethics and not including 

measures of internal reliability and content validity (Credo, Ianuzzi and Armenakis, 2010 p. 6).  

Arguably, the most popular ethics assessment tool is the ethical work climate questionnaire 

developed by Victor and Cullen (1988, 1993 p.667). The questionnaire measures the ethical 

climates at individual and organizational levels of analysis using items derived from different 

normative themes, including psychological theories of moral development based on egoism, 

benevolence, and principle (Credo, Ianuzzi and Armenakis, 2010 p. 6).    

More recently, Tsalikis and Seaton (2006) proposed the Business Ethics Index (BEI). The 

BEI assesses the perception by consumers of the ethical climate in an economy through a telephone 

survey and interprets the results along two dimensions: a personal-vicarious dimension and a past-

future dimension (Tsalikis and Seaton 2006, cited in Feron 2014, p.89). The questions are 

answered on a Likert scale. The criticisms against this approach is that its results are one 

dimensional since it only considers consumers opinions. Also, it does not explicitly define what 

constitutes ethical behaviour (Feron, 2014 p.89).  

Yet another attempt to objectively measure the ethical performance of organizations is the 

Global Business Ethics Survey (GBES) published by Ethics and Compliance Initiative (ECI) four 

times per year and serves as a barometer for global workplace ethics (Ethics and Compliance 

Initiative, 2018).  The ECI is “the leading provider of independent research about workplace 

integrity, ethical standards, and compliance processes and practices in public and private 

institutions.” The GBES consists of a multi-country poll of employees (13 countries in the 2018 

GBES) (Ethics and Compliance Initiative, 2018) used to extrapolate statistics on issues like 
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mistreatment of employees, especially abusive behaviour, sexual harassment and discrimination, 

whistleblowing, corporate ethical culture etc. The results are presented in numerical (percentage) 

and graphical form. While this may provide a certain level of clarity on ethical behaviour, the 

outcomes of this survey may not be completely reliable or valid due to the less objective mode of 

data collection.  

Self-assessments of (un)ethical behaviours have been criticized for being prone to socially 

desirable response bias (Brown & Treviño, 2006 cited in Credo, Ianuzzi and Armenakis, 2010 

p.5). Just because an individual answered a few questions or ticked some boxes does not mean 

they behave ethically. Others argue that unethical behaviour is generally difficult to measure 

because it is usually kept hidden for fear of punishments. Given the problems associated with self-

report measures of ethics, many ethics assessment tools utilize third person rating scales. These 

ratings involve a variety of sources, selected from employees, peers, clients, or the public (Credo, 

Ianuzzi and Armenakis, 2010 p. 5).  

Nevertheless, Goyder (2016), outlines possible indicators than could be used to measure 

an organizations ethical culture, namely:   employee satisfaction, employee behaviour and decision 

making – clearly linked to sanctions, the organization’s need to hire and fire against their values, 

possibly using a contract related behavioural framework linked; rewards and incentives related to 

ethical conduct and decision making – part of performance objectives; customer satisfaction and 

relationships with stakeholder groups. What is clear is that measuring ethics in a thorough and 

objective way is at best extremely onerous and at worst impossible (Torrance, 2016). 
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2.2.1.1 Ethics in Finance 

Within the scope of business ethics lies another subset of general ethics known as ethics of 

finance. Finance is broadly concerned with the generation, allocation and management of 

monetary resources for any purpose. This includes personal finance, through which individuals 

save, invest, and borrow money; corporate finance, by which corporate enterprises raise and 

deploy capital, primarily through the use of stocks and bonds, to engage in economic production; 

and public finance, whereby governments generate and spend revenue through taxation, fees, and 

borrowing to provide services to the public. These activities are enabled by financial markets, 

where money and financial instruments are traded, and by financial intermediaries, such as banks, 

exchanges, and other financial services providers, which facilitate financial transactions 

(Boatright, 2018, p.1). Therefore, financial ethics consists of the moral norms that apply to all 

financial activity. While recognizing the importance of financial markets, the number of financial 

ethics publications is very limited compared to the large number of publications on bioethics, 

medical ethics and other fields (Stückelberger, 2012, p. 43). 

Ethics and finance were once interwoven. In fact, Adam Smith widely considered as the 

patriarch of economics was also a moral philosopher. Although the two fields have diverged over 

the last century, they remain linked together (Bruner, 2006 p.2). It is of great importance that 

finance is conducted according to ethical standards, not only because of the significant role that 

financial activity plays in the personal, economic, political, and social realms, but also because of 

the possibilities for large financial gains that may tempt people to behave unethically (Boatright, 

2018, p.1).     
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2.2.2. Ethical and Unethical Behaviour 

Many people today no longer believe that absolute right or absolute wrong exists. Sharp 

contrasts and black-and-white distinctions are not always easy to accept in a society in which 

relativism is the order of the day, everything is relative a matter of degrees. This makes its 

increasingly difficult for individuals to make sound ethical choices amid complex problems and 

situations.   According to Trevino, Weaver and Reynolds (2006, p.952), behavioural ethics refers 

to individual behaviour that is subject to or judged according to generally accepted moral norms 

of behaviour. It is primarily concerned with explaining individual behaviour that occurs in the 

context of larger social prescriptions.  

Therefore, ethical behaviour in the workplace means that employees in fulfilling their 

responsibilities will behave in a way that not only does not violate any formal standard, but also 

in the absence of standards, knowing that acting in a certain way is not right even though it is 

formally allowed, the individual may behave similarly in pursuit of the common good. According 

to Viana (2012), the fact that ethical behaviour is triggered primarily by the inherent resources of 

each individual and their values, rather than by formal rules, leaves room for different 

interpretations in terms of what can be considered ethical behaviour. This variety of criteria allows 

for individuals to behave according to their own understanding of ethical behaviour grounded on 

their own values and therefore difficulties arise in reaching consensus (Viana, 2012, p.137). 

There are a variety of theoretical and empirical studies which identify factors and variables 

that impact ethical behaviour. Generally, ethical and unethical behaviour in the workplace can be 

understood from an individual and organizational perspective. One of the earliest explanations for 
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unethical behaviour can be found in the rational choice paradigm developed by economists. This 

view holds that individuals are self-interested (egoistic) and that they behave rationally when they 

seek to maximise their own interests and minimize their losses. The theory contends that if the 

benefits of unethical behaviour outweighs the costs, then the individual will potentially behave 

unethically (Piliavin et al. 1986, cited in Waheeduzaman and Myers, 2010, p.156).   The problem 

with this behavioural assumption is that it runs contrary to the ideas of trustworthiness, loyalty, 

fidelity, stewardship, and concern for others and it undermines the traditional principal-agent 

relationship by creating conflict of interest (Sifah, 2012, p.156). 

Another prominent model for outlining the research on individual-level ethical decision 

making and behaviour is James Rest’s (1986 cited in Trevino, Weaver and Reynolds, 2006, p.953) 

four-component analysis, which distinguishes among moral awareness, judgment, intention, and 

moral behaviour. Most of the research on ethical behaviour generally validate this model and test 

the impact of a wide variety of factors on the decision process. 

Building on Kohlberg’s cognitive moral development model, Trevino (1986) developed 

the Person-Situation Interactionist Model which stated that ethical decision making in 

organizations is explained by the interaction of individual and situational components and the 

individual's cognitive moral development stage determines his or her process of deciding what is 

right or wrong in an ethical dilemma. 

Other researchers have adopted a more contextual approach to explaining ethical 

behaviour. T. M. Jones (1991 cited in Geeta, Pooja and Mishra, 2016) proposed an issue contingent 

model that included a new construct he coined moral intensity. He identified six dimensions of 
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moral intensity: magnitude of consequences, concentration of effect, probability of effect, 

temporal immediacy, social consensus, and proximity (Trevino, Weaver and Reynolds, 2006, 

p.954). In Jones’ view, issues with high moral intensity are more noticeable, and thus gain the 

individual’s attention and are more likely to be identified as ethical issues. 

Bandura (1999), argued that most individuals are guided by personal standards of ethical 

behaviour.  These standards play a self-regulatory role by guiding ethical behaviour and deterring 

misconduct. Thus, ethical conduct is regulated largely through “anticipatory self-sanctions” that 

keep behaviour in line with personal standards and help the individual avoid unethical behaviour 

that would lead to self-disapproval. 

Woiceshyn (2011, p.311) introduced a model based on the interaction of reasoning, 

intuition and moral principles. He argued that both reasoning (conscious processing) and intuition 

(subconscious processing) interact when decisions are made by forming, recalling and applying 

moral principles. Furthermore, it is argued that decision-making involves spiralling between the 

two levels of processing when identifying moral dilemmas and applying moral principles and 

accessing and using subconscious information about them.  

Of the individual factors, gender, ethical philosophy (such as universalism and relativism), 

locus of control (LOC), and religion most consistently showed a direct effect on ethical behaviour 

(Woiceshyn, 2011, p.313). For example, empirical studies by Trevino and Youngblood (1990) 

found that an individual’s locus of control may impact on ethical behaviour either directly or 

indirectly. Similarly, Shapeero et al. (2003 cited in Geeta et al 2016) found that individuals with 
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external LOC were more likely to behave unethically and internal individuals were less likely to 

behave unethically.  

Paine (1994) asserted that ethics is as much an organizational issue as an individual issue 

because the character flaws of individuals do not fully explain ethical misconduct. It's just not the 

case of "one bad apple spoils the bunch," sometimes the barrels can be bad, too. It is also stated 

that the organization plays a significant role in shaping the ethical behaviour of its employees 

through its corporate culture and strategy. 

From an organizational standpoint, the major factors which may impact ethical behaviour 

include codes of ethics, ethical culture, and rewards and punishments (Woiceshyn, 2011, p.313). 

The relationship between ethical behaviour and code of ethics provides mixed results. While a few 

studies discovered that there is no significant relationship between ethical behaviour and code of 

ethics (Sims and Keon,1999), most of the review concluded that code of ethics influenced ethical 

behaviour directly or indirectly. Ferrell and Weaver (1998 cited in Geeta, Pooja and Mishra, 2016) 

argue that existence and enforcement of code of ethics has no relation with ethical conduct. 

Peterson (2002) rejects these findings and concluded that codes of ethics were associated with less 

observed unethical behaviour. Similarly, Greenberg (2002) found individuals who worked in 

organizations with a corporate ethics program behave significantly less unethically than 

individuals who do not work at an organization with an ethics program (Geeta, Pooja and Mishra, 

2016 p.4).  
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Various factors which may have an impact on ethical behaviour in both the individual and 

the organizational contexts have been analysed. However, the following sections of the literature 

review will take a deeper look specifically at rewards and penalties for ethical conduct. 

2.3 Reward 

The concept of rewards has gained much significance in recent times and has captured the 

attention of researchers and managers in organizations. It is widely believed that an organization’s 

most important assets are its people (Guningle, Heraty and Morley, 2006 p.1), however, people 

can only be effective and efficient when they are properly motivated. Therefore, organizations 

have realized the importance of motivating their employees for better performance using effective 

reward management.  

Reward management is concerned with the formulation and implementation of strategies 

and policies in order to reward people fairly, equitably and consistently in accordance with their 

value to the organization (Armstrong, 2009 p.736). It involves the development of reward 

strategies and the design, application and maintenance of reward systems (reward processes, 

practices and procedures) aimed at fulfilling the needs of both the organization and its 

stakeholders. The most effective reward systems are aligned with the needs of business and staff 

and reflect the purpose and performance of the organization (Cotton, 2018). 

Rewards have been broadly classified in the literature into two categories, extrinsic 

(financial) and intrinsic (non-financial) rewards. Extrinsic rewards refer to the individual’s 

physical benefits such as pay, wages, bonuses, and career development opportunities. In contrast, 

intrinsic rewards refer to the rewards that come from the job content itself and encompass the job's 
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motivational characteristics such as autonomy, role clarity and training (Salah, 2016 p.4).  Baron 

(1983, p.123) further identifies some distinctions between the two types of rewards by stating that 

extrinsic rewards may include tangible or external rewards such as incentives, promotions, job 

security, service contract, allowances and insurance. While intrinsic rewards or intangible 

psychological rewards may include additional elements such as appreciation, meeting new 

challenges, employers' positive and caring attitude, job rotation, sense of achievement, 

professional growth, and individual recognition. 

There is a wealth of research on the impact of rewards on the performance of individuals 

in an organization. However, there is no consensus on the nature of the impact as results from the 

studies are divided on the issue. Some argue that the best way to boost employee performance is 

to focus on extrinsic rewards. Garlick (2009 cited in Salah, 2016 p.5) supports this view based on 

an online study of 1913 full-time employees who were asked to rank 14 potential performance 

rewards in order of preference. The research concluded that three out of four people (74%) 

surveyed listed cash bonuses as the most preferred incentive and nine out of ten (89%) listed cash 

bonuses within their top three preferences. 

While it may be true that extrinsic monetary rewards could lead to improved performance 

and productivity, some other research findings countered this notion. In his series of studies, 

Spreitzer (2006 cited in Salah 2016 p.5; Pink, 2010) concluded that extrinsic rewards such as 

bonuses, pay increases and awards can be detrimental to innovation. A similar finding was cited 

in the work of Perry, Mesch, and Paarlberg (2006), which concluded that financial rewards are not 
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the most motivating factors and that financial rewards can have a de-motivating effect among 

employees.  

At the other end of the spectrum, some researchers have argued that, intrinsic rewards serve 

as stronger motivator and consequently tend to increase employee productivity. In addition to this 

view, literature has cited that people perceive rewards differently. This is especially the case 

concerning buffering effects, which may depend on the nature of rewards and the context in which 

the rewards are being offered (Byron & Khazanchi, 2012). Shore and Shore, (1995 cited in Salah 

2016 p.7), stated that employees who experience and receive recognition for their work are more 

likely to have a better perception of their job, their workplace, and their employer, and thus have 

positive contributions to the organization and its overall goals. Peterson and Luthans (2006) argued 

that intrinsic non-financial incentives in organizations are most closely associated with recognition 

and performance feedback and non-financial recognition incentives do not have extensive 

theoretical foundation as that of money. 

2.3.1 Rewards and (Un)Ethical Behaviour 

There is a consensus on the fact that rewards are a useful tool for achieving employee 

engagement and improved organizational performance. However, empirical evidence regarding 

under which conditions rewards are most effective or lead to unintended consequences is still 

scarce. In fact, Gupta & Shaw (2015 cited in Antoni et al 2017, p.57), argue that compensation 

and reward systems remain one of the most under-researched areas in personnel psychology and 

human resource management.  
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Understanding rewards in relation to ethical behaviour presents a complex issue. Trevino 

and Youngblood (1990, cited in Trevino 2006, p.966), argue that rewarding ethical behaviour does 

not necessarily increase that behaviour, because the presence of the reward can decrease the 

intrinsic value of ethical behaviour. This is in contrast with the mainstream economic models 

which argue that individuals are rational, self-interested actors who are willing to engage in a task 

if more incentive is provided (Treviño et al. 2006, p.963; Pink, 2010).   

Ideally, acceptable ethical behaviour should be the norm of business life and society and 

should not require a reward system. However, the fact that unethical behaviour has plagued and 

continues to beset the finance industry, proves that it is not enough to rely solely on the goodwill 

of individuals to recognise and promote good conduct. Therefore, Payne (2012, p.104) argues that 

rewarding good ethical behaviour may promote higher ethical standards since its participants are 

unarguably motivated by financial incentives. 

Omarova (2018, p.812) outlines the relationship between norms, rewards and business 

conduct by explaining how norms and values— whether derived from law, market, or ethics—

translate into conduct through the mediating mechanism of individual and collective rewards. She 

further asserted that rewards systems emerge in response to different factors which reflect different 

internal and external dynamics. While some of these incentives are formally established within the 

organization in line with its internal governance procedures; others naturally emerge as informal 

mechanisms of group approval or disapproval. For example, if companies aggressively making 

high short-term profits constantly outcompete firms focused on long-term sustainability, other 
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companies operating in that market will be under pressure to structure its rewards system to 

maximize its own short-term performance (Omarova, 2018, p.812). 

Some scholars have argued that increased focus on extrinsic (financial) rewards with the 

aim of boosting employee motivation and performance can have some unintended effects on 

employee behaviours. One of the effects of financial incentives has been that individual pay-for-

performance (pfp) decreases cooperation and might even increase unethical behaviour, such as 

harming others or sabotage (Gerhart & Fang, 2014). The danger here is that, the prospect of a large 

bonus for achieving a certain goal may signal that reaching the goal is all that matters, regardless 

of the method used to get there. Gläser, van Gils, and Van Quaquebeke (2017 cited in Antoni et 

al, 2017 p.58) contribute to this debate and show, with varying study designs, that the degree of 

individual trait and state of competitiveness can influence how employees perceive pfp and react 

to it with unethical behaviour.  

In recent times, business scandals have shifted the ethical and financial risk-taking of 

employees and managers as well as the impact of rewards to the forefront in both academic and 

public debates. Research on risk management has shown that age and financial and ethical risk-

taking are related. Ceschi et al, (2017) contribute to this by analysing whether perceived intrinsic 

rewards moderate and mediate this relationship. They compare the moderating effects of 

recognition, job security, and promotion rewards on the relationship between age and financial and 

ethical risk taking among managers of Italian companies. They discovered that young managers 

are more likely to take financial and ethical risks than senior managers. Moderation analysis 

indicate an interaction effect of promotion, rewards and age: Low job promotion opportunities 
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seem to be a key factor in the decision of young managers to take financial risks and behave 

unethically, whereas there was no relationship between age and risk taking when high job 

promotion opportunities were perceived. Findings also indicate that job security and promotions 

partially mediate the relationship between age and ethical risk taking. 

Viana (2012, p.139) agrees that the structure of reward systems can cause individuals 

within the organization to behave unethically especially when individuals feel pressured to meet 

very high targets, which makes them feel compelled to behave unethically. In his view, reward 

systems and ethical behaviour in the financial sector can co-exist but only when rewards systems 

are designed in such a way that individuals who share the values of the organization won’t be 

compelled to misbehave for not being able to achieve predetermined goals. 

Without any doubt, the use of rewards is very important in the financial industry in general, 

either as monetary rewards or as promotional opportunities. They are used to align the objectives 

of the employee with that of the organizations. Consequently, rewards guide the behaviour of 

individuals who strive to attain their goals, often with little or no regard for their behaviour from 

the ethical point of view if they do not violate any legal, regulatory or internal standard to the 

institution. This means that individuals may be subject to a system so demanding that they behave 

unethically in order to reach their predetermined objectives. Some examples of unethical 

behaviours that may occur in these situations are abuse of available information, abuse of client 

funds, and inappropriate attitudes towards colleagues (Viana 2012, p.139).  
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2.4 Punishment, Discipline and Deterrence  

In the current business environment and indeed for many years, workplace punishment has 

not received considerable attention. This is largely due to the prominence of positive 

organizational phenomena which focuses on how organizations develop employees, foster vitality 

and resilience, unlock potential, and pursue what has come to be known as ennobling behaviour 

(Dutton & Sonenshein, 2009; Luthans & Youssef, 2007). As a result, there has been a tendency to 

minimize the importance and contributions of negative behaviours including discipline, negative 

sanctions, penalties, aversive control, and correction.  

Punishment has not been favourably reviewed by organizational psychologists and human 

resource managers for several reasons. First, it is thought that the use of punishment by an 

employer can lead to undesirable emotional side effects (such as anxiety, or passivity or 

withdrawal). In addition, employees might attempt to escape or avoid (e.g. turnover, absenteeism), 

or show aggression (e.g. sabotage) towards the punishing agent. It is believed that the immediate 

emotional response to punishment may cause temporary reduction in productivity and quality of 

work (Armstrong, 2003). However, more recent evidence suggests that despite its complex effects 

on behaviour, punishment can be effective. In fact, it has been used successfully in clinical and 

laboratory settings as well as in organizational situations (Arvey, Davis, & Nelson, 1984; 

Podsakoff & Todor, 1985).  

Despite the widely held view that workplace punishment should be avoided, and that 

positive reinforcement should be emphasized, it remains an important aspect of almost all 

managers' jobs (Butterfield et al, 2005). Miner and Brewer (1976 cited in Von Bergen and Bandow, 
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2016) study showed that 83% of the companies they surveyed used punishment or threats of 

punishment to deal with employee problems. Sims (1980) suggested that "managers eventually do 

use punishment even though they may be reluctant to admit it". This is due to the non-humanitarian 

aspects invoked by the thought of punishment as a motivator and the beliefs consistent with human 

relations and human resources approaches which suggest that punishment is less effective than 

positive reinforcement and it also results in undesirable side effects. However, there is little 

empirical evidence to back up these criticisms. 

One noteworthy criticism raised about the use of punishment concerns its morality, is it 

moral to punish another individual? It is important to state here that punishment can be 

conceptualised in two varieties- retributional and past oriented or corrective and future oriented. It 

could be assumed that punishment which is intended to attain revenge is less ethical compared to 

punishment intended to prevent a person from behaving in an undesired manner in future (Pinder, 

2014 p.439). 

Punishment is often considered to be synonymous with discipline. Authors who have 

attempted to differentiate between the two concepts have diverse opinions. For example, Agulanna 

and Awujo (2005) contend that punishment is a function of discipline by describing discipline as 

having dual nature — preventive and punitive.  According to them, punishment is preventive when 

discipline is used to sharpen the awareness of employees regarding organizational rules, and it is 

punitive when persistent violation of the rules forces the organization to exert some tougher 

measures on the employee involved. Slim (2013) noted that discipline and punishment are different 

and have separate outcomes for employees and distinct impact on the organization. He argued that 
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any measure that sentences and abuses a worker is punitive not disciplinary because discipline is 

expected to be used for correction. 

According to Chion (2004), the successful management of the balance between punishment 

and high performance is influenced by several factors like the manager and employee personalities, 

workplace situations, pressures, as well as effective management techniques and strategies. The 

study showed that a large number of managers find it difficult to address performance and 

discipline since dealing with underperformers require a unique skill set, a combination of conflict 

resolution techniques, an ability to empathize, high levels of emotional intelligence and an 

understanding of the impact of the legislation (Iheanacho, Edema and Ekpe, 2016 p.17).  

Crete (1995 cited in Iheanacho, Edema and Ekpe, 2016 p.17), further substantiated this 

view as he argued that there is a synergy between discipline and corporate performance. He notes 

that performance feedback has a major impact on the disciplinary system as it holds employees 

accountable for their actions. With his “Performance Assessment Guide (PAG)”, he stresses the 

need for organizations to ensure that job roles and requirements are clearly communicated, 

employees receive feedback on performance and job standards are set. The guide also emphasizes 

the idea that if job standards are clearly defined then an employee is liable to receive ongoing 

performance feedback otherwise, it is the responsibility of the manager to investigate reasons. 

Following investigation, an action plan may be created, implemented and or modified, and it is at 

this point that discipline may be considered. Punishment is only employed as the last resort when 

other procedures have been used and the employee has failed to show any improvement in 

performance and behaviour. 
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2.4.1 Punishment and (Un)Ethical Behaviour 

The use of punishment in the workplace by managers and supervisors to address employee 

misconduct continues to be a common practice and involves the presentation of some unpleasant 

event or removal of a positive event following an undesirable employee behaviour. Punishment is 

necessary in order to prevent or deter breach of ethical conduct (Arvey & Ivancevich, 1980; 

Carlsmith et al., 2002 cited in Hosemanek 2015, p.20).  Misconduct is defined according to 

Trevino (1992), as behaviour that does not meet the moral or technical standards of the punishing 

agent. Therefore, employee theft, drug or alcohol abuse, lateness, excessive absenteeism or sick 

leave use, insubordination, and below standard work performance may all qualify as misconduct.  

There is a complex relationship between punishment and ethical behaviour. Studies have shown 

that weak sanctions may be worse than no sanctions at all, partly because the presence of sanctions 

makes it more likely that people will see a decision in a narrowly business- driven way. 

(Tenbrunsel and Messick 1999, cited in Trevino and Weaver 2006, p.966). 

Another notion about the effects of punishment is that it generalizes to discourage 

behaviours which are like those being punished, but that are not intended to be discouraged. For 

instance, punishing an employee for being rude to a customer might generalize to reduce the 

possibility that the employee will act in the same way towards suppliers and competitors (Pinder, 

2014, p439). 

It is important to note that the majority of employee handbooks and organizational policy 

and procedural manuals give considerable discussion of sanctions and disciplinary procedures to 

employees. A significant number of managers report that they sometimes find it necessary to use 
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penalties ranging from verbal reprimands to employee suspensions or dismissals (Von Bergen and 

Bandow, 2012). In addition, many observers recognize the importance of punishment when it is 

used properly. 

Another relevant approach in understanding punishment and unethical behaviour in the 

workplace is deterrence theory. Initially made prominent in the field of criminology and military 

disputes, this concept has been applied in the corporate realm. Deterrence theory holds that an 

individual’s likelihood to behave unethically is related to the perceived risk of being caught and 

the severity of the punishment if caught (Young and Zhang 2007, cited in Waheeduzaman and 

Myers, 2010, p.158). Simply put, if an individual feel that being caught in an unethical action is 

likely and the punishment for such action is severe, the individual will be less inclined to engage 

in such an act. Staubus (2005 cited in Waheeduzaman and Myers, 2010, p.158), agrees with this 

view by noting that only managers fear of being caught and punished can serve as a real deterrent 

to financial fraud and other unethical behaviour.  

Podsakoff, Podsakoff, and Kuskova, (2010) contend that linking punishment to poor 

performance or unethical behaviour can improve group performance, decrease unwanted 

behaviours, and increase employee engagement. In contrast, Viana (2012, p, 139) argues that 

punishment for poor performance could lead to unethical behaviour of employees particularly in 

cases where the goal is so high and the penalty for not achieving it is so great as to push the 

individual to behave unethically to avoid punishment (such punishments may include loss of 

promotion, suspensions or having to leave the institution).  
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One interesting criticism against the use of punishment in the workplace has been that it 

never completely eliminates a behaviour.  Instead, it has been assumed that punished behaviour 

tends to disappear only when the punishing agent is present, and it often reappears once the 

individual is not being monitored. This implies that managerial systems based on punishment 

require much supervision and all the costs associated with it (Pinder, 2014, p.439). Nevertheless, 

the effective use of punishment and sanctions sends a clear signal to employees about what is 

unacceptable. Employees who deserve but do not receive punishment, on the other hand, provide 

an example to others that such behaviour will not be disciplined. This is a dangerous signal that is 

likely to encourage the same types of behaviours leaders want followers to refrain from exhibiting. 

Therefore, punishment should not be automatically eliminated as a tool to motivate and redirect 

workers. 

2.5 Compliance  

According to the Concise Encyclopaedia of Business Ethics, “compliance generally refers 

to a company’s or a businessperson’s conformity with relevant laws and regulations—that is, 

following the rules set out by government” (MacDonald and Marcoux, 2013). In its slightly 

broader sense, compliance may also refer to the norms, values and ethical expectations set by the 

organization and its management practices (Olson, 2013, p.6).  

Since the turn of the new millennium, there have been many examples of ethical 

misconduct leading to the collapse of big corporations, from Adelphi (US, 2001) to Tyco (US, 

2002), One.Tel (Australia, 2001) and Parmalat (Italy, 2003) to mention a few. The pervasiveness 

of unethical conduct indicates that the remedies offered in the ethics and management literature, 
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as well as the actions taken by organizations in recent years, have not yielded the desired level of 

ethical behaviour (Baucus and Beck-Dudley, 2005, p.355).  

As a response to the ethical lapses there has been a proliferation of prescriptive legislation, 

governance codes and compliance measures (Payne, 2013 p.6).  For example, the U.S. Sentencing 

Guidelines, enacted to drive firms into establishing effective compliance programs to prevent or 

address corporate wrongdoing, led to the development of codes of conduct, hotlines for 

whistleblowing, ombudspersons, ethics training, compliance officers, and so on (Baucus and Beck-

Dudley, 2005, p.355). However, recent scandals prove that there is a gap between the values stated 

in the codes of conduct and the ones employees implement or act on (Arbizu, 2016).  

While some authors and observers argue for increased regulation as the only solution for 

the efficient operation of the current system, other observers believe that the regulatory reaction 

has actually served to aggravate the problem by creating a risk management culture rather than an 

ethics based culture (Payne 2013, p.96). In fact, the United States Justice Department voiced 

concerns that the Sentencing Guidelines, and the ethics compliance systems they adopted, have 

prompted adherence to the letter but not the spirit of the law (Allenbaugh, 2001 cited in Baucus 

and Beck-Dudley, 2005, p.355). 

There is no doubt that regulation of the banking industry by formal regulatory mechanisms 

(self and government) is vital, however, recent trends prove that it is not enough. This is especially 

true given the extreme difficulty involved in creating legal rules capable of covering the vast array 

of potential future situations in the sector. Legislation is rigid and cannot address every possibility 

and eventuality of human behaviour, especially considering the complexity of modern business 
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and finance (Arbizu 2016; Payne 2013, p.96). For all organizations, law and regulation require a 

minimum level of compliance, but legal compliance alone will not build an effective ethical 

workplace culture.  

According to Olson (2013) Organizations that aim only to comply usually get less than the 

minimum. Effective workplace cultures ensure compliance by clearly setting values and ethical 

expectations and by repeating standards, values and expectations across a wide range of 

communications in a variety of ways. They also use other elements of an ethical culture to enhance 

the ethical commitment of employees far beyond the bare minimum required by the law and the 

social convention (Olson 2013, p.6). 

2.6 The Irish Banking Sector 

Ireland's banking sector is very important to the stability and development of the Irish 

economy and society. Ireland's banking system is regulated by a set of laws that have incorporated 

the directives of the European Union (EU). The main regulatory body for the Irish banking sector 

is the Central Bank of Ireland, which provides regulations for all banks and financial institutions 

operating in the country (Citizens Information, 2018). The Irish banking sector can be divided 

between domestically focused banks and internationally focused banks. The six main domestic 

financial institutions over the last forty years were Bank of Ireland, Allied Irish Bank (AIB), Anglo 

Irish Bank, Irish Nationwide Building Society (INBS), Irish Life and Permanent (IL&P), now 

Permanent tsb group and Educational Building Society (EBS) (Clarke and Hardiman, 2012 p.6). 

The Irish government has majority stakes in two banking groups (Allied Irish Banks and 

Permanent tsb) and a minority stake in another (Bank of Ireland).  
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As at the end of 2017, there were 58 banks operating in Ireland. These included 24 credit 

institutions authorised in Ireland (of which five were covered bond banks) and 34 branches of 

foreign banks operating in Ireland (O’Brien, 2018). Some of the world’s largest banks have found 

Ireland to be an attractive base of operations, due to certain factors such as: eurozone membership; 

access to EU markets; a favourable legal and fiscal environment; and skilled staff availability 

(Financial Services Ireland, 2019).  

As mentioned earlier, on 12 September 2008, Ireland experienced the worst banking sector 

crash in its history. This crisis resulted in the government taking over the majority of the banking 

system, the liquidation of Anglo Irish Bank and the Irish Nationwide Building Society, followed 

by an unprecedented collapse of property prices, and the 2010 IMF / ECB / EU' Troika' bailout , 

which created the lengthy economic recession (Carswell, 2018). The causes of the collapse have 

been covered in various reports, all of which address the international developments that facilitated 

the crisis, but also agree that the root causes were largely internal:  

“Although international pressures contributed to the timing, intensity and depth of 

the Irish banking crisis, the essential characteristic of the problem was domestic 

and classic” (Honohan, 2010, p. 22 cited in Clarke and Hardiman 2012, p.5). 

“Ireland’s banking crisis bears the clear imprint of global influences, yet it was in 

crucial ways ‘home-made’” (Regling and Watson, 2010 p.5 cited in Clarke and 

Hardiman 2012, p.5). 

Since the crash, steps have been taken to restructure the banking system, however public 

trust has been eroded due to consistent unethical practices and breaches of compliance. A case in 
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point is the recent tracker mortgage scandal in which banks wrongfully denied borrowers their 

right to a cheap mortgage linked to the European Central Bank’s main rate. According to the 

Central Bank of Ireland there are close to 40,000 reported cases in the scandal and the number 

could yet increase (Brennan, 2019).  

In 2018, the Central Bank of Ireland conducted a review on the behaviour and culture of 

Ireland’s, five main banks, AIB Group; Bank of Ireland Group; permanent tsb plc; Ulster Bank 

Ireland DAC; and KBC Bank Ireland plc. Some of the key findings of the report revealed that 

although steps have been taken to reinforce the consideration of the consumer interest in strategy, 

decision-making and procedures there is still an absence of collective understanding of what 

consumer focus actually means and what it requires in terms of behaviours. Also, the report 

uncovered certain patterns in leadership, strategic decision-making such as short termism, that may 

jeopardise the successful transformation towards a consumer-focused culture. 

Persistent controversy over banking practices shows that regulations may need to extend 

beyond prudential measures that keep banks in compliance and to make bankers personally 

accountable for the actions they take as managers of these institutions to prevent further scandals 

from emerging. Lessons have certainly been learned and important steps taken, but more work is 

needed to prevent repeated mistakes (Carswell, 2018). 

2.6 Literature Conclusion 

This literature review covered various aspects of ethics, ethical behaviour, rewards and 

punishment. Relevant resources have been cited to highlight some of the factors that influence 

ethical behaviour and the role of rewards and punishment in improving organizational 
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performance. It is concluded from the review that ethical behaviour can be conceptualized within 

the individual and organizational context, and within this context, there are several issues that may 

have an impact on the ethical behaviour of employees in the organization. The review also found 

that ethical behaviour can be taught and learned but, given its complex nature, it is very difficult 

to measure. 

In relation to rewards and ethical behaviour, the studies show that organizations that focus 

of extrinsic rewards (financial rewards) are likely to experience undesirable behaviour from 

employees such as excessive risk taking, sabotage and falsifying records. It was also highlighted 

that reward systems can have a negative effect on the ethical behaviour of employees particularly 

when they are not structured properly. On the other hand, punishment is widely viewed as a last 

resort in many organizations due to the increased focus on positive reinforcement promoted by 

human resource practitioners. Despite this fact, many managers admit to using punishment in 

addressing poor performance and misconduct.  

The review also highlights the command and control compliance culture that has become 

the norm in the global financial industry since the financial crisis and the urgent need to establish 

a value-based compliance culture in the banking sector. Also, an overview of the Irish banking 

sector was presented, and the breakdown of public trust in the banking system was discussed. 

As a result, the research will examine the relationship between the three variables discussed 

in this section within the context of the Irish banking sector. To this end, a qualitative assessment 

of the ethical perceptions of employees within the industry will be used by the researcher. The 

content analysis of the information collected will be compared with the key points of this literature 
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review in order to validate or disprove the major assumptions outlined in this section. This will be 

discussed in more detail in the next part of this study.  
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Chapter 3: Methodology 
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3.1 Methodology Introduction  

According to Cresswell (2014) The selection of a research methodology is crucial because 

it guides the conduct of the research and affects the quality and the accuracy of research results 

(Cresswell, 2014, cited in Kamasak et al, 2017, p. 23). The aim of this chapter is to provide a 

detailed description on the research design adopted for this thesis, this will be done using the 

‘onion’ approach from Saunders et al (2009). The research design will illustrate how all the major 

parts of this thesis work together to address the central research questions of the study. Therefore, 

the research approach will be described and justified along with the research strategy, sampling 

methods, data collection and data analysis. In addition, it will include a critical review of the data 

collection in terms of validity and reliability ethical considerations and methods in conducting 

research of this nature.  

3.2 Research Design 

Research design involves the identification and/or development of procedures and 

logistical arrangements required to undertake a study, and ensuring the validity, objectivity and 

accuracy of these procedures (Kumar 2011, p. 96). According to Saunders et al (2012), the research 

process can be depicted as an onion with six layers. Several issues must be carefully considered 

before addressing the key point and core of the onion, information collection and data analysis (Al 

Zefeiti and Mohamad, 2015 p.2). 

3.2.1 Research Philosophy (Layer One) 

The research philosophy is the first layer of the research onion and perhaps the most 

important as it reflects important assumptions about the researcher’s opinion and the manner in 
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which he/she understands the world. There are various philosophies explained in the research 

onion; the major perspectives include epistemology, ontology, and axiology. Each perspective of 

research philosophy also has different sub-philosophies attached to it – the most significant are 

positivism, realism, interpretivism, and pragmatism (Saunders and Thornhill, 2012). 

Interpretivism will be suitable for the current study to explore the relationship between 

rewards and punishment on the ethical behaviour of employees in the Irish banking sector. 

Interpretivism is based on a relativist ontology in which a single case may have multiple 

interpretations rather than a fact that can be determined by a process of scientific measurement 

(Pham, 2018, p.3). According to interpretivist approach, it is imperative for the researcher to 

understand the differences between people (Saunders, Lewis and Thornhill, 2012). Additionally, 

interpretivism studies usually focus on meaning and may employ multiple methods in order to 

reflect different aspects of the issue (Kamasak et al. 2017, p.26).  

The researcher opted for an interpretive perspective because it is useful to gain a deeper 

understanding of the phenomenon and its complexity in its distinctive context rather than trying to 

generalize the understanding base for the entire population (Creswell, 2007).  Also, because the 

primary data generated by interpretivism studies are usually associated with a high level of 

validity, as the data in such studies tends to be reliable and honest, thus allowing for greater study 

depth (Dudovskiy, 2018). 

3.2.2 Research Approach (Layer two) 

The second layer of Saunders et al.’s research onion is the research approach. They state 

that different philosophies are linked to different research approaches.  Research approach can 
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generally be classified into two types, the deductive approach and the inductive approach.  

Deductive approach involves testing the validity of assumptions (or theories/hypotheses) identified 

in the literature.  In contrast, the inductive approach involves collecting data and developing a 

theory based on the results of data analysis (Saunders, Lewis and Thornhill, 2012).  

This research will adopt an inductive approach as the researcher intends to generate new 

and relevant information from the primary data and to compare the findings to existing literature. 

This approach is also known as “bottom up” approach and is based on learning from experience. 

Patterns, similarities and consistencies in experience (premises) are observed in order to reach 

conclusions (or to generate theory) (Dudovskiy, 2018). The advantage of the inductive approach 

over a deductive approach is that it provides greater flexibility to allow for alternative results since 

the researcher does not have to follow any pre-determined criteria. Therefore, the researcher is free 

to adapt and formulate new conclusions if the results dictate this. 

3.2.3 Research Strategy (Layer three) 

According to Saunders et al, research strategy is the “general plan of how the researcher 

will go about answering the research questions” (Saunders et al. 2009, p. 90). Cresswell (2012), 

categorises qualitative research strategies into five groups: ethnography, narrative, 

phenomenological, grounded theory, and case study. 

For the purpose of this research, a phenomenological strategy was adopted. Phenomenological 

research originates from philosophy and psychology and it typically involves the researcher 

describing the lived experiences of individuals about a phenomenon as described by participants 

(Cresswell, 2014, p.42). This description culminates in the essence of the experiences for several 
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individuals who have all experienced the phenomenon. Blustein et al. (2005) and Willig (2013) 

state that phenomenological method is especially relevant for the studies where work is embedded 

in complex layers of social, cultural, and political meanings (cited in Kamasak et al, 2017, p.24).  

This research aims to understand and to provide a detailed description of the ethical behaviour of 

employees in the Irish banking context as it relates to reward and punishment. The research will 

make use of in-depth interviews to build a sufficient dataset to look for emerging themes and to use 

other participants to validate the findings.  

3.2.4 Research Choice (Layer four) 

The literature classifies research methods into quantitative, qualitative, or mixed methods 

(Saunders and Thornhill, 2012). Choosing the most suitable research method depends on a variety 

of elements such as the topic, research questions and objectives. It is assumed that research differ 

from one study to another and that each study has its own goals that should be addressed in an 

appropriate way. It is therefore essential to use the suitable techniques to attain the objectives of 

the studies (Al Zefeiti and Mohamad, 2015 p.4). 

A qualitative method was adopted in the completion of this thesis. According to Price et al, 

(2015), qualitative research involves gathering large amounts of unfiltered data from a relatively 

small number of individuals, and describing the data using non-statistical techniques. It is usually 

less concerned with drawing general conclusions about human behaviour than with understanding 

in detail the experience of their research participants.  Many researchers consider qualitative 

methods to be more insightful and holistic than quantitative methods. Yin (2003) states that theory 

building is at the heart of qualitative research (Yin, 2003 cited in Kamasak et al. 2017, p.26). Given 
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the exploratory nature of qualitative research, qualitative findings mostly generate deeper and 

unexpected insights. 

The researcher has chosen this method for two reasons. First, the researcher has a strong 

background of working with text-based data from the undergraduate level. Having a bachelor’s 

degree in History and International relations, the researcher is more suited to working with words 

than with numbers. Second, the nature of the research problem makes the qualitative method more 

suitable. The main research issue is to understand and explain the ways in which rewards and 

punishments shape employee behaviour in the Irish banking sector. Qualitative research is 

especially useful in obtaining specific information about the values, opinions, behaviours, and 

social contexts of particular populations. It is also effective in identifying intangible factors, such 

as social norms, socioeconomic status, gender roles, ethnicity, and religion, whose role in the 

research issue may not be readily apparent (Mack et al, 2005 p.2). 

3.2.5 Time Horizons (Layer five) 

Given the short time frame of this thesis, the researcher chose to a cross sectional approach. 

Remenyi et al (2011) state that cross-sectional studies, provide insight into how a particular issue 

or phenomenon was at the time of research; it is a representation of people’s views/opinions at a 

specific point in time. In this situation, the timeframe is approximately twelve weeks to complete 

from beginning to end, which mainly leaves a few weeks of research to be completed within this 

brief timeframe. Because the researcher is studying occurrences at a specific stage in time, this 

strategy is the most suitable. 
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The data collected is from a pool of respondents with varied characteristics and 

demographics. The assessment is derived from a targeted population of banking professionals 

within the same area (Dublin). This is both convenience sampling and also targeted sampling as 

the respondents should have at least a rudimentary level of industry knowledge. A cross-sectional 

approach will be adopted and the data gathering process will take up to a two-week period. 

Respondents will mainly consist of mid-level employees in order to get a balanced perspective. 

These respondents are being sourced through a combination of word of mouth, friends of friends, 

and social media. 

3.2.6 Data Collection (Layer Six)  

There are three commonly identified methods of data collection in qualitative research 

namely, participant observation, in-depth interviews and focus groups. This research will make 

use of in-depth interviews to collect primary data. According to Mack et al, In-depth interviews 

are optimal for collecting data on individuals’ personal histories, perspectives, and experiences, 

particularly when sensitive issues are being explored (Mack et al 2005, p. 2). Secondary data was 

collected via published sources like books, e documents and journals and from government or 

semi-government publications, earlier research and mass media such as reports published in 

newspapers or magazines and so on. 

The research involved semi-structured interviews with open-ended questions and probing. 

This made it possible for the participants to respond in their own words, rather than force them to 

choose from fixed responses, as do quantitative methods. This also allowed the researcher the 

flexibility to test the initial response of the participants–that is, to ask why or how (Mack et al, 
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2005, p.4). By doing so, the researcher was able to explore some of the complex issues surrounding 

participants ' views and experiences of ethical / unethical behaviour in the workplace and the use 

of rewards and sanctions in the banking sector. 

3.3 Sampling - Selecting Respondents 

Generally qualitative research is characterized by a small number of participants and the 

size of the sample is not fixed in advance. However, research experts have identified two major 

ways to determine sample sizes in qualitative research.  Cresswell (2014, p.239) argued that the 

size of the sample depends on the qualitative design used (e.g. ethnography, case study, 

phenomenology and grounded theory). On the other hand, Kumar (2011) states that the size of 

samples in qualitative research can be determined by the data saturation point while collecting data 

(Kumar, 2011 p.194).  Sampling of this study was taken in line with the views of Cresswell (2014). 

According to Cresswell (2014), the sample size of a phenomenology research typically ranges 

from three to ten (Cresswell 2014, p.239). 

For the purpose of a thorough and exploratory research a sample size of three participants 

were selected. Purposeful sampling approach, using heterogeneous or maximum variation 

sampling method was adopted in this research. This technique involves identifying and selecting 

people or groups of people that are especially knowledgeable about or experienced with a 

phenomenon of interest (Cresswell & Plano Clark, 2011).   

The research focuses on three particular individuals from a middle management level in 

financial institutions in Dublin Ireland, the Irish Financial Services Area (IFSC). These individuals 

work in the banking sector and have a good level of industry knowledge and possess the capacity 
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to provide constructive answers to the research. This sample is very specific and is not 

representative of the general public. The participants selected for this study were determined by 

their relevance to this dissertation. The key themes are ethical behaviour, rewards and punishment. 

Therefore, managers were chosen based on experience in areas such as rewards, discipline, risk 

and controls, compliance in order to add value to this research. The researcher was successful in 

targeting these individuals through friends who work in the industry and through social media 

namely, LinkedIn.  

3.4 Data Analysis  

Data analysis was conducted simultaneously with other parts of developing the qualitative 

study, namely, the data collection and the write-up of findings. Interviews were transcribed with 

strict attention to detail using Otter a free transcription app. The data were collated in NVivo 12, a 

computerised qualitative analysis programme. The researcher adopted the six basic phases of 

thematic analysis outlined by Braun and Clarke (2006 cited in Humphrey and Symes, 2010 p.85), 

i.e., (1) data familiarisation, (2) generation of initial codes, (3) searching for themes, (4) reviewing 

themes, (5) defining and naming themes, and (6) report production. Throughout this process, the 

aims and objectives of the research as well as the secondary data were used to guide the 

organisation and interpretation of data. Consistent with accepted guidelines for analysing 

qualitative data, any examples of textual passages that did not conform to the emergent themes 

(‘negative cases’ or ‘divergences’) were also noted. 
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3.5 Research Ethics 

Due to the sensitive nature of this research topic, the researcher has to show great ethical 

awareness in conducting this study. The researcher recognised the possibility that some 

respondents may be suspicious on the purpose of the study and will need some reassurance.  In 

this regard, informed consent was sought from all participants, and all other standard ethical 

considerations in educational and psychological research (e.g., anonymity and right to withdraw) 

were followed. As noted above, this led to four participants being excluded from the research after 

they declined to participate. 

Another important ethical consideration relates to the intrusiveness of the research – the 

researcher was keen to avoid disruption to the normal working patterns of employees. As such, 

data was collected at a convenient time agreed between the researcher and the participants, such 

as during lunch breaks, after hours and on weekends. The interviews were recorded via a Voice 

recorder app and the participants received a written transcript after the interview to allow for 

evaluation and were given the option to change/remove in part or in whole their contribution up 

until two weeks after receiving the transcript.  

Based on Saunders et al (2012) model, the researcher’s onion consists of the following: 

Research Philosophy; Interpretivism, Research Approach; Inductive, Research Strategy; 

Phenomenology, Research Choice; Qualitative, Time Horizon; Cross Sectional, Techniques and 

Procedures; In-depth Interviews, Thematic Content Analysis.  
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Chapter 4: Results 
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4.1 Results Introduction 

This chapter focuses on the analysis and presentation of the qualitative research conducted 

for this thesis. The interview questions were structured in line with the literature review and 

allowed for further expansion to refute or validate the information in the literature. [Full 

transcriptions see appendix three, four and five]. Where relevant, certain portions of the interviews 

were extracted and presented below. Data analysis in this chapter was conducted using the six 

basic steps of thematic analysis outlined by Braun and Clarke (2006).  From the process, the 

researcher identified eight major themes namely, developments since the Irish financial crisis, 

public trust and confidence in the banking system, the role of HRM in promoting ethical behaviour, 

ethics and (un)ethical behaviour, conflict of interests, reward and (un)ethical behaviour, 

punishment and (un)ethical behaviour and compliance. 

4.2 – Sample & knowledge base of recipients for research 

The participants in this research included one male and two females, a varied age group 

was also represented, and the participants were sampled based on their financial background to 

ensure they possessed a strong knowledge of the industry in Ireland. Also, all the respondents were 

living in Ireland.  

Participant [A] interviewed works as a Project Manager in one of the foreign banks 

operating within the Irish banking sector. The participant has up to eight years’ experience in the 

financial services industry and holds a master’s degree. Participant [B] works as a Data Analyst in 

one of the domestic financial institutions in Ireland and has four years’ experience in the industry. 

Participant [C] works as a HR Operations Manager/Advisor at one of the foreign banks in the Irish 
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Financial Services Centre. Further details of the participants were omitted from this thesis for the 

purpose of confidentiality and anonymity. 

4.3 Developments since the Financial Crisis 

This theme was identified from the data collected on the financial crisis in 2008 and the 

impact it has had on shaping the ethical standards of the Irish banking sector today. 

From the research conducted, two-thirds of the respondents agree that there have been 

considerable improvements in the ethical standards within the Irish banking sector since the 

financial crisis of 2008. They also agreed that since the fall out of the crisis, there has been an 

increase in regulations and controls from the government in attempt to institute ethical practices 

and eradicate unethical conduct within the system.  

Participant [B] stated ‘I believe that some of the practices by the banks caused the financial 

crisis in Ireland, practices such as inflated bonuses and reward packages, to get customers, led to 

the banks, not carrying out the necessary checks, as they should have and this led to the financial 

crisis.’ It is assumed that the use of inflated rewards as well as the absence or lack of controls and 

processes within the system were among the major factors that created the crash. Since the crash, 

however, the Participant [C] believes that ‘There's been a huge improvement and a huge stability 

compared to what happened back in 2008.’  

Apart from more stringent regulations and controls, ‘there is a lot more training involved’ 

according to Participant [C] while Participant [B] stated that ‘The banks are audited more 

regularly than before’ which helps to reduce the level of malpractices.  Participant [A] was unable 



59 

 

 
 

 

 

to comment on the issue because they were not in Ireland at the time of the crash or immediately 

following the crash and therefore was not well informed on this aspect.   
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4.4 Public Trust and Confidence in the Banking System  

On the issue of public trust and confidence, the respondents had quite similar views on how 

the banking sector is trying to restore public trust in the system. Participant [A] highlighted the 

importance of transparency at each stage of the transaction with the customers and use of ‘a 

collaborative and communicative model with the customers.’ The participant also stated that being 

proactive with the customers during downtimes by making them aware of situations has been a 

useful way of building trust and confidence between the customers and the banks. 

In congruence with this view, Participant [B] stated that the banks try to listen to the 

customers a lot more and there is an increased level of feedback from the customers which helps 

inform how the banks operate. According to the respondent, ‘We try to relate more with the 

customer so we can find out what they want and their expectations of us.’ Participant [B] further 

highlighted two ways in which the public trust can be improved within the sector. The first step is 

by practicing ‘safe banking’ which entails the avoidance of malpractices, maintaining integrity and 

transparency. The second step is to develop a customer focused orientation in the banks. This 

involves paying more attention to the needs and demands of the customers and creating a mutually 

beneficial or ‘win-win’ situation. Participant [B] ‘Not only focusing on the banks making profits 

but having a more customer focused orientation knowing that we are here to serve the customer. 

because, the banks can’t exist without the customers.’ 

Importantly, Participant [C] stated that there is a need for improvement and for trust and 

confidence to be fully restored in the system it requires the involvement of all employees because 

everyone has a role to play.  Participant [C] ‘I think everyone should know that it doesn't have to 

be just CEO or Board of Directors, the onus is on all employees and that’s something that we take 
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really seriously.’ The participant further highlighted having the ‘best product knowledge and 

showing that you are professional at all times’ as key practical steps that can help to promote 

public trust in the system. 

One interesting area associated with the issue of public trust and expectation is the use of 

collaborative functioning. All participants acknowledge the use of collaborative functioning as a 

tool in building trust with customers, however they identify different ways to achieve this. Some 

banks are leveraging their technological and technical capabilities by making use of mobile 

applications and software to collect feedback from customers. At the same time, many banks use 

social media as a tool to communicate with customers, receive queries and feedback on services 

which they provide. Participant [C] ‘it’s really important if you're going to sell a product, we have 

to hear what people have to say be it positive or negative.’ The participant also reported the use of 

focus groups and continuous feedback as techniques employed within their organization to learn 

customers opinion on products and services.   

Perhaps more interesting to note, is use of collaborative functioning between the banks as 

a means to restore trust and rebuild confidence in the system. Participant [B] stated ‘Another thing 

that the banks are doing is working together. They recently established The Irish Banking Culture 

Board (IBCB) which oversaw an interbank employee survey.’ In 2018, the five domestic retail 

banks came together to establish the Irish Banking Culture Board (IBCB) which conducted an 

interbank employee survey in order to get a snapshot of the culture which exists in the Irish banks. 

The IBCB was set up with the sole aim of “making banking in Ireland trustworthy again” (IBCB, 

2019). This can be considered as a huge step in the right direction to promote trust and confidence 

within the Irish banking sector. 
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4.5 The Role of HRM in promoting Ethical behaviour in the workplace 

Regarding the role of HRM in promoting ethical workplace culture, all respondents agreed 

that HRM has an integral part to play. Participant [A] believes that ‘HRM plays an important part 

in instilling fair work environment and providing a great platform to voice any concerns that 

employees might have’ Participant [B] agrees but extends this view by saying, ‘Management also 

plays a huge rule in this, and not just HR to ensure that employees know that it is okay to raise 

ethical issues in the bank and to report unethical practices without fear of being bullied.’ 

Being a HR manager, Participant [C] describes the role of HR as ‘brand ambassadors’ for 

the bank whose main job is to protect the bank and in doing so, must ‘make sure that you're putting 

your best foot forward, that you're always being professional’. The participant shared the view of 

the other respondents on the part HR plays in creating an open environment where employees feel 

free to report their concerns. Participant [C] further stated that ‘from HR perspective, our 

customers are the employees and the important thing is to respect and treat them well.’ 

4.6 Ethics and (Un)Ethical Behaviour 

This theme was identified early on in the research, as it is one of the main variables of the 

study. When asked how seriously their organizations take ethical issues, all participants had the 

same response, ‘very seriously’. However, Participant [B] explained that the introduction of ‘more 

rigorous controls like BCBS, IFRS 9, GDPR’ and fines from the European Central Bank and Irish 

Central bank have helped to make the banks more compliant. The participant also stated that the 

banks take ethical compliance more seriously because they know it is beneficial to them not to 

lose customers due to malpractice. Meanwhile, Participant [C] stressed that unethical behaviour is 

strongly frowned upon in their organization and highlighted the importance of training in drawing 
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attention to the issue. Participant [C] ‘it's all about the training. It's all about telling people and 

informing people, so that people understand how important the issue is.’ 

In response to the question on their understanding of good ethical conduct within the 

context of their roles in the organization, the participants views varied. Participant [A] who is a 

project manager answered, ‘Being fair and transparent to all of our customers. Maintaining their 

privacy and data protection of their accounts and other sensitive information within the bank.’ On 

the other hand, Participant [B] believes ‘I think it is about doing your job to the best of your ability. 

Avoiding any form of malpractices.’ The participant also believes that speaking to superiors when 

ethical dilemmas arise or when employees notice unethical conduct is also very essential. ‘If you 

feel under pressure to do certain things that you feel are not right or notice someone doing 

something that is not right, you are to speak up.’ Participant [C] once again, emphasised the 

importance of professionalism in maintaining good conduct stating, ‘if you are professional at all 

times, nothing can go wrong, because you have to think, you know, is this good for the bank? Is 

this good for my team? Is this good for my own profile? And if you do that, then nothing should 

happen.’  

4.6.1 Code of Ethics 

On this subject, all respondents acknowledged that their organizations have a code of 

ethics. Participant [B] did not seem to be sure of the content of the code of ethics and the values 

stating, ‘I think it emphasises safe practices within the bank. Again, I don't know the full details of 

it. But I know it's there. And I know I've probably may have skimmed through it.’ However, the 

participant stated that the code of ethics is communicated to employees through the induction 

process at the start of their jobs and also through trainings. In speaking on the values contained in 
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the company’s code of ethics, Participant [C] expressed that ‘it feeds into our values as a company, 

which is the point of being transparent, having a good place to work with compliance culture, 

having the agility.’ And just like in participant [B]’s organization, these values are communicated 

to the employees through inductions and mandatory training for both new and existing employees. 

the participant also highlighted that the area of code of ethics is closely enforced by the compliance 

department.  

4.6.2 Ethics Training 

All respondents also report that they have received trainings in business/finance ethics. In 

the organizations of Participant [A] and [B], training is conducted on an annual basis.  For 

Participant [A] the strategy behind this training is ‘To ensure customer’s information is considered 

sensitive and protected within the bank. The information and data collected is not misused in any 

manner and not given out in any manner’. While for Participant [B] the strategy is ‘to refresh our 

minds on what's right and what's wrong, ensuring good practices and to prevent unethical 

conducts from occurring.’. Similarly, Participant [C] stated that ‘the training just reinforces and 

really just reminds people how serious of a topic it is.’ However, in participant [C]’s organizations 

trainings are held every quarter with employees assigned over 10 trainings to do ranging from 

sanctions and ethics to compliance and it's taken very seriously from the group headquarters.  

4.6.3 Measuring Ethical Performance 

Regarding measuring ethical performance in their organizations, two-thirds of participants 

reported that ethical performance is measured. However, Participant [C] did not know if ethical 

performance was measured in their organization stating, ‘HR don’t directly and I wouldn't know, 
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what is done, I think from our side, we expect everyone to be to the highest standards of ethical 

behaviours and performance.’ Both Participant [A] and [B] reported that their organizations have 

both internal and external audits on ethical performance with Participant [B] particularly stating, 

‘It is done at both lower level and higher level of the bank.  In my team, actually, we get audited, 

biweekly based on the particular tasks that we do.’ 

When asked how the ethical orientation of employees are assessed, all the respondents 

mentioned the use of trainings. Participant [A] stated, ‘It’s through the ethical training. By having 

an open communication with the managers.’ In Participant [B]’s bank, eLearning platforms which 

provide short courses on ethics are made available for employees. In describing how ethical 

standards are set through performance objectives, the participant reported the use of ‘risk-based 

objectives’ which involve questions such as ‘what are the risks involved in your roles? And how 

can we make sure that we don’t take on excessive risk which could affect the employee and the 

bank’. These help to inform the employees of the challenges inherent in meeting performance 

objectives and help establish clear boundaries on the means to achieve them. In the case of 

Participant [C], the structure is not quite clear, however the participant stated the use of continuous 

feedback as well as mandatory trainings. Regarding setting ethical standards in performance, the 

participant explained that when annual and quarterly objectives are assigned, it is included that 

employees must ‘reach the highest standards of conduct’ in pursuance of set objectives.  

Surprisingly, all of the participants reported to be unaware of the Global Business Ethics 

Survey (GBES) commissioned by Ethics and Compliance Initiative (ECI). However, Participant 

[B] mentioned the recent survey conducted by the Irish Banking Cultural Board in all five Irish 

retail banks. 
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4.6.4 Ethics and Finance 

There was a consensus among the participants regarding the necessity for ethics in finance. 

Participant [A] believes ‘it is necessary given the nature of the business and the sensitive nature of 

the information that is collected.’ Concurrently, Participant [B] believes that the absence of ethics 

in finance could make the banks ‘go rogue’, when probed further on the statement, the participant 

explained that the absence of ethics in finance could lead to banks ‘creating products without 

verifying if it's needed by the customers, verifying if it's of value to the customer.’ Participant [C] 

also believes ethics is necessary in finance as in every other industry and that every employee has 

a role to play in creating an ethical workplace. Participant [C] ‘at the end of the day, the people 

can't just blame the senior management, it does lead from the top down. But I believe everyone 

has to take responsibility’. 

When asked if it is necessary to sometimes be unethical in order to reach a particular target, 

all respondents disagreed with the notion and they agree that there should be no room for unethical 

practices in the bank. Participant [B] claimed ‘I think we can all reach our targets, whether 

commission based, or performance-based targets can be fulfilled ethically within the bank.’ 

Likewise, Participant [C] stated ‘if you are the type of person that believes in the right way, and a 

good way of everything, No, you shouldn't change.’ The participant further stated that employees 

must try to avoid any risk which could be damaging to themselves and the banks. 

4.7 Conflict of Interests  

This theme covers the conflicts of interest that arise between employees’ personal interests 

and the organizational ethical standards or vice versa.  
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Participant [B] believes that conflicts of interest occurs in the bank, but the trainings and 

processes help in alleviating the issue. He gave the example ‘if I was working in the mortgage 

team or the loans team for example, and a friend of mine wants to apply for a loan or buy a 

mortgage, I can’t be the person to handle that loan.’ This makes sense from a neutral point of 

view, since the individual might be tempted to skip some processes due to bias for a friend. The 

participant also mentioned ‘things like making sure that each employee has the right access to the 

right systems at the appropriate times.’ Again, this makes sense because if employees have access 

to systems which they are not supposed to, then it could lead to some unethical conduct. Participant 

[C] stated ‘I haven't seen much of it in my career, I would hope that you wouldn't see it.’, the 

participant further explained that ‘when people work for quite an established company, they have 

to remember to put the company first.’ For the participant this involves, protecting the image of 

the bank at all times.   

In assessing the view that most employees in the banking sector are more focused on 

maximising their personal interests rather than maintaining ethical standards, Participant [B] 

believes it is something which has occurred in the past, however, ‘These days a lot of banks have 

audit teams, risks and ethics teams and they educate the staff around the rights and wrongs of the 

jobs.’ The participant also stated the fact that a number of banks in Ireland are indebted and they 

would not want to repeat the mistakes of the past. Participant [B] ‘They want to move away from 

being publicly owned to being fully private institutions. So, measures have been put in place to 

ensure that they don’t go back into the old ways.’  Participant [C] described the issue as ‘a hard 

one to comment on, because it’s very individual’. However, the participant agrees that there have 

been more changes within the organization and in the sector to tackle the issue. ‘I do think that 
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that might be the older way of thinking now, I think there has been a bit of a change… there’s a 

lot of push from HR and from the group and then obviously from the government.’ 

4.8 Rewards and (Un)Ethical Behaviour 

This is a central theme of this thesis as it consists of the key variables of this study. The 

participants all had different opinions on the impacts of rewards on ethical behaviour. First, when 

asked what type of rewards they find appealing, Participant [A] did not have a preference between 

extrinsic (financial) and intrinsic (non-financial) rewards. Participant [B] reported a higher 

preference for financial rewards but interestingly highlighted how both intrinsic and extrinsic 

rewards are being combined to motivate employees in the banks. ‘In some banks for example,  

based on performance, employees get recognised and commended by their peers and superiors,  

and then that gives you points, and those points give you access to buy some items through 

company based websites, like earphones, movie tickets and shopping vouchers.’ On the other hand, 

Participant [C] preferred intrinsic rewards stating, ‘the recognition is really important, I wouldn't 

be motivated. financially… And if you get that (recognition) internally, from a HR perspective, and 

for people, that means you're engaging, people are like less likely to leave because they'll be happy 

and contented with their work’. 

In commenting on the effects rewards have on ethical behaviour, Participant [A] did not 

agree that rewards have any impact on ethical behaviour of employees, because ‘Being ethical 

supersedes the rewards management system. Being ethical is being true to your company, your 

customers and for your own good.’ Participant [B] believes rewards do have an impact on ethical 

behaviour, especially in a pay-for-performance (pfp) reward system. The participant explained 

‘We’ve seen this in the past, during the Celtic Tiger boom, where employees in banks were handing 
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out loans and giving mortgages to as many people as possible without checking if they were able 

to pay back, due to the rewards attached to the performance and that contributed to the crash.’ 

Participant [C] was not sure if rewards have any effect on ethical behaviour, stating that it could 

have been the case ten years ago but that people are ‘more mindful nowadays of accepting anything 

or going to anything’ that could put them in a compromising position or that will breach the code 

of ethics. 

Participant [A] and [C], do not believe that the excessive use of extrinsic rewards can cause 

employees to behave unethically in the bank. However, Participant [C] admitted that they did not 

know enough on the issue to agree because ‘It's one of these topics, I guess we don't open up as 

much. And I feel again, it all depends on the person.’ The participant also stressed that the type of 

training given and the how much information is given to the employees by the company could also 

determine how they would respond ethically to extrinsic rewards. Participant [B], believes that 

financial rewards can promote unethical behaviour but highlighted that the absence of financial 

rewards could lead to employee turnover.  

When questioned on the notion that rewarding ethical behaviour makes people behave 

more ethically, Participant [B] believes, it is good to reward ethical behaviour because it could 

serve as a ‘chain reaction’ for positive behaviour in other employees who see it, thereby raising 

the overall ethical standard. ‘I don’t think rewarding good behaviour reduces the intrinsic value 

of the behaviour. It is always good to reward and recognise ethical behaviour. Even if it’s as little 

as saying ‘thank you’ or ‘well done’’. Participants [A] and [C], reject the notion and rather believe 

that rewarding good ethical conduct reduces the intrinsic value attached to the reward. Participant 

[C] believes that there should be no need at all since ethical behaviour is general expected from all 
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employees right from the entry level to senior management. ‘I understand recognition and 

feedback. And I think it's very good for a job well done. But if we're saying something's essential 

and mandatory, why should you attach rewards to it?’  

While all participants report that their organizations recognise good ethical conduct, 

Participant [B] stated that it is not done publicly but privately in the bank. Participant [C] also 

acknowledged this but stressed that expectations are high within the organization and every 

employee is expected to be of good conduct and maintain strong ethical standards at all times. 

Participant [C] ‘it's just a basic standard that everyone has to maintain, rather than, you know, 

being able to reward somebody for doing something that's to be expected… there's a standard and 

if you set the bar high, people have to meet it. And if they don't, then something has to be done.’  

Regarding the subject of rewards and risk taking in the bank, the participants were asked 

if excessively high performance objectives could cause employees to take risks leading unethical 

behaviour. Participant [A] disagreed with the view, while Participants [B] commented ‘Yes, it 

definitely does. We have seen the cases in the US and some cases in Ireland and many other 

places.’ Participant [C] however, mentioned that it might have been prevalent in the past for things 

like this to occur but now there are a lot of processes and controls in place to ensure that employees 

are not working in that way. The participant also highlighted the role of HR in ensuring that 

employees do not feel under too much pressure with the objectives. ‘We're all talking so regularly 

that there isn't a chance for that pressure to be under and if some case did happen that's the reason 

HR are here employees know to come down to us, we're very open.’ 
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4.9 Punishment, Discipline and Sanctions 

This was perhaps the most fascinating theme of the study because the response received on 

the issues reflected a combination of the three elements stated above.  When asked how their 

organizations deal with employees who behaved unethically, Participant [A] said, ‘in a highly 

strict and a very serious manner and is very confidential.’ Participant [B] mentioned the use of 

sanctions in handling unethical behaviour within the bank. ‘They get sanctioned. They could get 

an official warning and then it could go on from there.’ The participant admitted never having 

witnessed or heard any employee being officially sanctioned for unethical behaviour, ‘there is 

formal disciplinary procedure in place to deal with it if and when it arises.’  

Participant [C] reported that such incidents are rare within their organization, however if it 

happens a disciplinary procedure would be initiated, ‘There are different ways of it, depending on 

the level but, it would definitely be taken incredibly seriously. And it would have to be reported up 

to group level as well.’  The participant expatiated on the disciplinary procedure stating that it 

would initially involve informal discussions but if there is a second offence it would involve a 

more formal approach. Participant [C] ‘It would usually start off by calling someone into a room, 

having a chat with them in person. And then you'd have formal warnings but has to be taken on a 

case by case basis.’  

Discussing the nature of their organizations disciplinary systems, All Participants 

described their organizations disciplinary system as preventive (future oriented) rather than 

punitive (past oriented). Participants [B] and [C] particularly mentioned the significance of 

trainings and the performance objectives in preventing the need for disciplinary procedure and 

sanctions.  Participant [B], ‘I think we're more preventive, and we try and prevent issues through 
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the training that's been provided. You know, based on the kind of the objectives we get it’s a more 

preventive based approach.’ 

In discussing the necessity of sanctions in the workplace, Participant [A] did not comment 

on the issue. Participant [B] admits that sanctions are necessary in the workplace in order, ‘to 

prevent employees from going overboard, you have to draw the line’. However, the participant 

favours the use of positive reinforcement stating, ‘It's a lot easier to take the positive reinforcement 

approach and it's good for the employees and it's good for the organisation, and it's good for 

morale’. Similarly, Participant [C] believes sanctions are necessary but stressed the significance 

of following the right disciplinary process and dealing with issues on a ‘case by case basis’. On 

positive reinforcement, Participant [C] believes it is useful tool for employee engagement and to 

build a good work environment. ‘one of the jobs with HR, is to make the organisation a good place 

to work. And that's probably my favourite role in HR, and by doing that positive reinforcement 

comes into all things like recognition and, feedback, and helps boost employee engagement.’ 

One interesting finding of the study was the generally negative perception of the word 

‘punishment’ by all the participants. Participant [A] ‘It’s a harsh word but from a management 

point of view can be dealt in a more constructive manner.’ Participant [B] said, ‘I feel it's a bad 

thing to say you are being punished’ and described it as a ‘red flag term within the bank’ which is 

generally avoided. The participant further stated that there are different ways in dealing with an 

employee who has done something wrong, but ‘we never call it punishment’. Likewise, Participant 

[C] believes the use of the term in the workplace is outdated, ‘I think punishing really feels like 

you're back in school…to say that you're going to straight out punish someone just is not the way 

to go. There's plenty more actions that can be undertaken.’ 
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When asked on the effects of punishments or sanction on employee behaviours, Participant 

[B] and [C] believes it can have both positive and negative impacts. Participant [B] highlighted 

low morale, poor performance and absenteeism as some negative effects of punishments. 

‘Sometimes a person may call in sick if they feel they are being punished or they are going to be 

punished.’ The participant also stated that it could also prevent other employees from reporting 

unethical issues within the bank especially when punishment occurs publicly. ‘Internally, I think 

there has to be processes before it gets to the sanction stage. However, the processes are privately 

carried out and not publicly.’ As a remedy, the participant suggested making use of incidents of 

unethical behaviour as case studies in training to raise awareness of unethical issues to other 

employees rather than publicly condemning them. In discussing the positive effects of sanctions, 

Participant [B] believes it occurs at the organizational level stating, ‘I think the way sanctions help 

is from a holistic level. So, for example, if there is a mistake from the bank, and an external force, 

like the ECB, fines the bank, it could cause the banks to sit up and become more complaint because 

they don’t want to lose more money.’  

Participant [C] conceptualised the effects in two contexts, stating ‘someone could make an 

honest mistake and you tell them, and they could be incredibly sorry. I mean, they haven't realised, 

and they will really be upset and disappointed and anxious and stressed with the situation. I think 

that everyone learns from mistakes, and we can move on that if there is no malice or intent.’  In 

this context the participant believes the employee will take it as part of a learning curve and 

respond positively. On the other hand, if the act was committed with malice or intent ‘What 

happens, then you need to take it more serious action, and then that might be a negative impact.’ 
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Participants [B] and [C] do not agree that punishment completely eliminates unethical 

behaviour in the workplace. They expressed very similar positions on the issue with Participant 

[B] arguing that the use of the term “punishment” could cause employees to fear their managers 

which could make things even worse in some cases. ‘Employees who fear their manager, for 

example won’t feel free to open up.’, the participant also called for a ‘respect-based approach’ in 

the bank because, ‘employees should be free to go to their managers without any fear of getting in 

trouble or losing their jobs.’ Participant [C] echoed these sentiments, ‘No, I think, again, that word 

(punishment), makes it sound quite difficult. I feel it's hard to say that you can eliminate everything, 

because you never know’. The participant believes instead, that taking a transparent approach 

would be more helpful, ‘the important thing is being open, being fair, being transparent, giving 

people the time to get the knowledge on the topic.’ 

When asked about how their organizations prevent misconduct or unethical behaviour from 

reoccurring after punishment has been used, all participants mentioned the use of mandatory 

training as a preventive measure, to ensure that employees have a clear understanding of what is 

right and wrong. Participant [A] and [B] also highlighted the use of regulations and controls as 

preventive mechanisms such as ‘maker and checker policies’ to curb unethical conduct. Participant 

[B], gave a more detailed explanation of the procedure in their organization, ‘if we fail an audit or 

if there’s an incident of unethical conduct it is reported to the management team, department 

managers and to the board of directors.  And then the team has to find a solution to make sure that 

such a thing doesn’t happen again.’ Also, regular meetings are held to monitor the progress. 
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4.10 Compliance  

In assessing the compliance culture within the banking sector in general and their 

institutions in particular, Participants [B] and [C] believe that there has been a marked 

improvement in the sector as a whole in recent times. Participant [B] stated that the strict fines put 

in place by regulatory bodies have contributed greatly to improving the level of compliance. The 

participant also mentioned the increased investment by the banks internally and externally to 

ensure compliance, ‘The banks are investing millions in making sure that everything is done in the 

right way like bringing in external contractors to check if we comply. We also have our internal 

audit team which ensures compliance as well.’ Participant [C] claimed the compliance culture 

within their organization is very strong stating it forms an integral aspect of the company’s mission 

and values. ‘Speaking for my institution I’ll say very strong. Well, it's one of our values and our 

driving forces’. Commenting on the sector in general, the participant stated that there has been a 

huge improvement in the compliance culture, however there is much room for improvement, 

‘everything can always be improved. But I think we're going in the right direction.’ 

Unsurprisingly, all participants report that their institutions have an internal compliance 

program and ethics committee. Participant [B]’s bank has both an internal compliance program 

and an internal audit team. In addition to this, the participant stated that external contractors are 

hired to audit their operations. Participant [C] reported that compliance within their organization 

is largely driven from the headquarters and the by locations.  Additionally, Participant [C] stated 

that the ethics committee within their organization was made up of senior executives who meet 

monthly. The participant also mentioned a recently launched programme in the bank known as 
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‘ethics champions’ which is a club of respectful colleagues that promote ethical conduct within 

the bank. 

Regarding whistleblowing, all participants reported that their organizations encourage 

employees to report unethical issues they observe in the workplace. Participants [A] and [B] said 

their banks provide phonelines and mailbox which are available 24/7 for employees to report issues 

anonymously. Participants [A] added, ‘All the year round there are conferences held in all of our 

locations for all the employees to convey such communication channels and also making aware 

our employees of such situations and what can be done to avoid or prevent them.’ Both Participants 

[B] and [C] also mentioned the importance of open communication within their institutions. 

Participant [B]’ We are also encouraged to speak with our managers when we notice anything 

shady or fishy going on within the bank. Open communication is highly encouraged.’ 

In this chapter, the results of this qualitative study have been discussed in detail. The results 

show that the ethical standards of the banking sector have improved since the financial crisis of 

2008 with the introduction of the Code of Ethics, Ethics Committee and Ethics training within 

banks, as well as stricter controls by regulators. Although organizations reward and recognise 

ethical behaviour, there is no consensus that rewards have an impact on the ethical behaviour of 

employees in the Irish banking sector. The results also show that the use of the term "punishment" 

is generally avoided in the banking sector, but managers admit to using it in other forms. Finally, 

there has been a significant improvement in the culture of compliance in the banking sector with 

investment in the establishment of internal and external bank compliance programmes and training 

exercises. 
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The following chapter discusses the key findings in relation to the secondary research 

conducted earlier in this study and will make recommendations based on the findings. 
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Chapter 5: Discussion 
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5.1 Discussion Introduction 

This chapter contains a detailed explanation and interpretation of the findings of this 

research in light of the literature discussed in the introduction. As stated in chapter one, the main 

objective of this study is to explore the relationship between rewards, punishment and ethical 

behaviour of employees within the Irish banking industry. 

This qualitative investigation on the relationship between ethical behaviour and reward 

management in Irish banking sector yielded several key findings. First, the ethical standards of the 

banking sector have improved since the financial crisis of 2008 with the introduction of the Code 

of Ethics, Ethics Committee and Ethics training within banks, as well as stricter controls by 

regulators. Second, although organizations reward and recognise ethical behaviour, there is no 

consensus that rewards have an impact on the ethical behaviour of employees in the Irish banking 

sector. Third, the use of the term "punishment" is generally avoided in the banking sector, but 

managers admit to using it in other forms. Finally, there has been a significant improvement in the 

culture of compliance in the banking sector with investment in the establishment of internal and 

external bank compliance programmes. These findings will be discussed in further details under 

relevant headings below.  

5.2 Developments Since the Financial Crisis 

With regard to developments since the financial crisis, the research found that inflated 

rewards and incentives proved to be one of the key factors that led to the crash. This finding is 

consistent with (Angeloni 2014) which also referred to' wrong incentives' as one of the main causes 

of the financial crisis. There is a high level of agreement that ethical standards in the sector have 

improved since the crash, but the question of restoring public trust in the system remains. Although 



80 

 

 
 

 

 

important steps have been taken to raise the ethical standards within the sector, there is still room 

for more improvement especially since the recent tracker mortgage scandal. There is an urgent 

need for cultural change within the system in order to regain public trust and to prevent a 

recurrence of the financial crash of 2008. 

5.3 Public Trust and Confidence in the Banking System 

Public expectation and trust have become the central theme of the ethical aspect of things 

as revealed by Angeloni (2014) that ‘trust should be the foundation on which the system operates.’ 

It is important to point out that trust is an intangible element to be measured. According to the 

research, the level of public confidence in the banking sector was very low immediately following 

the crash, but the results show that major reconstructive steps need to be taken to restore consumer 

confidence to pre-crisis levels. 

One such step was the establishment of the Irish Banking Cultural Board (IBCB), an 

independent industry initiative created and financed by the five retail banks in Ireland with the aim 

of ‘restoring confidence in the sector by demonstrating a change in behaviour and overall culture' 

(IBCB 2019). The findings also showed that steps are being taken to develop a more customer-

focused culture in the banking sector, in particular through the use of collaborative functioning to 

understand consumer needs. This is in line with the findings of the report on culture in Irish Retail 

Banks by the Central Bank of Ireland (CBI, 2018), which highlighted the lack of understanding of 

consumer focus in Irish banks. The establishment of the IBCB could represent as watershed in the 

history of the Irish banking sector, but it may take some time before the dividends are seen since 

trust once lost is not easily restored. 
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5.4 The Role of HR in Promoting Ethical Conduct 

Olson's assertion (2013) that' HR can make a positive contribution to building an ethical 

workplace' has been validated in this study. All participants reported that HR plays a significant 

role in promoting the ethical behaviour of employees by creating a fair work environment and 

providing a platform for employees to raise ethical issues within banks. Participant [C] has 

interestingly described the role of the HR as 'brand ambassadors of the banks,' which means that 

they represent the interests of the banks both internally and externally.  

Based on the findings, the researcher suggests that HR managers in the Irish banking sector 

can be more actively involved in promoting ethical conduct by communicating codes of ethics 

through performance management systems and through training. Ethical objectives should be 

included in the performance objectives of employees and ethical issues should be included in the 

regular discussion on performance, which will help to easily assess the ethical orientation of 

employees in the banking sector. 

5.5 Ethics   

Ethics in the banking sector continues to be a major topic particularly in the Irish context 

where ethical lapses and misconducts have been rampant.  Steps have been taken by regulators to 

implement strict controls and fines for breaches of compliance and ethical conduct but, the recent 

tracker mortgage debacle has shown that there is still much room for improvement. Participant [B] 

reported that banks are working to improve their ethical standards not only because of the impact 

of regulatory influence, but also because they realize that it would help generate profits. This is 

closely aligned with the view of Olson (2013, p2) that ‘businesses with an ethical culture of the 

workplace outperform their competitors and peers in all categories that matter, but particularly 
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in terms of stock price growth.'  It is believed that maintaining high ethical standards creates a 

positive image for the bank that increases customer retention and results in increased profits for 

the banks in the long run. 

5.5.1 Code of Ethics  

As outlined in Chapter 2, Woiceshyn (2011, p.313) identified the Code of Ethics as one 

of the factors that have an impact on ethical behaviour in the organization, but the relationship 

between ethical behaviour and the Code of Ethics provided mixed findings. Although all 

participants confirmed the existence of a Code of Ethics in their organization, only Participant [C] 

was able to clearly state the key values outlined in their Codes of Ethics. Participant [B] was unsure 

about it stating, ‘I don't know the full details of it. But I know it's out there. And I know that I may 

have skimmed through it'. Based on the findings, the researcher assumes that there is a higher level 

of focus on ethical issues in foreign banks compared to domestic banks in the sector. However, 

this is not a generalization, as it is based solely on the researcher's observations and understanding 

of the issues. Further research will need to be conducted in order to make this assumption more 

general. 

5.5.2 Ethics Training  

Training may have been the most frequent element that emerged in discussions with sample 

participants.  The significance of ethical training in this study was not anticipated at the beginning 

of this thesis. All participants reported that they have undergone ethical training in their 

organizations and the general purpose of this training was to increase their ethical awareness of 

rights and wrongs within the context of their roles in the organization. This finding validates the 
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view of Sacconi, de Colle and Baldin, (2002), on the purpose of ethics training to ‘enable 

employees identify and manage ethical issues developing their moral intuitions, which are implicit 

in everyday choices and actions.’ However, there is no indication that the ethics training activities 

enable employees to understand, share and apply the values stated in the code of ethics. Perhaps 

more positively, the findings on ethical training underpin the argument of Sheppard (2018) that 

ethics can be taught and learned through ‘personal experience and influence’ and the ‘application 

of learned ethical principles can successfully alter and improve the way people behave’ (Beach, 

2017). This further illustrates the effectiveness of training in improving the ethical standards of 

within the organization. 

5.5.3 Measuring Ethical Performance 

It is well established that measuring ethics is a very difficult task, as Torrance (2016) said,' 

at best it is extremely onerous and at worst impossible.' Interestingly, however, all participants 

reported that their organizations measure ethics through internal and external audits. At the 

individual level, however, the findings show that training and continuous feedback between 

managers and employees are useful tools for assessing the ethical orientation of individuals within 

the organization. This could mean that organizations do not necessarily need to rely on the use of 

metrics or complex quantitative methods to assess employees ' ethical standards, rather it could be 

assumed, based on the findings that having meaningful conversations on ethical issues can provide 

a significant amount of information on an individual's ethical orientation. Although, one could 

easily argue against this approach as ‘lacking internal reliability or content validity’ (Credo, 

Ianuzzi and Armenakis, 2010), there is no doubt that it is useful since organizations report that 

they use the techniques. Unlike self-assessments of ethical behaviour, which have been criticized 
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by Brown and Trevino (2006 cited in Credo, Ianuzzi and Armenakis, 2010) for being prone to 

socially desirable response bias, trainings and continuous feedback provide both managers and 

their subordinates a fair understanding about their ethical orientation. 

When it comes to measuring the ethical performance of banks in Ireland, there is no 

regulatory standard, as not all participants seem to have been aware of the Global Business Ethics 

Survey (GBES) commissioned by the Ethics and Compliance Initiative (ECI) (ECI, 2019). The 

recent survey conducted by the Irish Banking Culture Board (IBCB) is a good start, but the 

researcher suggests that the coverage should be extended to include foreign banks operating within 

the sector, and not just the five Irish banks, in order to gain a holistic view of the culture of ethical 

compliance in the banking sector. 

5.6 Ethical/Unethical Behaviour 

Viana (2012) argued that it is difficult to reach a consensus on what can be considered 

ethical behaviour because ethical behaviour is ‘triggered primarily by the inherent resources of 

each individual and their values, rather than by formal rules’. This view was substantiated in the 

findings of this study, as all participants had different understandings of ethical conduct within the 

context of their roles in their organization. Participants [A]’s response reflected a virtue-based 

understanding on ethical behaviour, by emphasizing transparency as a key aspect of performing 

their role in the organization.  Participant [B], on the other hand reflected a duty-based approach 

by stating, ‘it is about doing your job to the best of your ability and avoiding any form of 

malpractices.’  Participant [C] adopted a utilitarian stance (Velazquez, 2014 p.84), stating, ‘if you 

are professional at all times, nothing can go wrong, because you have to think, you know, is this 

good for the bank? Is this good for my team? Is this good for my own profile? And if you do that, 
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then nothing should happen.’ While the ethical theory analysis is accurate, another explanation for 

the difference in understanding of ethical conduct could be the fact that all three participants 

operate in different departments in their respective banks.  

5.7 Rewards and (Un)Ethical Behaviour  

Surprisingly the results on rewards and (un)ethical behaviour were mixed in this study, 

despite various authors and experts (Trevino and Brown 2006; Woiceshyn 2011, p313 and 

Angeloni) identifying rewards as one of the factors that affect ethical behaviour. The participants 

in this study had divided opinions on the issue. Participant [A], did not believe rewards can affect 

ethical behaviour because, ‘Being ethical supersedes the rewards management system. Being 

ethical is being true to your company, your customers and for your own good.’ The researcher 

believes that this is an idealistic view of the subject and not the reality, since many studies have 

shown that rewards can affect people's behaviour. Participant [B], however believed rewards can 

affect the ethical conduct of employee especially when rewards are ‘based on pay-for-

performance’. This view is consistent with that of Gerhart & Fang (2014) as well as Gläser, van 

Gils, and Van Quaquebeke (2017, cited in Antoni et al, 2017, p.58) who argue that individual pay-

for-performance (PfP) decreases cooperation and may even increase unethical behaviour, such as 

harming others or sabotaging others. The participant also believes that in line with Payne (2012, 

p.104) that rewarding good ethical behaviour could promote higher ethical standards in the 

banking sector since its participants are unarguably motivated by financial incentives.  

In contrast, the other two participants reject Payne’s (2012, p.104) argument but support 

Trevino and Youngblood (1990, cited in Trevino 2006, p.966),  who argue that rewarding ethical 

behaviour does not necessarily increase that behaviour, because the presence of the reward can 
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decrease the intrinsic value of ethical behaviour. Participant [C], particularly does not see the need 

for rewarding ethical conduct since it should be part of the norms in the organization. Although 

there is a perception that individuals in the finance industry are motivated by financial rewards, 

the findings do not back this up completely, since only one participant showed preference for 

financial rewards. Participant [C] particularly reported a strong preference for recognition over 

financial incentives.  

There was no consensus on the notion that an excessive focus on extrinsic rewards cause 

unethical behaviour. Participant [A] rejected the idea, while Participant [C] did not agree but only 

because they didn’t know enough on the issue to comment on it. However, Participant [B] agreed 

with the notion. The study also found that there is a relationship between excessively high targets, 

rewards and risk taking. This is consistent with Viana (2012, p.139), who argued that rewards 

systems can cause individuals within the organization to behave unethically especially when 

individuals feel pressured to meet very high targets, which makes them feel compelled to behave 

unethically. These findings further illustrate the complex relationship between rewards and 

(un)ethical behaviour.  

5.8 Punishment and (Un)Ethical Behaviour 

The findings on punishment and (un)ethical behaviour proved to be fascinating. All 

participants believed echoed the views of Arvey & Ivancevich, 1980; Carlsmith et al., 2002, that 

sanctions are necessary in the workplace to prevent or deter breach of ethical conduct. Despite this, 

there is a generally negative perception on the use of the term “punishment” in the banks. There 

is a strong preference, however, for positive organizational phenomena as stated by Dutton & 

Sonenshein, 2009; Luthans & Youssef, (2007). Participant [B] illustrates this view, ‘It's a lot easier 
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to take the positive reinforcement approach and it's good for the employees and it's good for the 

organisation, and it's good for morale’.  The reasons behind this trend can be traced to the negative 

impacts associated with punishment. Armstrong 2003 stated that punishment may cause 

‘temporary reduction in productivity and quality of work’ while Arvey, Davis, & Nelson, (1984) 

and Podsakoff & Todor, (1985) identified anxiety, absenteeism and sabotage as some negative 

effects on employee’s behaviour.   The findings largely support these arguments since all 

participants identified anxiety, poor morale and absenteeism as negative impacts. 

Despite the widely negative perception of punishment, and the emphasis on positive 

reinforcement, the findings prove that punishment is still used in the banks. Participants [B] and 

[C] report the use of verbal reprimands, employee suspensions or firings (Von Bergen and 

Bandow, 2012) in their banks. The study also shows that the disciplinary systems in the banks are 

more preventive than punitive. Ideally, however, disciplinary systems should be both preventive 

and punitive (Agulanna and Awujo, 2005). Preventive measures increase employees ' awareness 

of organizational rules and are effective in dealing with persistent violations of the rules by 

employees. It could therefore be argued, on the basis of the findings that the overly preventive 

nature of the disciplinary systems in the banks makes them susceptible to a persistent breach of 

ethical standards. As Trevino and Weaver (2006) stated, ‘weak sanctions may be worse than no 

sanctions at all’ and if employees know that they will not receive serious punishments for ethical 

violations, they are bound to repeat them. 

The researcher observed from the primary research conducted, the similarities between 

employee disciplinary procedures and management of underperformance. Both involve a three-

step process, starting with informal conversations on the subject, as Participant [C] stated, ‘It would 
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usually start off by calling someone into a room, having a chat with them in person.’ In the event 

that the ethical misconduct or underperformance as the case may be, persist, a more formal 

approach is taken. Participant [B], ‘there is formal disciplinary procedure in place to deal with it 

if and when it arises.’ Participant [C], ‘And then you'd have formal warnings.’ And if the behaviour 

is not stopped, then sanctions are imposed such as suspensions and firings in some cases.  

Another interesting finding regarding punishment and (un)ethical behaviour is the use of 

deterrence in maintaining ethical standards at the organizational level. This is based on the premise 

that the likelihood to behave unethically is related to the perceived risk of being caught and the 

severity of the punishment if caught (Young and Zhang 2007, cited in Waheeduzaman and Myers, 

2010, p.158). The findings have shown that strict regulatory controls by the ECB and Central Bank 

of Ireland have served as a deterrent to unethical practices in banks and have helped to increase 

the level of ethical compliance in the sector. Since banks recognize the risk of non-compliance, 

they have had to take steps to ensure that they abide by the rules. However, there is a danger that, 

due to the focus on use of sanctions by the regulatory authorities, the banks will only respond by 

adhering to the minimum ethical standards required by law, regulation and social convention 

standards, rather than pursuing the highest standards and levels of compliance.  

In line with the view of Pinder (2014, p.439), the findings show that punishment does not 

completely eliminate unethical behaviour. It can be assumed that punished behaviour tends to 

disappear only when the punishing agent is present, and it often reappears once the individual is 

not being monitored. Participant [B] stated ‘In some cases, it makes it worse. Like, again, if you 

use the word punishment, sometimes it brings fear.’ Participant [C], ‘No, I think, again, that word, 

the word makes it sound quite difficult. I feel it's hard to say that you can eliminate everything’. It 
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is clear from the findings that a focus on punishment will yield largely negative results in the 

organizations. The researcher suggests the use of a ‘respect-based approach’ as Participant [B] 

stated. This will involve as Participant [C] stated, ‘being open, being fair, being transparent, giving 

people the time to get the knowledge on the topic’. 

5.9 Compliance  

The findings have shown that the culture of compliance in the Irish banking sector has 

improved since the financial crisis. All participants referred to the enforcement of stricter 

regulations and controls as the main factor for improvement. While this is considered to be largely 

positive, there is a risk that the focus on strict regulatory legislation by the ECB and Central Bank 

of Ireland will cause the banks to comply only with the minimum standards required by the law. 

As Olson (2013, p.6) argued,' Firms that aim only for compliance usually get less than the 

minimum.' 

An all-inclusive, constantly evolving and responsive regulatory system must therefore be 

part of corporate governance, with a strong ethical foundation as a key component (Payne 2012, 

p.97). The ethical basis for the operation of finance is not a constraint or limitation on financial 

agents, but rather a condition that the financial system can exist at all. There is also an urgent need 

for banking institutions to develop an ethical corporate culture by effectively implementing the 

values set out in their codes of conduct. This will require the implementation of internal regulations 

aimed at the design of processes that maintain and generate behavioural habits in such a way that 

they are integrated into the behaviour of the institution. However, in order for these regulations to 

be successful, they must be easily understood, properly communicated and effectively applied 

through rewards, recognition and disciplinary mechanisms (Arbizu, 2016).      
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In addition, top management commitment and leadership by example are also vital. They 

must actively guide their companies towards important moral values, such as honesty, integrity, 

trustworthiness, transparency and fairness, and make them a permanent part of the company's 

identity (Maines, 2008). 

5.10 Strengths and Weakness of the Research 

5.10.1 Strengths   

The main strength of this study lies in the fact that it is a relatively new topic since no 

research had been carried out prior to this study to examine the relationship between reward 

management and ethical behaviour in the Irish banking sector. 

Another strength of this research is that it covers one of the key issues of Irish society and 

economy, public trust in the financial system. This has been a major issue since the 2008 Irish 

financial crisis, and this study sheds some light on the development of the banking sector since the 

crisis and how it is working to restore public trust and confidence. 

The qualitative approach of the study can be considered to be a strength, as it allowed the 

researcher to gather rich information on the major issues discussed in the study. The responses 

from the participants were unique and very interesting and provided insight into the major research 

issues. 

5.10.2 Weaknesses 

One major weakness of this research is the sample population. Only three participants were 

recruited for this study, this was largely due to time constraint. Although the insight gained from 

the primary research was very important, the researcher was unable to reach a significant level of 
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certainty on the major issues of the study. In this regard, the researcher would recommend that 

further research in this area should involve a larger sample population to increase the chances of a 

more conclusive result.  

Although the qualitative approach to the study proved successful, the researcher 

encountered some challenges along the way. Gaining access to participants who were willing to 

hold one on one interviews was difficult. Also, setting up meetings with participants was also a 

challenge due to their unavailability and time constraint, which led to one of the participants 

responding via email. The researcher suggests that further research in this area adopt a mixed 

methods approach in order to gather both qualitative and quantitative data on the research 

problems. The quantitative data would be useful in supporting the qualitative data and will provide 

more clarity on the research problems. This would be particularly useful in gauging public trust 

and confidence in the banking system. 

The cross-sectional approach to this research was useful in capturing the current ethical 

climate in the Irish banking sector. However, the researcher believes that a longitudinal approach 

to this study will be more ideal for further research in order to repeatedly observe the variables 

over a longer period of time and gather more data. 

5.11 Ideas for future research  

This study on the relationship between ethical behaviour and reward management in the 

Irish banking sector has produced interesting findings to say the least. However, this study has 

merely scratched the surface of what is a very broad area of research.  
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For further research in this area, the author recommends an exploration of human resource 

perspectives on ethical standards in the banking sector. At the beginning of this study, the author 

considered this title to be the subject of this dissertation, but the lack of access to HR staff within 

the Irish banking sector was a stumbling block. Ideally, the study would involve HR managers at 

senior and mid management levels in banks operating in the Irish banking sector. This will provide 

more details on the involvement of HR in building an ethical workplace culture and on the various 

practices used to promote ethical behaviour among employees in the banking sector.  

Another recommendation for future research, is to explore the relationship between reward 

management and ethical behaviour of senior executives in the Irish banking sector.  This would be 

challenging, particularly with the issue of access, but the research will be useful in gaining a 

different perspective on the issues by exploring the use of rewards and remunerations and ethical 

behaviour of senior executives in the banks. Also, it will provide insight on the role of senior 

management in promoting ethical standards in the organization.  

Training was one of the prominent elements which emerged from the findings of this 

research. The researcher suggests further enquiry into the use of ethics training in building an 

ethical workplace culture. This will involve a closer look at the content, materials and methodology 

of ethics training in organizations. Research may also be conducted assessing the effectiveness of 

ethics training on organizational performance.  

Corporate social responsibility is a phenomenon whose emergence has coincided with 

business ethics over the last three decades. The author suggests that an examination of CSR in the 

Irish banking sector and its impact on organizational performance and public perception. This will 
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involve an assessment of the various CSR strategies employed by the banks and its internal and 

external impacts on the banks. 

 Finally, future research may be conducted on the broader benchmark of international 

ethical standards that govern banking in Europe. This arises from the findings of this study which 

show that there is no widely accepted benchmark for ethical performance of organizations in the 

Irish banking sector. Future research in the area will provide clarity on what the international code 

of ethics for organizations and how they are to be upheld in Europe.  

5.12 Implications of the results and applications of your research 

The results of this study have a significant impact on the Irish banking sector. First, with 

regard to the sector's ethical standards, the findings indicate that there has been improvement, 

although public trust and confidence in the system are still a long way from being restored. 

Significant steps have been taken to bridge the gap between banks and consumers by using 

collaborative functioning techniques such as focus groups and social media platforms. The 

establishment of the Irish Banking Cultural Board could also act as a catalyst for change in the 

sector, although the results will take time to be seen. The researcher suggests on the basis of the 

findings that the IBCB extends its coverage from only Irish retail banks to foreign banks operating 

in the Irish market. This will create a united stance in the pursuit of ethical excellence and the 

restoration of public trust. 

One interesting observation made by the researcher during this study was the unwillingness 

of Irish banks to share information on their practices. A number of attempts were made by the 

researcher to recruit participants directly from Irish banks, but all of them were rejected, with the 
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common response being that they do not disclose sensitive business information. While this may 

be the case, it also raises questions about the level of transparency that banks claim to have. There 

seems to be some kind of fear of being investigated among the banks that it makes one wonder 

what they're hiding. On the other hand, the foreign banks were more open and forthcoming in 

discussing their practices.  

 The role of Human Resource Management (HRM) is critical, as Participant [C] described 

‘brand ambassadors’ for the bank. Therefore, HR has a crucial part to play in creating a compliant, 

fair and ethical workplace. Interestingly, the researcher discovered from the findings that HR is 

not directly involved in measuring ethics or in communicating the code of ethics in the Irish banks. 

HRM professionals seeking to develop an ethical workplace culture need to understand the 

structure and requirements of their organization’s ethics and compliance programs in order to 

integrate them into an ethical culture and business strategy. It is also important that HRM 

professionals should take responsibility for assessing the ethical performance of employees and 

not leave it to compliance and ethics departments alone. HR professionals need to work with the 

firm's monitoring and auditing functions to ensure that employees are aware that their supervisors 

and senior managers are primarily responsible for ethics, not the auditors of some departments 

related to legal compliance. 

5.13 Concluding Remarks 

This qualitative study has examined the relationship between reward management and 

ethical behaviour in the Irish banking sector. The findings of the study show that there is a complex 

relationship between reward management and ethical behaviour as there is no consensus that 

rewards have an impact on the ethical behaviour of employees in the Irish banking sector. 
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However, the research shows that the ethical standards of the banking sector have improved since 

the 2008 financial crisis with the introduction of the Code of Ethics, Ethics Committees and Ethics 

training within banks, as well as stricter controls by regulators.  In addition, it was found that the 

use of the term "punishment" is generally avoided in the banking sector, but managers admit to its 

use in other forms. Finally, the study found that there has been a significant improvement in the 

culture of compliance in the banking sector with investment in the establishment of internal and 

external bank compliance programmes.  
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Appendix 2 – Ethical Email Wording 

INFORMATION SHEET FOR PARTICIPANTS 

An Examination of the Impacts of Reward and Punishment on the Ethical Behaviour of Employees 

in the Irish Banking Industry 

You are being asked to take part in a research study on the impact of reward and punishment on 

the ethical behaviour of employees in the Irish banking industry. The objective of this study is to 

understand the ways in which rewards and punishment are designed and implemented in your 

company and to understand if rewards and punishment can be used as tools in promoting ethical 

behaviour of employees within your company.   

My name is Okhifo Omoruhke Emmanuel an MBA Human Resource Management student at 

Dublin Business School and my supervisor for this research study is David Wallace. Dublin 

Business School is affiliated to Kaplan International and this project has been approved by the 

Research Ethics Committee of DBS. 

In this study, you will be asked to discuss reward and punishment policies of your organization 

and in what ways they are used in promoting ethical behaviour. 

The study typically takes 12 weeks, and 2 weeks have been allotted for the interview process which 

would last for 30-45minutes per participant. 

You may decide to stop being a part of the research study at any time without explanation required 

from you. You have the right to ask that any data you have supplied to that point be withdrawn / 

destroyed. 

You reserve the right to omit or refuse to answer or respond to any question that is asked of you. 

You reserve the right to have your questions about the procedures answered (unless answering 

these questions would interfere with the study’s outcome.  A full de-briefing will be given after 

the study). If you have any questions as a result of reading this information sheet, you should ask 

the researcher before the study begins. 

The data I collect does not contain any personal information about you or your company. You will 

be identified as, respondent A and your company as company A as appropriate.  The intentions 

regarding use of the data is for use in my dissertation and may be published if approved by the 

Exam board. In doing so, any individual participants will not be identifiable for confidentiality 

purpose. 

I, Okhifo Omoruhke Emmanuel and David Wallace will be glad to answer your questions about 

this study at any time. You may contact my supervisor at david.wallace@dbs.ie and (01) 4177500. 
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INFORMED CONSENT FORM 

PROJECT TITLE:  An Examination of the Impacts of Reward and Punishment on the Ethical 

Behaviour of Employees in the Irish Banking Industry 

PROJECT SUMMARY: 

This is an academic research study for the award for an MBA completion and the project would 

be a useful reference for researchers in ethics, human resource management practitioners and for 

professionals in the Irish banking sector in understanding the relationship between rewards, 

punishment and ethical behaviour.  

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in this 

research study voluntarily (without coercion).  

 

 

_________________________________   ______________________________ 

Participant’s signature     Participant’s Name (Printed) 

 

 

_____________________________   _________________________________ 

Student Name (Printed)        Student Name signature 
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Appendix 3 – Qualitative Transcription Participant [A] 

INTRO – 

Thanks for joining me for this interview. You have read what the thesis is about the relationship between 

reward management and Ethical Behaviour in the Irish Banking Sector. So please tell me a little bit about 

your position and role in the company- I am working as a Project Manager in for a major financial institution 

in the IFSC.  

1. Given the impacts of the financial crisis in 2008, what is your opinion on the ethical 

standards of the Irish Banking sector today? 

 I can’t comment on this question as it is not applicable to me in Irish context. I wasn’t in 

Ireland back then 

2. How is the banking sector trying to meet public expectations of ethical conduct today? 

 By being transparent and having a collaborative and communicative model with the 

customers. At each step of the banking transaction for a customer, bank is transparent with 

all the charges, policies with their customers. 

3. How do you build up trust and confidence in your customers as the primary stakeholders? 

By asking customers what exactly their banking needs are. We also share a transparent 

and healthy communication standard with all our customers. We are proactive during 

downtime with our customers so that they are exactly aware of the situations. I think this 

helps in building trust and confidence with their bank.  

4. Have you considered the use of collaborative functioning (creating a dialogue with 

customers to discover what they want?) in building trust with the customers?  

 Yes, we have, and we always have followed now. More so in recent times.  

5. How does Human Resource Management contribute in building trust and promoting an 

ethical approach in the Irish banking sector? 

HRM plays an integral part in smooth functioning for the bank and their employees. Given the 

sensitive business line that we function on the day to day basis with customers hard earned 

money at stake, it is the bank responsibility to manage these as customers rely on the bank for 

their money to be in safe hands. HRM plays an important part in instilling fair work 

environment and providing a platform for all the employees to have say and give feedback. 

Also, it’s a great platform to voice any concerns that employees might have, and these are 

worked upon promptly.  

6. How seriously does your organization take ethical issues? 

Ans – Very seriously 

7. What is your understanding of good ethical conduct in the context of your role within your 

organization? 

Ans- Being fair and transparent to all of our customers. Maintaining their privacy and 

data protection of their accounts and other sensitive information within the bank.  



115 

 

 
 

 

 

8. Does your organization have a code of ethics? If Yes, what values do the codes emphasize 

and how are they communicated?  

Yes 

9. Have you received training in Business/Financial Ethics? If Yes, what was the strategy for 

developing the program?  

Yes, annually. To ensure customer’s information is considered sensitive and protected 

within the bank. The information and data collected is not misused in any manner and not 

given out in any manner.  

10. Do you measure/audit ethical performance in your organization? If yes, how is this done? 

Yes, there is an internal audit team that measures all the vulnerabilities and compliance 

issues within the department on a regular basis. There is also an external audit that comes 

in.  

11. Are you aware of the Global Business Ethics Survey (GBES) commissioned by Ethics and 

Compliance Initiative (ECI)? If no, what standards do you go by?  

No 

12. On a day-to-day basis, how does your organization assess ethical orientation of employees? 

How do you set standards through the performance objectives?  

It’s through the ethical training. By having an open communication with the managers. 

13. How will you assess the view that most employees in the banking sector are more focused 

on maximising their personal interests rather than maintaining ethical standards? 

Each document or workspace the employee works on has a time stamp and employee 

information on it. There is also an approval processes for all the changes/new requests 

that are raised by employees. Maker and checker policies are in place 

14. Do you think that conflict of interests arises between personal ethics of employees and 

interests of the organization?  From your experience, in what areas do these often arise? 

No Comment 

15. Do you think ethics in finance is necessary?  Why?  

Yes, it is necessary given the nature of the business it is and the sensitive nature of the 

information that is collected.  

16. Do you agree that in business it is necessary to be unethical sometimes to achieve a 

particular target? 

No, I do not agree in being unethical at all to achieve a particular target. 

17. From your experience, in what ways can rewards affect the ethical behaviour of 

employees? 

Ans – For me I do not think rewards affect the ethical behaviour of employees. Being 

ethical supersedes the rewards management system. Being ethical is being true to your 

company, your customers and for your own good.  

 



116 

 

 
 

 

 

18. On a personal level, what kind of rewards (financial or non-financial) appeal to you?  

Both 

19. Do you think extrinsic (financial rewards) can promote unethical behaviour? Why or How? 

Not for me. 

20. Does your organization recognise employees for good ethical behaviour? 

Yes 

21. Do you think that rewarding good ethical conduct in the workplace can make employees 

to behave more ethically? or Do you think rewarding ethical behaviour reduces the intrinsic 

value attached to the ethical behaviour?  

I think the latter 

22. From your experience, would you agree that excessively high-performance targets and 

rewards can cause excessive risk taking leading to misconduct or unethical behaviour? 

 No, I don’t think so 

23. How does your organization deal with employees who behave unethically?  

It deals in a highly strict and a very serious manner and is very confidential. 

24. Would you describe your organization’s disciplinary system as preventive or punitive? 

Preventive 

25. Do you think the use of sanctions is necessary in the workplace? Or do you favour positive 

reinforcement of employees?  

No Comment 

26. How do you feel about the word ‘punishment’ from a managerial perspective?  

It’s a harsh word but from a management point of view can be dealt in a more constructive 

manner.  

27. From your experience, in what ways can sanctions negatively/positively affect the 

behaviour of employees?  

NA 

28. Do you think that people behaved unethically because they knew they would not get caught 

or punished?  

No comments  

29. Do you think punishment eliminates unethical behaviour completely or does it make it 

worse?  

No comments 

30. How does your organization ensure that unethical behaviour or misconduct is not repeated 

after punishment has been used?  

By taking preventive steps, being open and ensuring policies are in place. Maker checker 

policies are practiced. Mandator training with assessments are being taken where 

employees are required to get a specific passing mark criterion.  
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31. What is your assessment of the compliance culture within the banking sector and in your 

institution?  

It’s very highly regarded and taken very seriously considering our line of business. We 

have a compliance department for all our lines of businesses in all the global jurisdictions 

that we operate. 

32. Does your organization have an internal compliance program? What is it made up of?  

Yes 

33. Does your organization have an Ethics committee to check unethical behaviour?  

Yes 

34. Does your organization encourage employees to report unethical issues they have 

observed?  

By providing an anonymous way of reporting as well as if the employee wishes to be named 

that is also provided. There is a phone line which is open 24/7 to report such incidents plus 

a mailbox is monitored for such reporting. All the year round there are conferences held 

in all of our locations for all the employees to convey such communication channels and 

also making aware our employees of such situations and what can be done to avoid or 

prevent them.  
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Appendix 4 – Qualitative Transcription Participant [B] 

INTRO – 

Thanks for joining me for this interview. You have read what the thesis is about the relationship 

between reward management and Ethical Behaviour in the Irish Banking Sector. So please tell me 

a little bit about your position and role in the company- I am working as a Data Analyst in one of 

the five Irish Retail banks. 

1. Given the impacts of the financial crisis in 2008, what is your opinion on the ethical 

standards of the Irish Banking sector today? 

Ans – I believe that some of the practices by the banks actually did cause the financial crisis in 

Ireland, this inflated bonuses, inflated rewards, to get customers, led to the banks, not carrying 

out much checks, as they should have, and this led to the financial crisis. I think, since then, the 

central bank and the European Union has been stricter on the banks to put in stronger controls 

and instituting sound ethical practices within the banking sector. The banks are audited more 

regularly than before 

2. How is the banking sector trying to meet public expectations of ethical conduct today? 

Ans – I think we try to listen to our customers a lot more.  there's a lot of feedback the bank I work 

at tries to do a lot more feedback. we log on to the intranet to see daily feedback from customers. 

We try to relate more with the customer so we can find out what they want and their expectations 

of us.  even though it's kind of like these, some people within the bank feel like they need kind of 

ease of on the, like, on the kind of control slightly, but I think it's beneficial for the banks, like in 

order for us not to make the mistake we made before. 

3. How do you build up trust and confidence in your customers as the primary stakeholders? 

Ans - By practicing safe banking and not start giving huge bonuses to, to management and staff. 

That's the first thing. The second thing is giving the customers what they want and creating a 

mutually beneficial a (win win) situation. Not only focusing on the banks making profits but having 

a more customer focused orientation knowing that we are here to serve the customer. because, the 

banks can’t exist without the customers.  

4. Have you considered the use of collaborative functioning (creating a dialogue with 

customers to discover what they want?) in building trust with the customers?  

Ans- I'm pretty sure like a lot of banks do that now. The benefits of technology mean that many 

of the banks have apps and a lot of efforts is made to help figure out what the customers 

actually want result on those apps.  Many of the banks also use social media as a tool to 

communicate with customers, receive queries and feedback on services which they provide. 

So, I think that's one way to get collaboration, and I another thing that the banks are doing is 

working together. They recently established  The Irish Banking Culture Board (IBCB) which 
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oversaw an interbank employee survey was conducted to  figure out, are we practising safe 

standards in the bank, do you feel like you can easily go to your manager and say, oh, like, you 

feel like somebody did something wrong with you? 

 Also, as well, we get to do some eLearning and training consisting of short courses on how to 

deal with customers, or sensitive data, for example, if a customer wants to give you a gift to 

buy something I want, how do you deal with that?. Especially for employees who deal with the 

customers directly, for example if a customer offers you dinner over a certain amount, the 

employee would have to report that to his/her manager. In order to prevent any incident of 

unethical practices in the banks.  

5. How does Human Resource Management contribute in building trust and promoting an 

ethical approach in the Irish banking sector? 

Ans- HR has to provide a platform to say that okay, you can you can anonymously raise ethical 

issues in the within the bank and not feel afraid of losing your job. Management also plays a 

huge rule in this, and not just HR to ensure that employees know that it is okay to raise ethical 

issues in the bank and to report unethical practices without fear of being bullied.  A lot of 

banks, including the one I work in, actually, has an anonymous hotline and email where 

employees can report issues and have them looked into.  

6. How seriously does your organization take ethical issues? 

Ans – we take it very seriously. Especially since the government bodies such as ECB and Central 

bank has put in place more rigorous controls like BCBS, IFRS 9, GDPR to ensure that the banks 

are more complaint. Also, as well, the fines that the central bank has put in place serve as a 

deterrent for the companies making them more compliant. However, the banks also see it as a 

benefit, not to lose customers. And again, if something like this happens, again, like another 

recession, because of the bank’s malpractices, it will be disastrous.  

 

7. What is your understanding of good ethical conduct in the context of your role within your 

organization? 

Ans- I think it’s about doing your job to the best of your ability. Avoiding any form of 

malpractices.   

So again, like if, for example, if there's something you are unsure of, we are trained to 

speak to our managers, to know isn't the right thing to do, yes, is the wrong thing to do. If 

you feel under pressure to do certain things that you feel are not right or notice someone 

doing something that is not right, you are to speak up.  

8. Does your organization have a code of ethics? If Yes, what values do the codes emphasize 

and how are they communicated?  

Yes.  



120 

 

 
 

 

 

I think it emphasise safe practices within the bank. Again, I don't know the full details of 

it. But I know it's there. And I know I've probably made it may have skim through it. But 

it's something that's nice day and again, like, we kind of have to sign some things like this. 

It is made known to employees at the start of their jobs, during the induction process and 

training.  

9. Have you received training in Business/Financial Ethics? If Yes, what was the strategy for 

developing the program?  

Yes, annually. There is mandatory training on Code of Conduct and ethics for all employees 

whether full time, or contracted staff.  

I think it's just to refresh our minds on what's right and what's wrong and ensuring good 

practices and to prevent unethical conducts from occurring.  

 

10. Do you measure/audit ethical performance in your organization? If yes, how is this done? 

Yeah, it’s done. It is done at both lower level and higher level of the bank.  In my team, 

actually, we do get audited, like biweekly based on the particular tasks that we do. 

We also get contractors from outside the bank who check to see if we complaint with certain 

rules and regulations. And this happens frequently.  

 

11. Are you aware of the Global Business Ethics Survey (GBES) commissioned by Ethics and 

Compliance Initiative (ECI)? If no, what standards do you go by?  

No. However, we took part in a survey organized by The Irish Banking Culture Board 

(IBCB) last year. 

 

12. On a day-to-day basis, how does your organization assess ethical orientation of employees? 

How do you set standards through the performance objectives?  

So again, training is provided. You can actually do this at any time on the company’s 

eLearning platform. Also, all new employees have to go through ethics and codes of 

conduct training.  

Yeah, so, every year, we get objectives and part of them are risk-based objectives as well. 

Okay. So, we figure out, what are the risks involved in your roles? And how can we make 

sure that we don’t take on excessive risk which could affect the employee and the bank.  

 

13. How will you assess the view that most employees in the banking sector are more focused 

on maximising their personal interests rather than maintaining ethical standards? 

I think this is something that has happened before within the banks. These days a lot of 

banks have audit teams, risks and ethics teams and they educate the staff around the rights 

and wrongs of the jobs.  
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Also, a lot of the banks are in debt at the moment and they don’t want to make the same 

mistakes as before. They want to move away from being publicly owned to being fully 

private institutions. So, measures have been put in place to ensure that they don’t go back 

into the old ways.  

 

14. Do you think that conflict of interests arises between personal ethics of employees and 

interests of the organization?  From your experience, in what areas do these often arise? 

I think sometimes there could be conflict of interest.  And I think for us we've been told that 

we've been told to for example, if there is a conflict of interest you speak up so for example, 

I was working in the mortgage team and my like, or the loans team  for example, a friend 

of mine wants to apply for a loan, I can’t be the person to handle that loan. also listen to 

you right Oh, yeah. Like background checks on this Yeah, it says it all true.  

Again, things like making sure that each employee has the right access to the right systems 

at the appropriate times. Because having the wrong access to systems could lead to 

unethical conduct.  

15. Do you think ethics in finance is necessary?  Why?  

Yes, it's definitely necessary in financial institutions and in every industry because if it’s 

not there, the banks could go rogue, and just start coming up with a product without 

verifying if it's needed by the customers, verifying if it's like, if it's of value to the customer.  

 

16. Do you agree that in business it is necessary to be unethical sometimes to achieve a 

particular target? 

I think, no, I don't think it's necessary to be unethical. I think we can all reach our targets, 

whether commission based, or performance-based targets can be fulfilled ethically within 

the bank. And there should be no room for unethical behaviour in the banks.  

17. From your experience, in what ways can rewards affect the ethical behaviour of employees? 

Ans – Yeah. If sometimes your rewards are based on pay-for-performance. I think 

sometimes some people can, carry out unethical practices in the bank. We’ve seen this in 

the past before, as well, during the Celtic Tiger boom, where employees in banks were 

handing out loans and giving mortgages to as many people as possible without checking if 

they were able to pay back, due to the rewards attached to the performance and that 

contributed to the crash.  

18. On a personal level, what kind of rewards (financial or non-financial) appeal to you?  

A bit of both, but mainly financial for me. On non-financial rewards, some banks for 

example,  based on your performance, you get recognised and commended by other 

employees  And then that gives you points, and those points gives you access to buy some 

items through company based websites, like earphones, movie tickets and shopping 

vouchers.  

19. Do you think extrinsic (financial rewards) can promote unethical behaviour? Why or How?  
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Oh, yes, it does. I think recently, we have seen top executives leaving their positions in the 

banks due to the taxes placed on their salaries by the government, this doesn’t motivate 

them to stay in that role. 

20. Does your organization recognise employees for good ethical behaviour?  

Yes, my company does. But it is not done publicly but internally. 

21. Do you think that rewarding good ethical conduct in the workplace can make employees to 

behave more ethically? or Do you think rewarding ethical behaviour reduces the intrinsic 

value attached to the ethical behaviour?  

I think it's a good thing to reward people who are doing good practice. Yeah. Because it 

can be like a chain reaction, in a way. Okay, I'm doing this right. My colleagues are doing 

this the right way, I have to do this do this the right way. If I don't do it the right way, 

certain things could fall apart.  There could be mistakes, there could be trouble within the 

bank. I have always been told since I started working in the bank, you have to follow the 

right and do things the right way.  I don’t think rewarding good behaviour reduces the 

intrinsic value of the behaviour. It is always good to reward and recognise ethical 

behaviour. Even if it’s as little as saying ‘thank you’ or ‘well done’. 

22. From your experience, would you agree that excessively high-performance targets and 

rewards can cause excessive risk taking leading to misconduct or unethical behaviour?  

Yes, it definitely does. We have seen the cases in the US and some cases in Ireland and 

many other places. 

23. How does your organization deal with employees who behave unethically?  

They get sanctioned. They could get an official warning and then it could go on from there. 

I've never seen or heard of anybody that has been officially sanctioned due to unethical 

behaviour. However, there is formal disciplinary procedure in place to deal with it if and 

when it arises. 

24. Would you describe your organization’s disciplinary system as preventive or punitive?   

I think we're more preventive, and we try and prevent issues through the training that's been 

provided. You know, based on the, the kind of the objectives we get it’s a more preventive 

based approach.  

25. Do you think the use of sanctions is necessary in the workplace? Or do you favour positive 

reinforcement of employees?  

I think positive reinforcement of employees is good. Yeah. I think sometimes with some 

people, you may have to use the sanctions to prevent them going overboard, you have to 

draw the line. 

 It's a lot easier to take the positive reinforcement approach and it's good for the employees 

and it's good for the organisation, and it's good for morale, take the positive approach, 

okay. Instead of publicly criticizing employees for doing something wrong.  

26. How do you feel about the word ‘punishment’ from a managerial perspective?  
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Yeah, I feel it's a bad thing to say you are being punished.  

Since I’ve been working in the bank, I have never been told you are being punished. 

I think there’s a different way of dealing with it when someone has done something wrong. 

But we never call it punishment. It’s a red flag term within the bank and its generally 

avoided.  

27. From your experience, in what ways can sanctions negatively/positively affect the 

behaviour of employees?  

Negatively it brings morale down. Yeah, definitely if you've been punished for something 

that brings your morale and performance down here. Sometimes a person may call in sick 

if they feel they are being punished or they are going to be punished.   

And also, it may prevent other employees from reporting unethical issues within the bank. 

I don't think anybody wants that and that’s why a more positive approach is being 

promoted by the banks.   

I think sanctions do occur; I think the way sanctions help is from a holistic level. For 

example, if there is a mistake from the bank, and an external force, like the ECB, fines the 

bank, it could cause the banks to sit up and become more complaint because they don’t 

want to lose more money. 

Internally, I think there has to be processes before it gets to the sanction stage. However, 

the processes are privately carried out and not publicly. Instances can be used in training 

case studies to raise awareness of unethical issues to other employees rather than publicly 

condemning them. 

28. Do you think that people behaved unethically because they knew they would not get caught 

or punished?  

Yes, I think that some people behaved like that because they thought they were not going 

to get caught, some behaved like that because of the rewards and they want more than 

what’s been given to them. 

29. Do you think punishment eliminates unethical behaviour completely or does it make it 

worse?  

In some cases, it makes it worse. Like, again, if you use the word punishment, sometimes it 

brings fear. Employees who fear their manager, for example won’t feel free to open up. I 

believe that the employees within the banks should have a respect-based approach. 

Employees should be free to go to their managers without any fear of getting in trouble or 

losing their jobs.  

30. How does your organization ensure that unethical behaviour or misconduct is not repeated 

after punishment has been used?  

In that process, what happens is, if we fail an audit or if there’s an incident of unethical 

conduct it is reported to the management team, department managers and to the board of 

directors.  And then the team has to find a solution to make sure that such a thing doesn’t 



124 

 

 
 

 

 

happen again.  Regular meetings are held, and controls are put in place to make sure it 

doesn’t happen again. And again, sometimes it's just a matter of like educating staff on 

what is the right thing to do and what is wrong.  

31. What is your assessment of the compliance culture within the banking sector and in your 

institution? 

Yeah, I think now we are more compliant, and much is being done. And again, anything 

like that sometimes the threats of having huge fines or having your licence revoked, really 

makes everyone sit up and be more compliant. The banks are investing millions in making 

sure that everything is done in the right way like bringing in external contractors to check 

if we comply. And again, we also have our internal audit team which ensures compliance 

as well.  

32. Does your organization have an internal compliance program? What is it made up of?  

Yes, we do have an internal compliance program as well as an internal audit team. what's 

up. And then it's like, we are be tested random, randomly. And also, as well, external teams 

come into the bank and say, Okay, give us this information. We want to see that. Okay, this 

is going to the right approval process or the right person requesting the right data and 

signing off on things. 

33. Does your organization have an Ethics committee to check unethical behaviour? Yes 

34. Does your organization encourage employees to report unethical issues they have observed?   

Yes, we have an anonymous phone lines and emails where employees can drop queries and 

report issues. We are also encouraged to speak with our managers when we notice 

anything shady or fishy going on within the bank. Open communication is highly 

encouraged. 
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Appendix 5 – Qualitative Transcription Participant [C] 

INTRO – 

Thanks for joining me for this interview. You have read what the thesis is about the relationship 

between reward management and Ethical Behaviour in the Irish Banking Sector. So please tell me 

a little bit about your position and role in the company- I am working as a HR Manager in for a 

major financial institution in the IFSC, my role encompasses all of the areas of recruitment, 

learning and development, onboarding of new recruits and data management.  

1. Given the impacts of the financial crisis in 2008, what is your opinion on the ethical 

standards of the Irish Banking sector today? 

It's funny, because I looked at the 2008. I was still in school. So, I was still probably doing 

my junior certs. Yeah. I remember it happening and I remember everything that happened 

after it. And I think the difference now is, there's been controls and there’s processes. 

There's a lot more training involved. There's been a huge improvement and a huge stability 

compared to what happened back in 2008. 

 

2. How is the banking sector trying to meet public expectations of ethical conduct today? 

 They have no choice but to find improvements.  And I think everyone should know that it 

doesn't have to be just CEO or Board of Directors, you know, 

the onus is on all employees. That's something that we take really seriously. 

3. How do you build up trust and confidence in your customers as the primary stakeholders? 

I think, for this question, we're not a retail bank. So, we don't have many, I guess, 

customers. 

We have more, I guess, a few clients, but nothing, nothing from that. So, but I really think 

it's obviously doing the best job we can. Obviously having the best product knowledge and 

just showing that you professional at times is the number one thing and I think that feeds 

into that area. 

4. Have you considered the use of collaborative functioning (creating a dialogue with 

customers to discover what they want?) in building trust with the customers?  

I think here in Ireland not as much as ever, but smaller, we take a lot of push and influence 

from headquarters. So, they will do an awful lot of this and have focus groups and They 

would really try to get you know, the feelings from the customer. it’s really important if 

you're going to sell a product, we have to hear what people have to say be it positive or 

negative. 

Absolutely, I'll say and think if that's all it comes down to, I guess, we use more term 

positive management and continuous feedback, but we even use that with employees for a 
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HR perspective. And really, when I read that, first, our customers are the .HR is perspective 

is the employees and except that everything, you know, be very open. And that's the type of 

kind of environment you would have. 

5. How does Human Resource Management contribute in building trust and promoting an 

ethical approach in the Irish banking sector? 

It's essential. How I would explain HR is that we are the brand ambassadors for the bank.  

And you know, our job is to protect the bank be it an employee issue, or something a bit 

more serious issue. And you have to make sure that you're putting your best foot forward, 

that you're always at being professionals, and really, really important thing, and that you 

respect those treat people. Well, it all feeds in, and I think people then see you as a role 

model, and then something that you have to take on when you move into HR, and that 

means that you have to be on the ball all the time. And if something drops, you know, it just 

can’t happen so it’s essential. we have to decentralise. 

6. How seriously does your organization take ethical issues? 

Yeah, that's very, very serious. We don't condone it (unethical behaviour), there's no time 

for it, you know, we have a fantastic I guess management and senior management, that 

would be very much it was something does happen, if a very serious matter. And as I said, 

it's, it's all about the training. It's all about telling people like informing people, so that 

people understand how important the issue is. 

7. What is your understanding of good ethical conduct in the context of your role within your 

organization? 

I guess, good conduct and everything, it feeds into different areas. But the most important 

thing for me, and I keep saying the word is the professionalism. And if you are professional 

at all times, nothing can go wrong, because you have to think, you know, is this good for 

the bank? is this? Is this good for my team? Is this good for my own profile? And if you do 

that, then nothing should happen.  

8. Does your organization have a code of ethics? If Yes, what values do the codes emphasize 

and how are they communicated? 

Yes, absolutely. The code of ethics is something that maybe we wouldn't like it's not 

designed and created by HR. It's obviously very important for us, for all of employees, but 

the compliance can side would look after an awful lot.  

So again, it's it feeds into our actual values as a company, which is the point of being 

transparent.  having a good place to work with compliance culture, having the agility. So 

obviously, the respect effort. Yeah, that's how we kind of happen, they will be our driving 

forces everyone that comes in to work for us. 

So training, there's mandatory training, every quarter, there's inductions, that when any 

new joiner comes have to go to it, if you step foot here, I think you're assigned over 10 
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trainings to do ranging from sanctions, ethics to compliance, as it says, it's taken very 

seriously from the group of, you know, the headquarters. So, it’s really, really important. 

9. Have you received training in Business/Financial Ethics? If Yes, what was the strategy for 

developing the program? 

So yeah, everyone has that everyone in the company does the course. It is absolutely 

mandatory, you have, I think, 30 days to complete it when you are a new joiner  and you 

do it every quarter, for as long as you work here, if that means 25 years, 40 years, everyone 

has to do it. 

I guess its things happen. When you see things like the financial crisis in 2008, and in our 

own company with things happened by mistakes. And by not having the right controls. And 

having this and having the training just reinforces and really just reminds people how 

serious of a topic it is. 

10. Do you measure/audit ethical performance in your organization? If yes, how is this done? 

It's a great question. HR don’t directly and I wouldn't know, what is done, I think from our 

side, we expect everyone to be to the highest standards of ethical kind of behaviours and 

performance. So really it will be the other side of something comes up, then we'd have to 

take very seriously but we would be to the mindset that everyone is. Everyone knows what 

to do.  

11. Are you aware of the Global Business Ethics Survey (GBES) commissioned by Ethics and 

Compliance Initiative (ECI)? If no, what standards do you go by?  

No, I think with the training that we do, compliance to a lot of things that we lead a group, 

so because we're I guess, not regulated here. Okay. I think it's done from the group side. 

All right, I can from what I know, but again, we're more HR and the training side  

12. On a day-to-day basis, how does your organization assess ethical orientation of employees? 

How do you set standards through the performance objectives? 

It's a great question. coming back to the training is one of the main things, you know, 

obviously, it's mandatory. We want everyone to do it if someone doesn't do it we have to 

investigate why? but there is there's just more checks. We don't have I guess a clear 

structure. But we know that, you know, I guess we know from the CEO, down that 

everybody has to do it?  

Yes, so we do so we do a lot of the continuous feedback. We also set annual objectives and 

quarterly objectives. And I think everyone is given objectives to reach the highest standard 

of conduct to continue that. there's no getting away from it, which is a which is really, 

really important. I think that shows the importance of the topic.  

13. How will you assess the view that most employees in the banking sector are more focused 

on maximising their personal interests rather than maintaining ethical standards? 

It's an interesting one. I think it's a hard one to comment on, because it's very individual. 

And I think it's again, going back to how you view the ethics and conduct. And I think here, 
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there's an awful lot of emphasis on it. So, I feel that we think about for before any action, 

which is the right way, we've got numerous replies or responses from compliance, you 

know, a lot of pushing from a HR and from the group. And then obviously from Ireland, I 

do think that that might be the older way of thinking now, I think there's a bit there has 

been a bit of a change, and it may be a bit more of a modern feel. 

14. Do you think that conflict of interests arises between personal ethics of employees and 

interests of the organization?  From your experience, in what areas do these often arise? 

Perhaps it's something again, as I said, it's a really hard it's a quite a hard one. I, I haven't 

seen much of it in my career, I would hope that you wouldn't see it. when people work for 

quite an established company, they have to remember to put the company first. You I think 

the role of HR is to protect the bank. And, you know, that's what I always have to be thinking 

about before I before I even say to attend this to 10, this piece is kind of under recording, 

Is this okay for the bank? Am I looking at, like protecting it? So that's the mindset you have 

to have. 

15. Do you think ethics in finance is necessary?  Why?  

Hundred percent, hundred percent. So I think ethics in anything is important, because it’s 

of a huge area. And again, it all comes down to your morals, how you act, the person that 

you are, I think mandatory training is essential. But the monitoring of it, the reason why 

we have our ethics and compliance department began to take that kind of responsibility 

and onus on it. But at the end of the day, the people can't just blame the senior people. 

Senior management, it does lead from the top down. But I believe everyone has to take 

responsibility, I think it does help in that side. 

16. Do you agree that in business it is necessary to be unethical sometimes to achieve a 

particular target? 

No, because unethical to me is like, maybe the extreme but your morals then change? And 

if you are the type of person that believes in the right way, and a good way of everything, 

No, you shouldn't change. And going back to, you don't want to put any risk, even on 

yourself. So no, no, no, definitely. 

17. From your experience, in what ways can rewards affect the ethical behaviour of 

employees? 

Again, it's a tough one, because I I don’t, I don't know, if it does, like, again, compliance 

for us would be always considered running, as I said, it gives policies, all these procedures. 

If you're doing something internally, and you know, there's a, I don't know, employee of 

the quarter or something like that, from our side, that that shouldn't have effect on ethical 

behaviour, because it's internally, and I think that would be my more, you know, it's all 

comes down to the person and again, you know, person has the onus to think, you know, 

make sure that right making the right decision.  
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I don't think I have any experience of, if I can be honest, and you know, the world is very 

different from 10 years ago, I think that might be what happened, you know, it could be, 

but I think people are very mindful nowadays, of accepting anything or gone to anything, 

because it's very easy to click the button to find something online or devices in some way. 

So, you really do have to be mindful. 

18. On a personal level, what kind of rewards (financial or non-financial) appeal to you?  

Yeah, it's, it's a good question. For me. I think it’s kind of someone maybe that's starting 

out in a career, that's, you know, been here, five years, all with the recognition is really 

important, I wouldn't be motivated. Financially, I know, people say everyone has to, but 

no, you have to the recognition, feedback is really, really important. And I think if you get 

that internally, from a HR perspective, and for people, that means you're engaging, people 

are like less likely to leave because they'll be happy and contented with their work. And 

that kind of feeds into say, my job which means we don’t have to replace people because 

they are happy.  

19. Do you think extrinsic (financial rewards) can promote unethical behaviour? Why or How? 

No, I think I wouldn't agree because I don't know enough on it. It's one of these topics, 

though. I guess we don't open up as much. And I feel again, gone down to it all depends, I 

guess, on the person. And it depends on the training and the how much the company shows 

and gives enough information on that as well. And it's really important that said, we're so 

clear on how we do things. So, you know, it's a set of so long she and we make sure that 

was clear as it can be, I think that's the important part. 

20. Does your organization recognise employees for good ethical behaviour? 

Again, recognise Yes, but we also kind of seen that if someone's going to work for us that 

they would be the highest standard of ethical behaviour. It's, it's, it's a bit different from 

someone, you know, working on a project separate to their job, because, as I said, from 

the most junior intern to the highest level of staff, everyone should have it. So, I don't think 

there’s not like an employee of the month for it. 

So, it's just a basic standard that everyone has to maintain, rather than, you know, being 

able to reward somebody for doing something that's to be exactly it should be expected. 

And I think that's maybe the one of the big things is if you need to have that sort of 

framework, and that that concept that it should be expected, because, like, there's no other 

way enough, there's a standard and if you set the bar high, people have to meet it. And if 

they don't, then maybe then there's something has to be done.  

21. Do you think that rewarding good ethical conduct in the workplace can make employees 

to behave more ethically? or Do you think rewarding ethical behaviour reduces the intrinsic 

value attached to the ethical behaviour? 

It's very individual because I understand recognition and feedback. And I think it's very 

good for a job well done. But if we're saying something's essential and mandatory, why 
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should you attach rewards to it? And I think that's just the entry level thing that you should 

have thought of, if you look at all of our jobs, or job descriptions, and if you look at when 

you come in, it's one of the first things to talk about, that it's completely different, as I said, 

to running a project on top of your job running, doing extra overtime, covering for someone 

on sick leave. That is that the basics and you know, you need to meet the basics before you 

can go anywhere else.   

Yeah, I would say I would do I think that there's there shouldn't be need. Yes, that's how I 

would feel I think there's plenty of other things that you can do to recognise good behaviour 

or good performance. We should every person that we hired to come in there should be 

striving towards that's good ethical behaviour 

22. From your experience, would you agree that excessively high-performance targets and 

rewards can cause excessive risk taking leading to misconduct or unethical behaviour? 

Good question. Again, back in 2008, when things happen like that, it might have might 

have been an issue. Now, I think there's too many controls for that to happen. And there's 

too many processes. And there's too many procedures, which are great. We're all talking 

so regularly and here. That there isn't a chance for that pressure to be under if some case 

did happen. That's the reason a HR are here. employees know to come down to us, we're 

very open. And if something like that was to happen, we know that's not that's not the way 

it should be done. 

 

23. How does your organization deal with employees who behave unethically? 

I guess, very luckily, it's quite rare that I think making it that it is mandatory means that 

it’s, very unusual, that would happen. The reason it, if anything does happen like that, we 

go straight into, I guess, a disciplinary procedure. There are different ways of it, depending 

on I guess the, the level but, it would definitely be taken incredibly seriously. And it would 

have to be reported up to probably group level as well.  

The disciplinary touches into everything. So, it's just a process, and we look and see where 

we have to go. And if something happened again, then there's another kind of route to go. 

But it would usually start off by calling someone into a room, having a chat with them in 

person. And then you'd have formal warnings, but it just you have to kind of take it on a 

case by case basis. 

 

24. Would you describe your organization’s disciplinary system as preventive or punitive? 

I guess not. really, either. I guess the point of all the training and the why we talk so much, 

and why it's such a hot topic is to prevent anything. And if then if something goes that the 

negative side, which would help them to happen, then the word punishment, it's very strong, 

but something action has to be taken. So, I think punishing really feels like you're back in 
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school. And you're, you know, and back in those days, but I think something needs to be 

done the right way we don't be followed. I mean, I said, the bank will keep professional. 

 

25. Do you think the use of sanctions is necessary in the workplace? Or do you favour positive 

reinforcement of employees?  

So, like, sanctions are necessary everywhere. But again, that's going back to taking the 

correct action, to making sure that you know, the disciplinary process that you follow in 

the right structure. And again, on a case by case basis, things happen, Thank God not that 

regularly, but you know, you just need to make sure that you're following the correct way, 

I guess, positive reinforcement, the job with HR, one of the jobs is to make the organisation 

a good place to work. And that's probably my favourite role in, in HR, and by doing that 

positive reinforcement comes into all things like recognition and, and feedback, and, you 

know, small things that boost the employee engagement. And, uh, yeah, I would agree with 

that. But just so many, for ethical side of things as a touched on, that's mandatory.  

26. How do you feel about the word ‘punishment’ from a managerial perspective?  

I managed a team of five. And if I had to use that word, if someone used that word to me, I 

don't think it's great. And I feel it's very back in the times teaching. And I have a few friends 

that are teachers. And again, it's not something that anyone should to, to go, right. 

Obviously, things happen. People make mistakes or issues arise. 

But to say that you're going to straight out punish someone just is not the way to go. There's 

plenty more actions that can be undertaken. 

 

27. From your experience, in what ways can sanctions negatively/positively affect the 

behaviour of employees? 

Well, it's funny again, it's so it's so to the individual, some someone could make an honest 

mistake. And you to go through and tell them and they could be incredibly sorry. I mean, 

they haven't they haven't realised, and they will really be upset and disappointed and 

anxious and stressed with the situation. I think that will obviously everyone learns from 

mistakes, and we can move on that if there is malice or intent. What happens, then you 

need to take it more serious action, and then that might be a negative impact. 

But I think usually if it's as I said something, something that's a genuine learning curve, 

people, people will absolutely respond positively. 

28. Do you think that people behaved unethically because they knew they would not get caught 

or punished?  

I think it comes down to Yeah, that Well, no, there's a lack of control. There was a lack of 

processes. And that can impact then what happens? And I think, if that was there, . We 

probably believe might not have happened long ago. I did. And I think, but again, that's 

coming down to we learn from everything. Yeah. And look at what we've improved into 
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now. And I said, there's a huge difference, is a huge importance on relying on controls on 

process, making sure that you document and checked everything I read that it has a big 

impact. 

29. Do you think punishment eliminates unethical behaviour completely or does it make it 

worse? 

No, I think, again, that word, the word makes it sound quite difficult. 

I feel it's hard to say that you can eliminate everything, because you never know. But I 

think the more important things are being open, being fair, being transparent, giving 

people the time to get the knowledge on the topic. And once people know that and have that 

in their minds, then then that that would probably help.  

 

30. How does your organization ensure that unethical behaviour or misconduct is not repeated 

after punishment has been used? 

I guess this is coming back down to the disciplinary, we have a thing that if something 

happens once, the process of something happens again, and I think it's just going to go out, 

going back to keeping that in mind to commute, and you can't over communicate in this 

topic, and sharing with the training is done. But the knowledge is there, and that people 

have a clear understanding of what that was what the topic is. Yeah. 

 

31. What is your assessment of the compliance culture within the banking sector and in your 

institution? 

Speaking for my institution I’ll say very strong. Well, it's one of our values and our driving 

forces. So, if you get to know the culture, you need to understand that and you can't I guess, 

work to the highest level of engagement if you don't understand the values and the mission 

and purpose. And I think we have a very, very strong department in compliance who would 

lead us and going to be the brand ambassadors and champions. And so yeah, I think I think 

we do quite a strong. 

Well, in the sector as a whole, I think there's a huge improvement, but at the end of the day, 

in anything be it ethical?  Be it general processes or general HR?  everything can always 

be improved. I think it's just we're going in the right direction. 

 

32. Does your organization have an internal compliance program? What is it made up of? 

?  

Yes. I guess something that we all know with compliance is it is driven by the group and 

then you can do it by location. But it's a very, very strong team the go to the with any 

questions or they always say something doesn't look right, sound right, if you're not sure 

something, to come to them, and they'll be able to advise and I think that's all you need. 

When someone's approachable, you have no problem asking questions. Even if it might be 
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a bit silly, or you think you're overthinking, it's better? It's better to be safe? And to be 

sure. 

33. Does your organization have an Ethics committee to check unethical behaviour? 

Yes, we have an ethics committee, it would make up a probable more of the senior 

management side of things, and they meet probably about once a month. But again, it's 

something that's very important, I think we were known that we have ethics champions and 

things like that. So, we launched a kind of a thing of even the club of respectful colleagues, 

which has to do with your conduct with people within even the bank. And that's where 

people which are being of that and good conduct, which is which is essential. 

 

34. Does your organization encourage employees to report unethical issues they have 

observed?  

Absolutely, very important, I guess, this will go directly to compliance again. So, we would 

always ensure that they send the monthly emails out reminding people if there is something 

they want to check on, that we to go to them to know where they are to know where they're 

located. And, yeah, just to keep the communications clear, open transparent as possible. 

 

 

 


