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SUMMARY:
... The social psychology researches of Milgram, Zimbardo, and others, show that
good people can do bad things when placed in organizational structures and
pressured by a strong corporate culture to be a "good team member." ... Beginning in
the early 1960s, the expectation that businesses would protect the environment was
added. ... The Enron affair has heightened the above recognition and may have
provided the tipping point for a new social mandate that society expects businesses
to restrain themselves from harming others even if it is legal to do so. ... Yet, in

organizing the work processes within the company, management may put pressure
on employees to do what is illegal or unethical. ... Success at networking-looking up
and around-requires fitting into the style of the company so that others will be
comfortable that the individual manager is one of them. Having the proper style,
appearance, and teamwork ethic allows the manager to put others at ease. ... There
is a rich literature on organizational structures and behavior, on leadership, and on
corporate culture, which can be mined for creative ways to redesign the work
environment to promote legal compliance and ethical behavior. ... The so-called
"box" should be redesigned to compel all employees to face the legal and ethical
issues inherent in today's management environment. ...
TEXT:
[*43]
Abstract
The social psychology researches of Milgram, Zimbardo, and others, show that good
people can do bad things when placed in organizational structures and pressured by
a strong corporate culture to be a "good team member." Much of corporate law and
applied ethics, to the contrary, focuses on the intentions and character of individual
decision-makers as if they operated in a vacuum. While assigning responsibility to
individuals is essential in law and ethics, this article argues for a broader, multidisciplinary approach to understanding why legal and ethical meltdowns occur in
businesses. To avoid such meltdowns, businesses must appreciate the changing
nature of societal mandates and demonstrate more respect for the institution of law.
Next, building on the work of James Waters, organizational blocks which operate to
prevent healthy ethical behavior even when both managers and employees of a
business want to do the right thing, are examined. Finally, building on the work of
Robert Jackall, this article reviews some of the "rules for successful careers" that
work to exclude consideration of law and ethics in managers' decision making, and
make some tentative suggestions for legal and organizational reforms.
[*44]
I. Introduction
People act differently when they are in groups than when they are not. Most people
admit using a different set of moral values at work than they use at home. n1 Aware
of this dichotomy, Reinhold Niebuhr, the noted theologian, n3 In fact, several fields
actually have developed based upon this phenomenon: organizational behavior and
organizational development; industrial psychology, social psychology; sociology;
and others. Unfortunately, one of the shortcomings of business ethics, until recently,
has been its failure or reluctance to acknowledge the truth of this axiom. n4
Ferrell and Fraedrich, in their well-established textbook on Business Ethics, n5 were
among the first scholars, if not the first, to include chapters on "How the

Organization Influences Ethical Decision Making." n6 In a chapter on how
organizations influence behavior, Ferrell and Fraedrich look at two broad categories
of organizational structures: centralized and decentralized. n7
[*45] [SEE TABLE IN ORIGINAL]
They later explain that "[m]anagement's sense of the organization's culture may be
quite different from the values and ethical beliefs that are actually guiding the firm's
employees. Ethical issues may arise because of conflicts between the cultural values
perceived by management and the ones actually at work in the organization." n8
One of the essential criteria for ethical behavior on the job is that employees think
critically and creatively. It is equally important, however, for managers to recognize
that employees must work and communicate "inside the box," the organizational
structure and culture of the company employing them. Even while employees are
encouraged to think outside the limitations of the existing structure and culture, a
better "box" needs to be designed for employees.
[*46]
A. Short Review of the Literature
One of the foundational works in this area is Modern Organizations by Amitai
Etzioni, n9 which covers the history of thought in the sociology of organizations. He
starts with the definition of organizations from Talcott Parsons; n10 explains the
contributions of the formal (Scientific Management) school; presents the
contributions of the informal (Human Relations) schools; discusses the emerging
synthesis represented by the Structuralist approach; summarizes Max Weber's
theory of bureaucracy (Early Structuralist); and then concludes with applications of
the structuralist approach to organizations as they relate to clients and the larger
environment. n11
Organizations are social units deliberately constructed and maintained to seek
specific goals. n12 They are characterized by three attributes: (1) "divisions of labor,
power, and communication responsi-bilities"; (2) "one or more power centers"
directing the organization toward its goals; and (3) free "substitution of personnel"
through removal, promotion, recombination, or transfer. n13 There are various
ways in which goals of modern organizations become either distorted or displaced,
thereby becoming the master or servant of the organization. n14 "[O]ne of a larger
category of distortions" arises from the over-measurement of some aspects of an
organization's output to the detriment of others. n15 This problem may be
particularly acute in organizations such as churches and schools whose output is not
material and, hence, whose efficiency is extremely difficult to measure. n16
The formal (Scientific Management) school assumed no conflict between man and
organization. n17 Its perspective of the organization came from a strong managerial
stance, and the underlying assumption was "what [*47] was good for management

was good for the workers." n18 The informal (Human Relations) school taught that
"workers have many needs other than purely economic ones," and it argued that the
formal school approach did not benefit the workers or the management. n19 The
informal school posited approaches under which management, by acknowledging
the non-economic, social and cultural needs of the workers, could both increase
worker satisfaction and raise productivity. n20
The Structuralist School viewed some conflict and tension between workers and the
organization as inevitable and not always undesirable. n21 Essentially, the
Structuralist School promoted a synthesis of the formal and informal approaches,
influenced by the work of Max Weber, and, to a limited extent, the work of Karl
Marx. n22 "Structuralist writers [were the] first [to] recognize fully the
organizational dilemma: the inevitable strains . . . between organizational needs and
personal needs; between rationality and non-rationality; between discipline and
autonomy; between formal and informal relations; [and] between management and
workers, or, more generically, between ranks and divisions." n23 One survey of the
federal government even suggests the incompleteness of the informal school is that
the importance of material (formal) rewards in organizations is not reduced by the
importance of social rewards, a matter addressed by the Structuralist School. n24
B. Centers of Control in Organizations
The formal (Scientific Management) school, which had its foundations in the
scientific management theories of Frederick Winslow Taylor, n26 Division of [*48]
labor, however, according to formal school thought, had to be balanced by a "unity
of control." n27 To explain, "[t]he tasks [of the organization] have to be broken up
into components by a central authority in line with a central plan of action; the
efforts of each work unit need to be supervised; and the various job efforts leading
to the final product have to be coordinated." n28 Since each supervisor had a limited
span of control, it was necessary to have so many first-line supervisors, second-line
supervisors, and so on. n29 There is no definite number for span of control;
however, most classical writers believe the optimal span of control was five to ten,
with the higher end numbers (eight to ten) appearing at the top of the organization
chart where the greater resources needed to support diverse decision making were
likely to be found. n30
This classical (formal) model, demonstrates how armies, churches, universities, and
many corporations are organized and explains why it is appropriate to group armies
with churches and schools, which is not necessarily ideal but nonetheless
appropriate. n31 Out of the centers of control arise orders, job descriptions, bonus
decisions, production, and sales quotas, n32 followed by a need to motivate,
manipulate, or coerce workers and their supervisors into meeting these demands
and expectations. n33 It is frequently at this exact juncture that a number of
business ethics issues and dilemmas arise, some conscious and visible, some neither
conscious nor readily apparent. n34 Very powerful forces of [*49] environment,

context, peer pressure, role assignments, or role expectations assist the supervisor
in "motivating" the worker at this juncture. n35
C. The Law of Organizations
The Law of Business Organizations has traditionally consisted of the law of
partnerships and corporations. The law of corporations usually is based on the
Model Business Corporation Act (MBCA). n36 For purposes of this article,
partnership law and laws relating to close corporations will not be addressed. n37
The underlying principle of the MBCA is the traditional notion of property rights and
contracts. n38 The idea of ownership and control going hand-in-hand is
perpetuated, if not raised and exalted.
[*50]
This concept was seriously undercut by the important contribution of Adolf Berle
and Gardiner Means in 1932. n39 They showed that ownership and control had
been severed in large, publicly traded corporations. n40 This significant discovery
has become even more important in this age of mergers, acquisitions, and global
capitalism with large transnational corporations emerging more powerful than even
most nation states. As far as can be determined, however, the law of corporations
has not meaningfully responded to this rather fundamental discovery.
Another significant addition to the debate about the role of law in regulating
corporations came with the publication in 1975 of Christopher Stone's landmark
work, Where the Law Ends. n41 Professor Stone argues that regulation of business
is always behind the learning curve. The law focuses on regulating yesterday's
problem while the fertile brains of corporate managers are already moving into new
areas. n42 There are a number of ways to influence the process by which
corporations make decisions, such as establishing new positions at the top of the
hierarchy such as vice president for environmental affairs, n44 instituting public
directorships-both general and special, n46 To date, there are no takers.
Currently, following the crash of Enron, n48 Martha [*51] Stewart, n49 and others,
segments of American society are anxiously looking for "fixes" for what some
perceive as unethical behavior, but others see as another round of white-collar
crime. The Sarbanes-Oxley Act was the first step by Congress on the path to
reassuring an anxious public that corporate stocks would once again be safe
investments. n50 Sarbanes-Oxley, while certainly well-intentioned, falls short for
several reasons. n51 It might more accurately be considered a modest first step by
Congress rather than a solution. n52
One reason that Congress has not been better equipped to deal with what some
consider a public confidence crisis in the markets is that many, if not most, members
of Congress view the world through the dominant [*52] property-rights-contractsfree-markets political ideology. When ideology is challenged by facts, the facts can

sometimes get ignored. n53 The hard news for some ideologues is that unregulated
markets may be part of the problem rather than part of any solution. n54
D. Brief Introduction to the Psychology of Authority, Peer Pressure, and Roles
Professor Stanley Milgram of Yale University did some ground-breaking studies on
authority in the early 1960s. n55 Milgram discovered that a simple white lab coat
and an instruction that "[t]he experiment requires that you go on" were sufficient to
get subjects to apply increased doses of electricity to supposedly suffering human
subjects. n56 As Milgram noted in the "Postscript" to one of his articles:
With numbing regularity good people were seen to knuckle under the demands of
authority and perform actions that were callous and severe. Men who are in
everyday life responsible and decent were seduced by the trappings of authority, by
the control of their perceptions, and by the uncritical acceptance of the
experimenter's definition of the situation, into performing harsh acts. . . .
[*53]
The results, as seen and felt in the laboratory, are to this author disturbing. They
raise the possibility that human nature, or-more specifically-the kind of character
produced in American democratic society, cannot be counted on to insulate its
citizens from brutality and inhumane treatment at the direction of malevolent
authority. A substantial proportion of people do what they are told to do,
irrespective of the content of the act and without limitations of conscience, so long
as they perceive that the command comes from a legitimate authority. n57
In the summer of 1971, Philip Zimbardo of Stanford University led an incredible
experiment using the psychology building on campus as a makeshift prison. n58 He
and two graduate assistants, Craig Haney and Curtis Banks, assembled a group of
college-aged volunteers, sorted them for emotional stability, and randomly assigned
them to positions of either guard or prisoner. n59 Within a few days, the guards
assumed the roles of guards and the prisoners started to display the attributes of
"first-timers" at real prisons. n60 Within six days, the experiment had to be
terminated because the situation became "too real" and too intense, with several
prisoners having to be dismissed because of psychological trauma. n61 This
experiment unmasked the amazing power of role expectations as a major force in
how people make decisions and a massive factor in how people see their situations.
n62
The power of context and environment in determining how people perceive others
as well as in determining underlying assumptions was demonstrated dramatically
by another Stanford experiment. n63 In that experiment, healthy investigators got
themselves admitted under false names with false diagnoses to various mental
hospitals. n64 The physicians [*54] and other hospital workers treated them as
mentally ill, even though they were not, because they were, after all, "inmates" in

wards for the insane. The power of the underlying assumption (they would not be
here if they were not mentally ill) prevented the staff from recognizing mentally
healthy patients. n65
E. When Good People Do Bad Things
Certainly, some illegal and unethical business activities are carried out by those who
may be considered bad people. Most people in business, however, are good people
who sometimes do bad things. Most people are part of social networks that
encourage following the law and being ethical. Most people live in communities to
which they have ties. They have friends, raise families, care for their parents,
practice their religion, vote, pay taxes, and follow the law. When the business in
which they work, however, threatens their welfare unless they act illegally or
unethically, or conditions rewards on illegal or unethical actions, good people will
do bad things. n66
Many recent cases of business misconduct support this view: the Sears auto repair
scandal n68 State Farm's medical claims denials n70 to name a few. An analysis of
how basically good companies can pressure basically good employees to do such
wrongs will help inspire the creation of a better "box" for companies.
Experiences in higher education, business, and the military drive home the idea that
the hard work of ethics goes far beyond learning the right thing to do. While it is
important to know what is right, the more daunting challenge in ethics is to discover
how to get yourself and others to do the right thing and to avoid doing the wrong
thing. n71 Such an undertaking or inquiry into '"moral dynamics" requires an
appreciation of human nature, n72 an understanding of the power of the
environment/situation on human choices, n73 and some knowledge of how humans
are motivated to do good and to do evil. n74
This note will examine how to get people who have to work "inside the box
[cubicle]" in organizations to do what is legal and right and avoid doing what is
illegal and wrong. In order to do so, it is necessary to understand both how
businesses are organized and operate and how [*56] individuals make busines
decisions and are motivated. n75 Businesses need to keep out of the back seat of the
car on the back row of the drive-in movie because, as our priests, teachers, and
parents would say, if you go there, putting yourself in that near occasion of sin, you
are going to fall. Likewise, if businesses go there, if they organize themselves in
certain ways, those businesses are going to fall into illegal and unethical conduct.
Four analytical frameworks will be suggested for examining the causes of legal and
ethical failures in business, followed by a brief exploration of some solutions that
might aid in the design of better business structures and company cultures. Finally,
some initial suggestions will be made about how the law of organizations might
adjust its focus to promote more ethically justified conduct and discourage whitecollar crime.

II. Understanding the Changing Social Mandates for Business
One cause of legal and ethical failures in businesses is a lack of understanding of the
changing social mandates for business. n76 One scholar suggests that in return for
granting businesses their franchise to operate, society has expectations of what
businesses will provide and how they will behave. n77 These expectations develop
and change as societal needs and the relations among its members change. n78 With
the rapid growth of industrialization in the United States after the Civil War,
businesses were expected to add to the wealth of the society by producing more,
cheaper and higher quality goods to raise the general standard of living. n79
By the early 1900s, this mandate had expanded to include the expectation that
businesses would protect the health and safety of their workers n80 and allow them
to bargain collectively in order to raise their [*57] standard of living. n81
Businesses were also required to respect the operation of free markets through
antitrust laws n83 Beginning in the early 1960s, the expectation that businesses
would protect the environment was added. n84 The decade of the 1960s also saw
the advent of demands for consumer information and protection. n85 In the 1980s
"stakeholder" language began to recognize the concerns of society that hostile
takeovers not harm the workers and communities, and that corporate decision
makers acknowledge other constituencies that contribute to corporations. n86
These changes in societal expectations were reflected in a Business Week poll
conducted during 2000. n87 Only four percent of respondents agreed with Milton
Friedman and the neo-classical economists that the sole [*58] purpose of business
is to increase the wealth of its stockholders. n88 Ninety-five percent thought the
purpose of business included benefiting workers and communities. n89
Because social mandates do change, following the law is not enough to keep
businesses out of trouble with society. n91 Suggestions by the experts and excuses
by the participants that neither Enron executives nor their Arthur Andersen
auditors actually broke the law have not blunted the nearly universal condemnation
of them. n92 The law does not usually change quickly enough to reflect the current
expectations of society. n93 Additionally, society has begun to recognize that the
current political system often allows corporate money to influence the writing and
enforcement of the laws for corporate benefit rather than to the benefit of society.
n94
[*59]
The Enron affair has heightened the above recognition and may have provided the
tipping point for a new social mandate that society expects businesses to restrain
themselves from harming others even if it is legal to do so. n95 Society may be
developing a view that law and ethics should be combined into a single system that
would provide guidance for managers, restrain abuses of economic power, promote
general welfare, and prevent harm to others. n96 According to this view, conduct

within the law is no longer seen as self-justifying because the law is not seen as a
complete system. n97 Ethics completes the law in that promotion of the general
good and avoidance of harm to others are seen as the overall purposes of law. n98
When following the law does not advance these purposes or others are harmed,
society expects companies to restrain their conduct by applying ethical standards.
n99
If a new mandate to operate under the guidance of law and ethics rather than
justifying conduct by its legality has in fact come into general acceptance, then
businesses should be wary of using the legality of an action-"We did not break any
laws"-as a defense when the following conditions apply:
(a) When others' interests are seriously harmed by following the law (Enron and
Arthur Andersen n100);
[*60]
(b) When large segments of the population reject the law or its purpose (Freeport
MacMorran in West Papua, Indonesia n101);
(c) When the political institutions making or enforcing the law are unjust or corrupt
(Exxon in Grand Bois, La. n102);
(d) When good consequences of the law are threatened by outrage over its bad
consequences in a particular instance (Exxon in Grand Bois, La. n103); and
(e) When enactment or enforcement of the law is significantly influenced by the
company's or its industry's involvement (Enron n104).
A second social mandate that may be evolving in this new century is the concern
that businesses respect the institution of the law as a means of resolving disputes
and compensating the injured. n105 Corporations should aim to benefit
stockholders and other inside stakeholders by winning their legal battles, but they
should employ legal tactics which respect rather than weaken the procedural rules
in the legal system itself. While society recognizes that both sides in an adversarial
system should put on their best case and attempt to discredit the case of their
adversary, the use of "scorched earth" litigation tactics such as the reliance on
endless motions designed to bankrupt adversaries that are not well financed
renders the [*61] courts less effective and weakens society's confidence in their
ability to serve their purpose. n106
Businesses that ignore changing social mandates and operate contrary to societal
expectations may see their franchises chipped away bit by bit. n107 They may be
subjected to larger jury awards and settlement demands, as Exxon has in recent
cases in Alabama n109 Also, actions of such companies may trigger a change in the

regulatory and political climate as the Enron/Andersen situation n110 and the
recent Merrill Lynch securities analysts' compensation settlement show. n111
III. Organizational Structures That Block Good Conduct
A second cause of legal and ethical failures in businesses is organizational structures
that are instituted to promote efficient operation of the firm but consequently
inhibit legal and ethical action by employees. n112 This effect may be unintended
both on the part of the [*62] company and the employees. The management of the
company may well understand the costs of illegal and unethical activities from
criminal penalties, loss of reputation, the opportunity costs of investigating and
remedying wrongdoing, and from the corrosive effects on the internal morale and
employee retention at the company. Yet, in organizing the work processes within
the company, management may put pressure on employees to do what is illegal or
unethical. n113 The following organizational needs and practices required to run a
company inherently create this pressure, and are thus considered "organizational
blocks."
A. "Ambiguity about priorities" n115
When employees are not sure how high a priority the company attaches to acting
legally and ethically, especially when those principles conflict with productivity and
short-term profits, they may feel pressure to fulfill the measurable or "hard criteria"
at the expense of following the "soft criteria" of law and ethics. n116 The company
may give a high priority to both profits and good conduct but not provide guidance
on how to reconcile conflicts between the two. n117 Andersen employees who were
told to follow the law but to shred "excess" documents may have felt pressure to
widen their view of what was really "excess" in order to protect the company and
their own jobs from another auditing failure. n118 State Farm employees in their
zeal to protect the policyholders from higher rates may have lost sight of their
company's commitment to making those policyholders whole if [*63] they were
injured in an accident. n119 Also, when Bausch & Lomb managers were told to
"'[m]ake the numbers, but don't do anything stupid!'" they may have gotten the
message that it would be stupid not to make the numbers by whatever means
because that was what would be measured and rewarded. n120 Exxon may be
committed as a corporation to following the rules of legal proceedings but winning
lawsuits is what is measurable while playing fair is not.
B. Separation of Policy Decisions from Implementation n122
Decision making within large corporations is often divided into functions. Upper
managers set the policies and goals, middle managers decide how to implement
these policies and goals and lower managers get the actual work done. n123
Discussion in management circles has focused on combining these functions as
much as possible to create flatter, more horizontal organizations that connect
policymaking with its [*64] implementation. When this connection does not exist,

managers may unwittingly make policies that require illegal or unethical action to
implement. Exxon's upper managers' cost-cutting goals may have pressured field
managers to seek the lowest cost disposal of hazardous wastes in spite of potential
harms to local residents. n124 Keeping the revenues generated by Enron's
consulting contracts may have pressured Andersen auditors to look the other way at
questionable partnerships. n125 As one Arthur Andersen wag lamented to the tune
of the Eagles' "Hotel California": "They livin' it up at the Hotel Cram-It-Down-Ya,
When the [law]suits arrive, Bring your alibis."
C. "Strict line of command" n127
A "one-over-one" command structure with no access to managers higher up the
chain of command prevents employees from reporting [*65] wrongdoing by their
managers. Although concern about the questionable partnerships was general water
cooler talk among Enron managers, none dared take their concerns to Chairman
Kenneth Lay as long as CEO Jeffrey Skilling was in charge.
D. "Strong role models" n129
If job training comes primarily from those already performing that function, new
employees may be taught that there are no alternatives to illegal or unethical means
to get the job done. Company values and alternative methods may not be learned.
New hires in the turbine division at G.E. were taught that price fixing was the only
way to meet sales goals. n130 The fact that Andersen did not rotate its auditors may
have meant that those working on the Enron account were given a significant
amount of their training by the one partner who managed the account.
E. "Division of work" n131
Dividing tasks by specialization or geographical division may generate efficiency,
but it also may prevent employees from reporting suspected wrongdoing in other
divisions. Because employees in one division may not fully understand what goes on
in another, they may be reluctant to report perceived wrongdoing for fear of looking
foolish. n132 An employee may report to someone in his/her division who does not
feel responsible for what happens in other divisions and discourages reporting the
perceived violation.
F. Task group loyalty n133
Employees working within a group may feel pressured not to report wrongdoing by
group members because of loyalty to the group or fear of [*66] punishment by the
group. Studies of social and market disasters such as the Equity Funding debacle
n135 indicate that a number of otherwise good people "went along" because of their
loyalty to the group and their desire not to see colleagues and friends hurt, even
though their choices injured tens of thousands of investors or killed seven
astronauts, respectively.

G. "Protection from outside intervention" n136
Employees may hesitate to report wrongdoing within the company for fear that an
internal investigation of the incident may be leaked to the outside and cause harm to
the company.
H. Believing Your Own Story Too Much
Employees may justify departures from law and ethics because of the good that the
company is doing. Enron's belief that they were totally redesigning the way energy
and other commodities were sold for the great [*67] benefit of these markets may
have led employees to overlook their methods of financing these operations. n137
I. Giving Yourself Too Much Credit
Psychological test data indicates that because individuals are more familiar with
their own contributions they tend to give themselves more credit than they
objectively deserve. n138 Thus companies and individuals within companies may be
willing to engage in illegal or unethical behavior in order to continue to operate
because of an exaggerated sense of their own importance to the marketplace or to
their company.
J. Circling the Wagons and Demonizing Critics
This blocker is related to "Protection from Outside Intervention." In this case,
companies may react to any criticism from outside as a threat to the continued
existence of the company. It is also related to "Task Group Cohesiveness" in that
members of the company do not see criticisms from outside as an opportunity to
learn from others but as an opportunity to show loyalty to the company. During the
Watergate crisis, President Richard M. Nixon's advisors were particularly harsh on
their critics and were also very brutal toward anyone in the inner circle who even
seemed somewhat "soft" on how things were managed. n139
[*68]
K. Praising A and Rewarding B
There is often ambiguity about priorities in that a company may expect legal
compliance and ethical behavior but have no mechanisms for rewarding conduct in
either its evaluation or compensation systems. Behavior that gets the job done may
be rewarded while legal practices and ethical conduct are only discussed.
Demands such as, "Lieutenant, just get the job done, I don't care how you do it, and I
don't want to know," are not found just in the military. Many colleges and
universities pay lip service to the virtues of good teaching, but they distribute

promotions and salaries that correlate heavily to publications. n140 Some
companies may send similar signals by spending only minimal funds on
environmental compliance or ethics staffing and training while featuring one or
both prominently in their Mission Statements or Ethics Codes.
L. Undervaluing the Public Good
Social Psychology literature has repeatedly pointed out that the public, when asked
to estimate the share of a public good in places such as state parks, schools, or
highways, tends to undervalue the fair share of what it costs for the state to provide
that good. n141 In a sense, this is the [*69] underlying mental condition for "The
Tragedy of the Commons." n142 This mindset extends to the issue of how corporate
managers should rate or value good will, the company's public image, clean water,
and cleaner air. It follows that these considerations frequently come up short when
decisions are made about company plans and priorities.
For example, top managers at one large timber company shared the mindset that a
tree only had value when it was converted into pulp or board feet. n143 This
perspective became part of the corporate culture and was displayed repeatedly in
various public forums. n144 That a tree or a stand of trees could have aesthetic
value, or could help prevent erosion on a mountainside, or could help in the oxygen
cycle did not rise to the level of expression for them. The same managers, however,
seemed shocked when their company was chosen as the target for an environmental
campaign. n145
There are certainly more organizational blocks to be discovered based on the
analysis of companies that have failed. Were there organizational factors that made
it difficult for individuals in those companies doing the right thing? Also, are these
factors different for smaller companies or for entrepreneurial companies?
IV. Rules for a Successful Career in the Organization
A third level of analysis of the causes of illegal and unethical behavior in businesses
examines the rules of behavior for building a successful career in large
organizations. Robert Jackall suggests that in [*70] order to negotiate the "moral
mazes" in large corporations, individual managers must strip themselves of their
ordinary sense of law and ethics and adopt new ways of thinking about doing the
right thing. n146 The following new ways of thinking may lead to a more successful
career.
A. Look Up and Look Around-But Do Not Look Outside the Company n147
The actions of individual managers have very little effect on the outcomes of large
corporations-on the financial performance of the company and on how the company
impacts consumers or the environment. Market forces, such as the state of the
global, national, or regional economy, changes in the regulatory or competitive

environment, and technological developments largely determine financial
performance. All of these forces are totally outside the control of individual
managers or even the company as a whole. The company's responses to these
market forces are determined by a series of fragmented and bureaucratized
decisions about which individual managers have little say. n148 This lack of control
over outcomes creates a constant anxiety in managers about the security of their
jobs. A recession, a change in ownership, or a decision to close a plant or a division
of the company may result in a premature end to an individual's career, whereas
good conditions can provide good career development opportunities. The individual
can only hope that he or she has the good luck to be in the right place at the right
time. n149
The one factor over which the individual can exercise some control is his/her
relationships with others. Being networked with the right individuals in higher
management and the right peers can mean that the individual will move up when
this network is favored by luck to move up. n150 The first rule requires that
managers look up to develop relationships with mentors and around at peers, and
not be concerned with the effects of the company's actions on the society or on the
environment. These effects on others outside the company, however, are the
primary focus of law and ethics, both of which are aimed at doing good and avoiding
harm to others. If individual managers perceive that they have little control over
these effects on others, they will never focus on the legal and ethical aspects of the
company's behavior.
[*71]
B. Fit In by Making Others Comfortable with You
Success at networking-looking up and around-requires fitting into the style of the
company so that others will be comfortable that the individual manager is one of
them. Having the proper style, appearance, and teamwork ethic allows the manager
to put others at ease. n151 If discussions about legal compliance and ethical conduct
are not a part of the corporate culture, if talking about these subjects makes others
uncomfortable, then career success will require managers to forego talking about
ethics and the law. One can imagine that individual managers hide their ethical
principles behind a glass door like the old fashioned fire extinguishers, with a label
reading "Ethics Principles. Break Glass only in severe crisis! Ethics discussions are
embarrassing to your bosses and peers. Mentioning ethics or law may be hazardous
to your career!"
C. Get the Job Done
Successful managers are those who get the job done even if they have to do what is
unpleasant, unethical, or even illegal. n152 The individual may have to break a few
eggs but the omelet gets made. The law and ethics can come to be seen as barriers
that the successful manager has to be tough enough to overcome. n153

The rules for career success can prevent the law and ethics from being discussed or
used as serious factors in corporate decision making. Managers will not raise legal
or ethical questions because they are not related to the network of relationships
that make for a successful career, or can work against relationships by making
others uncomfortable, or because legal and ethical issues can interfere with getting
the work done on time and on budget.
What these three levels of analysis are suggesting is that working inside the
corporate box can lead good individuals to do bad things by changing the factors
that are used to make decisions. A misunderstanding of societal mandates can focus
the individual manager on goals and values that are incompatible with or do not
include all of society's expectations for businesses. Organizational structures
designed for efficient workflow inside the box can block individuals from being
ethical or following the [*72] law. The rules for career success within the box can
make operating on the basis of, or even discussing law and ethics, a risky business
for individual managers. Because of these three conditions for working inside the
box, management decision making is not a choice between following law and ethics
on the one hand and personal and corporate power and gain on the other. Managers
do not see their decisions as requiring a choice between the benefit of the consumer
and/or society and the benefit of the company.
Decision making inside the box is much more complex than "us against them" or
"illegal and unethical versus legal and ethical." Managers focus on goals and values
that are not in themselves illegal or unethical but exclude consideration of the law
and ethics. Decisions are made to increase shareholder value to the exclusion of
other societal expectations. Decisions focus on corporate goals and groups and not
on their effects that cutting costs or protecting my task group will have on others.
Decisions are governed by the need to look up and around, to fit in and to get the job
done if the individual manager is to succeed, rather than on the importance of
looking out. The law and ethics are effectively left out of corporate decision making
by these factors.
V. Acknowledging the Power of Group Dynamics and Role Expectations
In addition to the first three frameworks for analyzing causes of ethical and legal
failures in organizations, it also seems that many businesses fail to appreciate and
respect the tremendous psychological power of role expectations within the
organization and its corporate culture. Aristotle taught that we tend to become what
we do. n154 It is sage advice, but the gradual effects can often be insidious. People
are very suggestible when it comes to the unspoken admonitions of the situation
and what they perceive as the demands of the organization and their role in it. n155
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Over twenty years ago, an NEA local struggled with an anti-teacher board of
education in a small town in the upper Midwest. n156 The union's lawyer and the
NEA local organizer decided to run "one of their own" for the board in a nonbargaining election year. They backed a college professor who was married to one of
the union activists. n157 Their hope was that by getting an educator on the
otherwise hostile board they could, at a minimum, get someone who understood
and was sympathetic to their position inside the school board. Arguably, this would
improve their chances for negotiating a favorable agreement without a strike.
This tactic, however, backfired. The professor was soon acting and talking like any
other elected board member, trying to impress the other board members with his
concern for the taxpayers' dollars. After one year, the professor was elected
president of the board. That year, the town experienced its first teachers' strike in
history. n158 The household of the college professor was torn; a line separating
management and labor went down the middle of the kitchen. The town was divided.
Social scars still linger in the teachers' lounges two decades later. n159 What
happened? The college professor had become "one of them." He was no longer
playing the role; rather, the role was playing him.
The power of such a situation was vividly demonstrated in Zimbardo's famous
Stanford Prison experiment. n160 In 1971, Professor Zimbardo and two graduate
assistants, Haney and Banks, conducted an experiment in the psychology building at
Stanford University. n161 A group of twenty-four, paid, white male college students
were selected for an experiment and subsequently screened for mental health and
stability. n162 [*74] Then, prisoner and guard roles were determined by a flip of a
coin. The experiment was scheduled to last two weeks, but had to be called off after
only six days because the situation had become too real. n163
Guards had become sadistic and aggressive and, at least in one case, were abusing
the prisoners. The prisoners had started to act like "first-timers" in real prisons and
experienced "a loss of personal identity." n164 They also displayed signs of
"passivity, dependency, depression, and helplessness." n165 In less than thirty-six
hours, one of the prisoners showed signs of severe psychosomatic disturbance and
had to be released early. Four other prisoners who developed signs of severe
psychological symptoms were also released. The guards enjoyed the exercise of
power and volunteered for extra duty without additional pay. When the experiment
was terminated early, the guards were disappointed, while the remaining prisoners
were elated. n166 In 1982, Professor Zimbardo explained his observations and why
the experiment had to be terminated:
At the end of only six days we had to close down our mock prison because what we
saw was frightening. It was no longer apparent to most of the subjects (or to us)
where reality ended and their roles began. The majority had indeed become
prisoners or guards, no longer able to clearly differentiate between role playing and
self. There were dramatic changes in virtually every aspect of their behavior,
thinking and feeling. In less than a week the experience of imprisonment undid

(temporarily) a lifetime of learning; human values were suspended, self-concepts
were challenged and the ugliest, most base, pathological side of human nature
surfaced. n167
If such major behavioral changes can be induced in volunteers who were paid
minimum wage and were playing at prison, imagine the possibility in a real situation
where a person's livelihood and the economic welfare of his or her family is at stake.
Such situational imperatives drive [*75] scenarios such as Equity Funding, n169
Arthur Andersen's shredding of Enron documents, n171 the Challenger disaster,
n172 and numerous others. Good people will do bad things make their cubicles
(boxes) are too much like Stanford's Prison. The opposite is an open environment
that promotes independent thinking and tolerates questioning and dissent. In short,
organizations need to be more like town meetings and less like the hierarchical
organizational charts derived from military models if employees are to be good
citizens both on the job and after work.
VI. Redesigning the Boxes n173
In accordance with the prior analysis regarding managers' decision making, it is
necessary to look for ways to redesign the corporate box so that working within it
does not exclude law and ethics as decision-making factors. These remedies will be
different from those designed to prevent the greedy, the power obsessed, or the
completely self-interested from breaking the law or acting unethically. The remedies
for these individuals would be to change their character by reeducation or
exhortation or to change the balance of self-interest by significantly raising the
penalties for bad actions. The federal uniform sentencing guidelines have motivated
companies to educate workers in compliance by raising the penalties for [*76]
noncompliance. n174 Companies with these programs, however, still break the law
and act unethically. For example, Enron touted the success of its RICE program.
n175 Conditions for working inside the corporation need to change one way or
another.
One change would be to ensure that all levels of the organization focus on societal
goals and values as well as on corporate goals and values. This would require not
only training throughout the corporation but also a sustained commitment by
boards of directors and top managers to stay current with changing societal
expectations. Corporations themselves may attempt to influence or change those
expectations as they have done in promoting deregulation. Societal expectations,
however, may still change for reasons unrelated to corporate influence. Boards of
directors should be cognizant of societal and corporate changes and modify their
corporate policies accordingly.
To mitigate organizational blocks, companies should adopt strong ethics codes
based on benchmarking with successful practices. Legal compliance and ethics
vocabularies need to develop within companies so that managers and employees
will be as comfortable raising issues of law and ethics as they are raising concerns

about worker safety. Corporate cultures should be examined and, where necessary,
strong corporate cultures might be deliberately weakened and individual voice
strengthened. Companies should also adopt methods for internal whistleblowers to
report perceived violations without risking their job or the acceptance of their
peers. Many companies have ethics action lines for this purpose.
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Companies should also change the rules for career success in the company.
Executives need to be focused on how their company's actions affect how both
internal and external stakeholders-look out and not just up and around. Pay and
promotion should incorporate accountability for long-term as well as short-term
effects of executive decisions. Consistent efforts from the boardroom on down must
be made to incorporate law and ethics into the everyday decision making of
corporate managers. Some companies have accomplished this through the adoption
and constant reference to company values and by annual awards for employees who
creatively utilize these values in their work. n176
There is a rich literature on organizational structures and behavior, n178 and on
corporate culture, n179 which can be mined for creative ways to redesign the work
environment to promote legal compliance and ethical behavior. The four
frameworks for analysis presented here are only a small part of what is a muchneeded focus on organizational factors that contribute to ethical and legal failures in
business. In a recent article about how Enron pursued "The Talent Myth," which
meant that it promoted on merit but failed to provide guidance, Malcolm Gladwell
noted, "They were there looking for people who had the talent to think outside the
box. It never occurred to them that, if everyone had to think outside the box, maybe
it was the box that needed fixing." n180
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VII. Summary and Conclusions
A. Impact of Organizational Design and Corporate Cultures
Business ethics has focused almost exclusively on the issues of moral decision
making and how an individual can distinguish moral from immoral or morally
neutral decisions. n181 This is a necessary but insufficient approach to a much more
complex dynamic. The social psychology researches of Milgram, n183 and others
shed light on the issue of how good people can go so far astray when they are part of
an organization such as Enron, Equity Funding, Global Crossing, or any other large
organization with a toxic culture. At the very least, this information should be
addressed in business ethics settings, whether it be corporate training or in
business schools.

Additionally, the issue of what kinds of corporate cultures are pathological, from an
ethics and legal standpoint, needs to be addressed and should be the subject of
additional research. Waters n185 have identified some significant areas where
culture plays a less than benign role; however, additional work needs to be done.
Moreover, the strange notion that ethical, moral, and law-abiding employees need to
"think outside the box" demands rectification. The so-called "box" should be
redesigned to compel all employees to face the legal and ethical issues inherent in
today's management environment.
B. Refocusing the Law of Organizations
The Model Business Corporation Act has served its purpose and, perhaps, has
outlasted its usefulness. A law that can be traced back over seventy years ago, to the
Illinois Corporation statute of 1933, has a property-contract emphasis to the
exclusion of human psychology, social welfare, and the vastness of global capitalism.
n186 The making of specific suggestions as to how that emphasis should be readjusted goes beyond the scope of this article. A few general observations will be
considered.
First, the modern publicly traded corporation cannot be explained by the classical
model of property and contract. Such corporations should be [*79] treated as the
distinct creatures they are. Further, the idea that a board of directors is elected
knowingly and thoughtfully by shareholders is simply fictional when applied to such
corporations. It may be time to move toward statutes, such as those in Europe,
under which employees and their unions have mandated seats on the board. A
public election of a certain number or percentage of directors might be in order. The
suggestions for reform offered by Christopher Stone, n187 almost thirty years ago,
should be readdressed in connection with current knowledge about corporate
abuses and corporate cultures. Corporations that are convicted of felonies should be
facing fines based upon percentages of annual revenue or net worth and not the
stated amounts contained in many codes; such numbered amounts are farcical when
the criminal is a transnational giant such as Exxon n189 Additionally, some form of
job tenure after a probationary period might provide the start of a corporate culture
allowing employees to freely raise disturbing questions without fear of being
unemployed. The university model is not ideal here, but something in that domain
might be feasible. Providing a legal consequence for a no-confidence vote by
employees against top management, by directors against top management, or by top
management against directors also seems to be worth consideration.
Finally, white-collar crime may need to be treated for what it is: anti-social and
felonious behavior. Sentencing of white-collar criminals has been limited to short
times that are almost always served in federal or state minimum security prisons
that too often resemble summer camps [*80] rather than jails. n190 It is little short
of hypocritical for our justice system to sentence small-time criminals to big-time
sentences in harsh conditions, n191 [*81] and then "slap the wrists" of big-time
corporate criminals, some of whom have destroyed the life savings or retirement

plans of many others. n192 In short, the legal system should stop treating security
fraud perpetrators and other white-collar crooks as if they were engaged in socalled victim-less crimes.
The ultimate conclusion from this study is that doing nothing about the national
epidemic of corporate crime is unacceptable. n193 Tolerating the status quo is
neither a viable nor a healthy alternative for the United States, for the American
economy, or for the employees who have to deal with corporate America every
working day of their lives. Major overhauls to the ways in which large, publicly
traded corporations are treated by the law and the ways that such organizations are
designed are encouraged. Both of these activities should focus on the well-being of
society generally, and not exclusively on some narrow goal such as preserving the
health of the New York Stock Exchange or minimizing the impact on the wealthy.
The judicial system needs to consider sentencing reforms that would require [*82]
white-collar felons to serve longer sentences in more appropriate prison
environments. Finally, the perspectives of many business ethics classes, if they have
not already become multi-disciplinary, should be expanded beyond the traditional
scope of the philosopher-decision maker to encompass a truly multi-disciplinary
perspective embracing, at a minimum: law, philosophy, sociology, psychology,
history, organizational behavior, and organizational theory.
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followed an earlier attempt by the Congress to include a similar collective
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at Enron in testimony before a House subcommittee. Although Enron, not Andersen,
created partnerships with names such as "LJM" that may have concealed losses,
Joseph Berardino said auditors eventually approved them. Chris Woodyard,
Berardino Concedes Auditors OK'd Partnerships, U S A T o d a y ( F e b . 5 , 2 0 0 2 ) ,
a t htttp://www.usatoday.com/money/energy/2002-02-05-andersentestimony.htm. A scathing report by an Enron outside director was released a week

before Berardino's testimony and it disclosed that Andersen took $ 5.7 million to set
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wood from one of the last unprotected hard- wood forests in Chile. Id. A spokesman
for Boise implied in a public statement that it could not be held responsible if poor
landowners chose to deforest their own lands to sell wood to the timber giant. Id.
n144 See Sam Dillon, All Across Mexico, a Chainsaw Massacre of Trees, N.Y. Times,
Apr. 28, 1999, at 4; James Langman, Eco-Activists Fight Projects Doubling Chile
Forest Exports, Christian Science Monitor, Mar. 4, 1999, at 7.
n145 Robert Speer, Into the Lions' Den: Activists Take Their Case to Boise Cascade's
Shareholders' Meeting, Boise Wkly., Apr. 27-May 3, 1999, at 16-17. Over 100

protestors representing six different groups protested outside the meeting at the
Boise Headquarters. Id. at 16. At the meeting, George Harad, the chairman and CEO
of BCC, declared, "'Boise Cascade is appalled and outraged that our reputation,
nationally and internationally, is being impugned by a steady stream of false
allegations perpetrated by certain environmental groups, particularly the American
Lands Alliance.'" Id. at 17 (quoting George Harad). The project in Chile had been
controversial since its proposal. Id.
n146 Robert Jackall, Moral Mazes: The World of Corporate Managers (1988).
n147 Id. at 75-100.
n148 Id. at 80
n149 Id. at 3, 72.
n150 Jackall, supra note 146, at 17-40.
n151 Id. at 19.
n152 Id. at 65-67. The message to middle managers, according to Professor Jackall's
research, was "get it done" and, at the very least, "don't fail." Id.
n153 See Sirica, supra note 139, for an excellent discussion of the "macho" ethic of
being tough enough to surmount any legal obstacle as exemplified by the Watergate
crisis.
n154 See Aristotle's Nicomachean Ethics: Commentary and Analysis 28-29 (Sir
David Ross trans., Oxford University Press ed. 1966). Also, "We become largely the
roles we play, whether or not we originally wanted to become this certain image.
Aristotle said it long ago and the French existentialists said it recently: 'You are what
you do.'" Solomon & Hanson, supra note 112, at 63.
n155 See, e.g., Solomon & Hanson, supra note 112, at 61-64. "[P]eople do not
determine their jobs, but rather, jobs determine the persons that fulfill them. This is
true in several senses. . . . The job helps make the person; what we 'do for a living'
molds and shapes us . . . . We become largely the roles we play . . . ." Id. at 63 (quoting
Rosabeth Moss Kantor, Men and Women of the Corporation). See also Barbara
Ehrenreich, Nickel and Dimed: On (not) Getting by in America 178-79 (2001)
(describing the power of the corporate culture to influence her as an employee,
temporarily, of Wal-Mart and how hard it is "'to think outside of the box'").
n156 Deb Gascal, Bemidji Classrooms will Reopen Today, Bemidjii Pioneer, Nov. 16,
1981, at 1. "The contract settlement ended a 12-day old strike, the first ever in
Bemidji . . . . The contract still must be approved by the Bemidji School Board, which
should ratify the contract in the next two or three days, said Ted Thorson, school

board chairman." Id. Ted Thorson was a professor of music education at Bemidji
State University; and Margaret Thorson, his wife, was an elementary school teacher
who was active in the BEA (Bemidji Education Association). See Bemidjii Pioneer
(Jan. 9, 1981 - Dec. 15, 1981), for a complete history of the news coverage of the
strike.
n157 Bemidjii Pioneer, supra note 156.
n158 Id.
n159 Other than anecdotal evidence, there is some statistical support for the notion
of "bad blood," that is, personal animosity and institutional hard feelings between
union and management, causing labor strife, strikes, and, occasionally, prolonged
negotiating problems. See Robert D. Ley & William A. Wines, Teacher Bargaining in
Minnesota in 1983-86: Some Additional Perspectives, 17 J. of Collective Negotiations
in the Public Sector 161 (1988).
n160 F. Neil Brady & J.M. Logsdon, Zimbardo's "Stanford Prison Experiment" and
the Relevance of Social Psychology for Teaching Business Ethics, 7 J. Bus. Ethics 703
(Sept. 1988).
n161 Id. at 705.
n162 Id.
n163 Id. at 706.
n164 Brady & Logsdon, supra note 160.
n165 Id. at 705.
n166 Id. (citing Haney et al., supra note 58, at 69).
n167 Phillip Zimbardo, Pathology of Imprisonment, in Readings in Social
Psychology: Contemporary Perspectives 249-51 (Dennis Kresbs ed., 2d ed. 1982).
For what can happen systemically in a real Army prison, see Seymour M. Hersh,
Torture at Abu Ghraib: American Soldiers Brutalized Iraqis. How Far Up Does
Responsibility Go" The New Yorker (May 11, 2004), available at
http://www.newyorker.com/fact/content/?040510fa fact
n168 Supra note 125.
n169 See Michael Hoffman, The Ford Pinto, in Case Studies in Business Ethics
(Thomas Donaldson & Al Gini eds., 1996).

n170 The Associated Press, Enron Accused of Shredding Papers, Newsday.com (Jan.
22, 2002), at http://www.newsday.com/news/local/longisland/ny-bizenron0122,0,5230445. story?coll=n... "FBI agents were inside Enron's 50 story
headquarters building this morning looking into the latest allegations accusing
Enron employees themselves, not just Andersen, of destroying documents." Id.
n171 See Susan Bartlett Foote, Corporate Responsibility in a Changing Legal
Environment, in Contemporary Moral Controversies in Business 573, 576-79 (A.
Pablo Iannone ed., 1989) (discussing the factors leading to the Rely Tampon
disaster).
n172 See supra note 135. See also Engineering Ethics: The Space Shuttle Challenger
Disaster, available at http://ethics.tamu.edu/ethics/shuttle/shuttle1.htm (last
visited July 18, 2003); Kurt Hoover & Wallace T. Fowler, Studies in Ethics, Safety,
and Liability for Engineers: Space Shuttle C h a l l e n g e r , a t
http://www.tsgc.utexas.edu/archive/general/ethics/shuttle.html (last visited July
18, 2003).
n173 This sub-heading was suggested by Patricia Werhane's concern that corporate
executives use moral imagination to think outside the box. Patricia Werhane, Moral
Imagination and Management Decision Making (1999). See Mark Pastin, The Hard
Problems of Management: Gaining the Ethics Edge (1986).
n174 Federal minimum sentencing guidelines have influenced corporate training.
Many U.S. companies developed or revised their business ethics programs as a
result of the 1992 U.S. Federal Sentencing Guidelines. According to the Sentencing
Guidelines, an effective business ethics or compliance program consists of seven
elements, including: An individual in charge of the ethics function Written standards
of conduct Employee training on the code document A hotline for whistleblowers
Lori Tansey Martens & William Miller, The Future of Global Business Ethics
Programs, 5 IBER (Oct. 1, 2002), at http://www.businessethics.org/newsdetail.asp?newsid=14. See also Ann K. Moceyunas, Business Ethics:
Beyond the Golden Rule (asserting that in a 1996 Delaware civil case brought by
shareholders against the directors of Caremark Inc., "the Caremark directors were
absolved from liability by the existence of an effective corporate ethics program"), at
http://www.moceyunas.com/ethics/html/beyond the golden rule.html (last
updated Aug. 25, 2002).
n175 Enron's "RICE" Code of Ethics Stood for Respect, Integrity, Communication,
and Excellence. Millman, supra note 137. See also Enron Code of Ethics, The
Smoking Gun (July 2000), at http://www.thesmokinggun.com/archive/enron.html .
The Code runs sixty-four pages and lists RICE as the central corporate values. Id. at
4.
n176 See, e.g., Thomas J. Peters & Robert H. Waterman, Jr., In Search of Excellence:
Lessons from America's Best-Run Companies (1982).

n177 See, e.g., Attribution Theory: An Organizational Perspective (Mark J. Martinko
ed., 1995); Arnold S. Judson, Changing Behavior in Organizations: Minimizing
Resistance to Change (1991); Edgar H. Schein, The Corporate Culture Survival
Guide: Sense and Nonsense about Culture Change (1999); Grahame Thompson,
Between Hierarchies and Markets: The Logic and Limits of Network Forms of
Organizations (2003).
n178 See, e.g., William D. Hitt, Ethics and Leadership: Putting Theory into Practice
(1990); John P. Kotter, John P. Kotter on What Leaders Really Do (1999); Ed Oakley
& Doug Krug, Enlightened Leadership: Getting to the Heart of Change (1991).
n179 See, e.g., Richard S. Gallagher, The Soul of an Organization: Understanding the
Values that Drive Successful Corporate Cultures (2002); Jim Collins & Jerry I. Porras,
Built to Last: Successful Habits of Visionary Companies (2002); John P. Kotter,
Corporate Culture and Performance (1992).
n180 Malcolm Gladwell, The Talent Myth: Are Smart People Overrated?, The New
Yorker, July 22, 2002, at 33.
n181 Supra note 4.
n182 Milgram, Behavioral Study, supra note 55; Milgram, Some Conditions, supra
note 55.
n183 Haney et al., supra note 58; Zimbardo et al., supra note 58.
n184 Waters, supra note 113.
n185 Jackall, supra note 146.
n186 Supra note 36.
n187 See Stone, supra note 41. Stone states that "we need more straightforward
'intrusions' into the corporation's decision structure and processes than society has
yet undertaken." Id. at 121. He examines: (1) the addition of officers at the top of the
corporate structure responsible for environment and consumer affairs, to name
two; (2) changing the board of directors to include outside public directors; (3)
amending the information net to provide accurate and complete information to
management and boards of directors; (4) a more thorough and fact-based decision
process; and (5) attempting to amend pathological corporate cultures-an activity
that Professor Stone suggested might be the most difficult of all. Id. at 229- 30.
n188 As of December 31, 2001, ExxonMobil reported revenues of $ 209.4 billion, net
income of $ 15.3 billion, and total assets of $ 60.7 billion. Exxon Financial
Statements, at h t t p : / /

216.239.51.104/search?q=cache:EHWNdvE1GrwJ:www.uic.edu/classes/ac
tg/actg51... (last visited July 26, 2003). Note that on November 30, 1999, Mobil
Corporation became a wholly-owned subsidiary of Exxon Corporation.
n189 Between November 8, 2001, when it restated its earnings retroactive to 1997,
and December 2, 2001, when it filed for bankruptcy, Enron crashed from a company
allegedly worth $ 50 billion to nothingness. James R. Audet, An Octopus of Greed:
The Enron Financial Web of Corruption, Quarterly-Report.com, political
commentary, at http://www.quarterly- report.com/energy/enron.html (last visited
July 26, 2003). Enron stock hit a high of over $ 80 per share in December 2000 and
January 2001; it was trading at 26 per share when Enron finally allowed its
employees to sell their 401 (k) company stock. Kubaset et al., supra note 47, at E-7.
n190 Clifton Leaf, White-Collar Criminals: Enough is Enough, Fortune, Mar. 18,
2002, at 62, available at http://www.doublestandards.org/leaf1.html. For example,
Credit Suisse First Boston participated in a pervasive scheme to siphon tens of
millions of dollars of customers' trading profits in 1999 and 2000 by demanding
excessive trading fees; the SEC ordered the company to pay $ 100 million in fines
and "disgorgements," but no one was charged with a crime. Id. At Sunbeam, the
notorious Al "Chainsaw" Dunlap and his operatives were charged by the SEC with
using every accounting fraud trick in the book to make financial statements not
bleed red ink and had to pay $ 15 million to settle a class-action shareholder suit. Id.
at 63. Arthur Andersen, Sunbeam's auditor, paid $ 110 million to settle a civil action.
"But nobody is going to jail." Id. According to the Department of Justice, for the year
2000, only 8,766 defendants were charged with white-collar crimes; with a
conviction rate of 78%, only about 4,000 defendants drew jail time. The average
sentence was three years with most serving only sixteen months. Id. at 64. Even that
number may be inflated because, as one expert notes, white-collar crime is broadly
defined by the Feds to include such things as welfare fraud. Id. Of the approximately
4,000 defendants sentenced to jail time, only 226 cases involved securities or
commodities fraud. Id. Of a total federal inmate population of 156,238, prison
authorities say only 1,021 fit the description-which includes everyone from
insurance schemers to bankruptcy fraudsters, counterfeiters to election-law
tamperers to postal thieves. Out of those 1,000 or so, well more than half are held at
minimum-security levels-often privately managed "Club Feds" that are about two
steps down the comfort ladder from Motel 6. Id. at 68. See also Penelope Patsuris,
"Hard" Time: Best Places to Go to Prison, ABCNEWS.com (Sept. 24, 2002) (naming
the top five best places to serve time for white-collar convicts, such as Federal
Prison Camp Nellis in North Las Vegas which features air conditioning, a pool, a
sports and crafts program, and cardio- vascular monitoring on the equipment in the
gym), at http://printerfriendly.abcnews.com/printerfriendly/Print?fetchFro
mGLUE=true&GLUESer...; Catherine Valenti, Crime and Punishment: As Former
ImClone CEO Waksai is Indicted, Fate of Alleged Corporate Criminals Hang in
Balance, ABCNEWS.com (Aug. 7, 2002), a t h t t p : / /
printerfriendly.abcnews.com/printerfriendly/Print?fetchFromGLUE=t
rue&GLUESer...; Howard Gleckman, Where White-Collar Criminals Belong: Jail, Bus.

Wk. Online (Jan. 2, 2002), at
http://www.businessweek.com:/print/bwdaily/dnflash/jan2002/nf2002 012
5188.htm?db.
n191 Sheryl McCarthy, Bishops, Drug Felons Show Fickleness of Justice, Newsday
(June 5, 2003), at
http://www.newsday.com/templates/misc/printstory.jsp?slug=nyvpmcc053317451jun05&... McCarthy laments that Roman Catholic Bishop Thomas J.
O'Brien, head of the Phoenix diocese, was able to cut a deal involving no jail time for
his role in covering up allegations of sexual abuses by priests for decades while
others in New York State were doing hard time for small amounts of drugs. For
example, John Martino is doing fifteen to thirty years for his first offense, selling a $
10 bag of crack cocaine; Denise Smith is serving a ten to twenty year sentence for
facilitating the sale of a $ 5 bag of crack; and Darius King got eleven to twenty-two
years for selling a $ 5 bag. Id.; see also Media Awareness Project: US Al.: Small-Time
U.S. Pot Dealer Sees Dreams Go Up in Smoke, London Free Press (Apr. 23, 2003)
(recounting the story of Webster Alexander, a high school student, being sentenced
to twenty-six years in prison in Lawrence County, Alabama for selling twenty-eight
grams of marijuana on four occasions to an undercover cop), at
http://www.mapinc.org/drugnews/v03/n614/a614/a03.html?2262; American
Gulag: Petty Criminals Doing Hard Time (posted Feb. 24, 2002) (stating that onefifth of the prisoners in the world are housed in the U.S. and that one-million are
non-violent offenders, the majority of which are serving time for either drug use or
low-level drug dealing), at http://www.prisonactivist.org/pipermail/prisonactlist/2002- February/004747.html; Molly Ivins, Hey, All of You Petty Criminals, Now
You're Going Straight to Jail, Chicago Tribune (May 10, 2001) (stating that Ivans
reports on a U.S. Supreme Court decision that held Constitutional the 1997 seat-belt
violation arrest, booking, and holding for bond of Gail Atwater in Lago Vista, Texas,
for forty-eight hours while her two children, ages two and five, were left in the car;
Atwater was driving the children home from soccer; Bond was set at six times the
maximum fine for the violation), at
http://www.commondreams.org/views01/0510-05.htm; Russel Mokhiber & Robert
Weissman, Sixteen Years for a Snickers Bar (posted on Apr. 11, 2000) (recounting
the sentencing of Kenneth Payne, age twenty-nine, to sixteen years in prison for
stealing a one-dollar Snickers candy bar from a Tyler, Texas, grocery store on
December 17, 1999), at http://www.commondreams.org/views/041100- 106.htm.
The authors invite comparison of Payne's sentence to the sentences meted out to
Hoffman-LaRoche Ltd. Executives who pled guilty to their roles in the largest
criminal anti-trust conspiracy in history: in addition to fines ranging from $ 75,000
to $ 350,000, the four executives received jail time of three months (two each), three
and one-half months, and four months. Id.
n192 See Patsuris, supra note 190. Former Wall Street Journal reporter R. Foster
Winans spent seven months for insider trading in 1988 at the Federal Correctional
Institution in Danbury, Connecticut, part of the minimum-security "'prison camps,'
nicknamed 'Club Fed.'" Prison Life: Advice for Martha, Newsweek, June 30, 2003, at

13. Winans spoke about the conditions he encountered at Danbury, the place where
Martha Stewart would most likely do time if she were convicted and sentenced to
time for the SEC charges she will stand trial on. Id. Winans essentially complained
about having to wait in line to make telephone calls, about having his calls limited to
fifteen minutes, and about a lack of sun tan lotion for three-day weekends. Id. On the
upside, Mr. Winans, now a writer and lecturer, remembered that Danbury had a
"good salad bar," that the "kosher food was the best," and that he could pay other
inmates to make his bed and do his laundry. Id.
n193 See Editorial, The Corporate Crime Wave: The Response, 23 Multinational
Monitor (Dec. 2002) ("Looking back on 2002, it is hard to avoid the conclusion that
the big corporations won."); see also Editorial, Addressing the Crisis in Corporate
Consciousness, Columbus Dispatch (Sept. 21, 2002) (arguing that legal solutions
alone will not solve the problem, we "must get at the underlying ethical causes" and
change c o r p o r a t e c u l t u r e s ) , a v a i l a b l e a t
http://www.ohiodominican.edu/president/BusinessEthics.shtml.

