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WORKPLACE SEXUAL HARASSMENT IN THE “ME
TOO” ERA: THE UNFORESEEN CONSEQUENCES OF
CONFIDENTIAL SETTLEMENT AGREEMENTS
Bernadette Baum
National University
ABSTRACT
The current surge in media attention surrounding workplace sexual harassment
cases has created a hypersensitivity among coworkers and left employers
scrambling to tighten HR policies and training procedures in an effort to mitigate
a company’s exposure to liability. But, why now? Are workplace sexual
harassment cases on the rise? Is harassment occurring in industries uncommon
from those typically known in the past? The #MeToo and Time’s Up movements
are shining a light on the fact that workplace harassment is found in all types of
industries, not just those highlighted in recent media. The statistics regarding the
number of sexual harassment incidents occurring in any industry, however,
cannot be determined with any level of reliability or validity due to the high
number of cases that go unreported, and the widespread usage of Confidential
Settlement Agreements that, until recently, were part and parcel of most
settlements in sexual harassment cases. The secrecy surrounding such agreements
arguably has contributed to the ongoing prevalence of workplace sexual
harassment. This mandate of silence is also to blame for the post-traumatic stress
plaguing victims of sexual harassment. While historical research has shown that
workplace harassment has existed for decades, the movements have found a
platform at a time when all aspects of the issue are converging, thereby making
the time ripe for changes in legislation and challenging employers to rethink the
way anti-harassment training is conducted.
Key words: sexual harassment, confidential settlement agreements, #MeToo.

INTRODUCTION
Time Magazine’s 2017 Person of the Year cover story was “The Silence
Breakers” - the faces of women and men who came forward to give a voice to the
subject of sexual harassment. On October 17, 2017, Facebook reported that there
were more than 12 million posts, comments and reactions regarding “#MeToo”
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in less than 24 hours by 4.7 million users around the world (Khomami, 2017). In
the year that followed, the campaign that launched a worldwide conversation
about sexual harassment, especially in the workplace, unleashed a wave of
disclosures from women sharing their experiences of sexual harassment by
clicking hashtag “MeToo”. The movement resonated with millions of women
who identified with the stories being reported from well-known celebrities.
Women with stories that were before shrouded in secrecy were now sharing, “It
happened to me, too.”
Statistics reveal that over half of all American women have experienced
“unwanted and inappropriate sexual advances” at some point in their lives, with
over 30% by male colleagues. A 2018 poll found that 33 million U.S. women
have been sexually harassed and 14 million sexually abused in work-related
episodes. Ninety-five percent of the women polled reported that the male
perpetrators go unpunished. Based on these findings, it is not surprising to learn
that three out of four people who experience sexual harassment in the workplace
never report it (Zillman, 2017).
The #MeToo movement has empowered women to come forward with stories of
their experiences of workplace sexual harassment by offering a platform where
their voices can be heard. This is in stark contrast to decades of silencing victims’
voices due to nondisclosure clauses in settlement agreements that prohibited
victims from speaking about the harassment. Prior to January 2019, most all
Confidential Settlement Agreements were equipped with specific contract
language delineating what parts of the incident were forbidden to be disclosed, as
well as damages associated with any breach of contract. Along with monetary
payouts as consideration to the agreement, confidentiality was material to the
contract and any disclosure of the workplace abuse constituted a breach of
contract, giving way to stiff monetary penalties. In essence, the alleged offender harasser and company - was buying a victim’s silence. Arguably, the prevalent
use of Confidential Settlement Agreements in sexual harassment cases over past
decades has not only had a severe, long-term adverse impact on victims’ mental
and physical health, but has created a barrier to the prevention of workplace
sexual harassment, thereby enabling the harassment to proliferate.
In response to demands for change from anti-harassment advocacy groups, new
legislation was passed in several states in January 2019 banning nondisclosure
agreements in sexual harassment cases. California, along with several other states
at the end of the 2018 legislative session, enacted new laws that significantly
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impact employers. Among the Me Too legislation signed into law in California
were bills concerning nondisclosure agreements and sexual harassment training
(Martin, 2018). A provision within a settlement agreement that prevents
disclosing factual information related to a claim of sexual harassment entered
into on or after January 1, 2019 is void as a matter of law and as against public
policy.
While victims of workplace sexual harassment can be found in other
classifications of individuals beyond women, including men and members of the
LGBTQ community, this paper narrowly focuses on sexual harassment against
women by taking a historical look back at women’s struggle for equality.
Through a case study, the paper analyzes legal and socio-psychological impacts
of sexual harassment to determine the underlying reasons sexual harassment
continues to occur in the 21st century workplace. HR policies and new
methods of training to comport with the current updates in the law will be
explored with a focus on creating a culture of equality as a means of fostering an
inclusive, safe, and respectful environment for all employees.

CASE SCENARIO
Along with other advocacy groups, many celebrities in the entertainment industry
have joined together in the fight for a fair and equitable workplace. The #MeToo
movement has also created a space for artists to share their contributions to the
ongoing dialogue in an effort to provide enlightenment and understanding about
the subject of sexual harassment.
In a demonstration of art imitating life, actor David Schwimmer collaborated
with filmmaker Sigal Avin to produce a series of short videos titled, “That’s
Harassment” (Avin & Schwimmer, 2018). The videos star various actors in
compromising positions - most involving workplace scenarios and some
concerning sexual harassment in other areas - but all based on true accounts.
In a video called, The Boss, Schwimmer portrays a lawyer working in a law firm.
Actor Zazie Beetz plays his newly-hired young assistant. As the scene unfolds,
the lawyer is working late in his office. His assistant enters his office asking if he
needs any help. The lawyer exhibits frustration with his computer, complaining
that he seems to have lost a client file. The assistant offers to help and, within
approximately 20 seconds, she finds the file. As the assistant stands up to leave,
the lawyer says, “You’re amazing… you’re really sweet.” The assistant thanks
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him and says she’ll be going home for the day. The lawyer tells her that he will
drive her home. She tells him that won’t be necessary. He keeps insisting and she
keeps declining, stating that it’s just a short train ride. He then asks, “You don’t
get bothered on the train?” She replies, “No, I just put my headphones on and
listen to music.” The lawyer further engages her in conversation asking, “You’re
happy here? Everything good? Is everyone treating you right?” The assistant
assures him everything is great and that she feels really lucky to have the job.
The lawyer proceeds to tell her that he is really glad that they chose her, even
though … “you know, they wanted someone older, more experienced… and the
salary…” She responds, “Oh, yes… I was about to move in with my parents…it
really saved me. I feel really lucky.” The lawyer then says, “I want you to know
that I really believe in you.” The assistant thanks him, and the lawyer reaches out
to touch her ear, commenting on her earrings, then lunges in, kissing her on the
mouth. She pulls away in shock and bewilderment, saying, “Uh… I’m sorry, I
have a boyfriend,” He says, “That’s okay, I’m married.” She proceeds to state her
discomfort with the situation as she edges toward the door. The lawyer then steps
around her and in front of the door, blocking her exit. He proceeds to tell her that
he does not want to make her feel uncomfortable and that he was just trying to
express to her how great she is. Then he repeatedly asks, “Are we okay? Nothing
happened, are we okay?” She nervously says, “Yes, it’s okay.” Then he insists
that they hug, despite her expression of discomfort. “This is how we show we’re
okay,” he says as he proceeds to hug her while her arms are up in front of her
blocking him. Then, he finally moves away from the door. She exits the office.

LEGAL ANALYSIS
In the scenario above, what happens next can be examined from both a legal and
psychological perspective. While the legal perspective may be limited to
procedure and resolution of the issue at hand, the psychological perspective
illustrates a long-term experience focused on the mental and physical damage
sexual harassment plays on the life and health of the victim. A closer
examination, however, will reveal that a key component of the long-term adverse
impact can be traced to the secrecy associated with confidentiality clauses of the
settlement agreements which, until recently, were a part of the legal resolution of
the matter. Therefore, what was perceived as the best possible resolution at the
time – the victim removed from the toxic, unsafe workplace and paid monetary
damages - turned out to be a psychological prison that continued to haunt the
victim for years to come. The utilization of non-disclosure and nondisparagement clauses in the legal process extends the healing process
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indefinitely by its mandate of secrecy, while perpetuating the occurrences of
workplace sexual harassment, thereby allowing the harasser and employer to
escape accountability.
The legal definition of sexual harassment may be taken directly from the federal
statute as set forth in Title VII of the Civil Rights Act of 1964 and through the
guidance of the administrative agency charged with enforcing the statute.
According to Title VII of the Civil Rights Act of 1964, it shall be unlawful
employment practice for an employer –
(1) to fail or refuse to hire or to discharge any individual, or otherwise to
discriminate
against any individual with respect to his
compensation, terms, conditions, or privileges of employment,
because of such individual’s . . .sex [gender] . . . [Title VII of the
Civil Rights Act of 1964, as amended, 42 U.S.C. § 2000e-2(a).]
Unwelcome sexual advances, requests for sexual favors, and other verbal or
physical conduct of a sexual nature constitute sexual harassment when (1)
submission to such conduct is made either explicitly or implicitly a term or
condition of an individual’s employment, (2) submission to or rejection of such
conduct by an individual is used as a basis for employment decisions effecting
such individual, or (3) such conduct has the purpose or effect of unreasonably
interfering with an individual’s work performance or creating an intimidating,
hostile, or offensive working environment. [29 C.F.R. § 1604.11 (a) (EEOC
Sexual Harassment Guidelines).]
There are two theories under which a sexual harassment claim can be made: Quid
Pro Quo and Hostile Work Environment. Quid Pro Quo sexual harassment is
harassment in which the harasser requests sexual activity from the harassee in
exchange for workplace benefits. The elements of Quid Pro Quo sexual
harassment are: a workplace benefit promised, given to, or withheld from the
harassee in exchange for sexual activity and accompanied by a paper trail (e.g.,
promotion, raise, termination paperwork). Hostile Work Environment sexual
harassment is harassment in which the harasser creates an abusive, offensive, or
intimidating environment for the harassee. The elements of a prima facie case
are: unwelcome behavior, based on gender, severe or pervasive, affects a term,
condition, or privilege of employment, and the employer had constructive
knowledge and took no remedial action.
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In the scenario above, a viable claim for hostile work environment sexual
harassment can be made as the boss created an abusive, offensive, and
intimidating environment for his assistant. His behavior was unwelcome, severe,
and based on his position as boss, knowledge and liability is imputed. Quid pro
quo may also be argued based on the boss’ insinuation that he had some part in
her receiving a salary that was above her qualifications (so, she owed him
something in return). Depending on how the scenario plays out in the days that
follow the incident, both quid pro quo and retaliation may become viable claims.
In any event, the “zero tolerance” harassment policies professed by the firm at
the start of the assistant’s employment, in reality, proved to be hollow promises
with false commitments.
In most cases where a settlement is negotiated, the terms of the agreement will be
formalized contractually in a settlement agreement. Before January 2019, the
agreement, whether labeled Confidential Settlement Agreement or NonDisclosure Agreement, or other such titles, will have undoubtedly contained
contractual language binding the harassee to confidentiality as to the claims
being made and settlement terms thereof. The use of Confidential Settlement
Agreements in workplace sexual harassment cases was commonplace for decades
before the new law was passed in 2019 in California. While the intent of
silencing the victim to preserve a company’s reputation was certainly intentional,
the long-term effects of the silencing were not predicted.

UNFORESEEN CONSEQUENCES OF CONFIDENTIAL
SETTLEMENT AGREEMENTS
Of all the discoveries unearthed by the #MeToo movement, the most revealing
was the devastating impact of being forced into silence after being harassed and
the long-term health issues that resulted. “For decades, secret settlements have
been used by wealthy and well-connected perpetrators to offend repeatedly with
no public accountability,” wrote State Senator Connie Leyva, who authored the
bill to prohibit non-disclosure agreements in sexual harassment cases. “This
critical legislation will empower victims and offer them the opportunity to finally
say Time’s Up to those who have hurt them” (nytimes.com).
Research clearly shows links between secrets and illness. The negative health
effects of secrecy, both physical and mental, have been studied by psychologists
for years. Emotional distress manifests physically in a variety of illnesses. People
hiding personal traumatic secrets showed more incidents of hypertension,
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influenza, cancer, and other disease (Pennebaker, 1984). The reverse is also true.
Research showed health benefits to revealing secrets. Disclosure can reduce
rumination and worry, freeing up the mental quagmires that hinder social
relationships. Putting experiences into words has a powerful effect on the healing
process (Pennebaker, 1984).
A study by Dansky and Kilpatrick (1997) of over 4,000 women who had
experienced sexual harassment in the workplace found that women who had
experienced unwanted sexual attention or sexual coercion at some point during
their careers were more likely to be experiencing current depression and
symptoms of post-traumatic stress disorder beyond 10 years after the harassment
occurred. These statistics go a long way toward explaining why 4.7 million
people clicked #MeToo 12 million times in 24 hours. Hearing the stories of the
silence breakers triggered their own trauma-filled experiences that for years had
been suppressed out of legal necessity and fear. The post- traumatic stress and
anger that emerged was a revelation that women are not healing, the workplace
climate is not improving, and the silence has finally reached a breaking point,
exploding onto the #MeToo platform.

PSYCHOLOGICAL ANALYSIS
While often defined from a legal viewpoint, sexual harassment has broader
connotations that may be best explained by considering psychological impacts in
addition to the legal liabilities. What happens next in the case scenario above can
be examined from a social-psychological perspective, necessitating definitions of
sexual harassment from other disciplines.
In studies of sexual harassment from a social-psychological perspective,
psychological researchers have applied a socio-psychological definition focused
on the victim’s subjective interpretation of the experience defined as, “unwanted
sex-related behavior at work that is appraised by the recipient as offensive,
exceeding her resources, or threatening her well-being” (Fitzgerald, Drasgow,
Hulin, Gelfand, & Magley, 1997). Sexual harassment based on the social
psychological definition generally fits into one of five categories: general sexist
remarks and/or behavior, inappropriate sexual advances, solicitation of sexual
activity or rewarded sexual favors, coerced sexual activity that include threats of
punishment, or sexual assault (Till, 1980).
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The psychological effects of sexual harassment can range from mild to severe,
resulting in decreased work performance or job loss, symptoms of extreme
personal distress such as depression, anxiety, and sleeplessness, and physical
problems such as headaches, gastrointestinal upset, and raised blood pressure
(Fitzgerald, Schneider, & Swan, 1997).
A meta-analysis of harmful workplace experiences and women’s occupational
well-being conducted by Sojo, Wood, & Genat (2016) found that more intense
yet less frequent harmful experiences (e.g., sexual coercion and unwanted sexual
attention) and less intense but more frequent harmful experiences (e.g., sexist
organizational climate and gender harassment) had similar negative effects on
women’s well-being. The evidence indicated that power imbalance explained the
impact of harmful work experiences on women’s well-being.
An example of the effects of imbalance of power can be made by observing the
reactions of the victim in the case scenario. The short video is particularly
effective in demonstrating to the viewer a scenario that is too often experienced
by women in the workplace. The calculating portrayal of a boss’s exchange with
a newly hired employee, along with body language cues, provides ample
emotional behavioral flags which may be observed by the viewer, as follows,
providing opportunity for analysis of the psychological impact of the boss’s
behavior on the assistant while the sexual harassment unfolds.
Boss: Elicits her help. Presents himself vulnerable, not understanding the
computer program; questioning his own lack of computer skills.
Assistant: Feels pleased to be needed and competent when she locates the
missing file.
Boss: Extends several verbal compliments to her.
Assistant: Feels proud and grateful to be recognized for her skills.
Boss: Tells her that he will drive her home, over and over again, despite her
objections.
Assistant: Confused and taken off guard.
Boss: When it is clear this tactic is not working with her, his tone quickly
changes. Now, he insinuates that she was not entirely qualified for the job, and
that the pay was more than her experience warranted – all the while continuing to
compliment her, as if he was one of the supporters who played a role in her
selection.
Assistant: Feels deflated; her confidence is dashed.
Boss: Makes his attack, lunging toward her and kissing her on the mouth.
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Assistant: Feels stunned. Freezes up in fear and shock. Pulls away. In her
bewilderment, she apologizes, stating she has a boyfriend.
Boss: He says, “That’s okay, I’m married” – as if to convey that there is no
commitment needed here; it’s only about sex.
Assistant: Realizes what is transpiring and the type of person he is. Restates her
discomfort with the situation.
Boss: Realizes he is getting nowhere with her. Getting nervous about what she
might do the next day, he acts as if it is not a big deal stating he was only trying
to show his appreciation for her. Continuing to exert his power over her and
exhibit control, he blocks the door; insists on hugging her, despite her objections.
Assistant: Frozen in fear about what might happen next; in fight or flight mode
and anticipating another attack, she acts as if everything is okay. She says what
she thinks he wants to hear in order to escape.
For a victim of sexual harassment, life can change within minutes. In this
scenario the assistant’s life changed in the four short minutes of an encounter
with someone who held a position of power over her. Within those four minutes,
a myriad of decisions had to be made – e.g., whether to flee, whether to scream and those decisions needed to be navigated around the possible consequences of
her actions or inactions. Will she escape without being further assaulted? Will
she be fired if she makes him mad? Will she be believed if she complains? Will
she be retaliated against? If she quits or is fired, how will she pay her rent? Will
she have to go back home to live with her parents? Within those four minutes, a
promising career was tainted. Within those four minutes, her confidence was
dashed. Within those four minutes, all the degrees she rightfully earned and the
skills and abilities she possessed were diminished.
Workplace harassment of women has existed since the time women entered the
workforce. Harassing behaviors have been found to stem from a resistance to the
presence of women in the working world based on stereotypes surrounding
gender norms. The notion of women doing something more with their lives
outside of the home violates the traditional stereotypical societal norms assigned
to women of wife, mother and homemaker, thereby threatening the status quo.
Evidence shows gender stereotypes to be at the core of the problem of
harassment against women. Many incidents of sexual harassments are driven by
power or identity-based concerns. Leskinen, Cortina, & Kabat (2011) suggest a
definition of harassment as being a form of hostile environment harassment that
appears to be motivated by hostility toward individuals who violate gender ideals
rather than by desire for those who meet them.
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A LOOK BACK AT WOMEN’S STRUGGLE FOR EQUALITY
In order to understand why sexual harassment is occurring in epidemic
proportions in the 21st century, it is necessary to trace the problem to its roots.
When lawyers analyze law, they often start by looking to the intent of the statute.
For example, an examination of Title VII of the Civil Rights Act of 1964 will
show that the passage of this legislation came about as a response to the Civil
Rights movement in the United States in the early 1960s, specifically
discrimination against African Americans in the workplace on the basis of race.
Similarly, in order to understand sexual harassment behaviors, it is important to
know that sexual harassment is a form of sex (gender) discrimination under the
law. Because sexual harassment is a form of gender discrimination, the two
behaviors co-occur, i.e., an act of sexual harassment against a woman falls under
gender discrimination (Bennett-Alexander & Hartman, 2019). Therefore, it is
important to understand the root cause of gender discrimination.
Discrimination against women on the basis of sex can be explored by recounting
the historical plight of women on the road to gaining equality. A small
chronological sampling follows, beginning with some of the more welldocumented events dating back to early centuries when a woman was considered
chattel: the property of her husband. The idea of women as chattel can be found
in legal codes throughout history in various countries and cultures. In the
patriarchal society of Old New York, women were treated as chattel and valued
as objects. Even the centuries-old chattel law was on the books in Ireland in the
late 20th century. Criminal Conversation was one of the most oppressive antiwomen laws in Ireland, stating that a wife was the property of her husband. The
law was abolished in England in 1857, but remained on the Irish statute books as
recently as the mid-1970s (Corless, 2015).
Women were not allowed to vote in the United States until the passage of the
19th Amendment to the United States Constitution which prohibits states and the
federal government from denying the right to vote to citizens of the United States
on the basis of sex. Decades of efforts from 1840-1920 by the Women’s Suffrage
movement made historical strides – but not without painful efforts and much
opposition designed to silence their voices - until women were finally granted
the right to vote in the United States in 1920 (womenshistory.org).
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In the 1950s in the United States, a woman was not allowed to open a bank
account in her own name without her husband co-signing, even if she was in the
workforce earning her own income. Before the Equal Credit Opportunity Act was
passed in 1974 in the United States, banks required single, widowed, or divorced
women to have a male cosigner on any credit application, regardless of their
income (McGee & Moore, 2014). Additionally, a woman could not own a home
or a business without her husband on the loan. As it followed, women were
effectively barred from jury duty because only property owners qualified to
serve. In the 1960s in the United States, the Women’s Rights Movement made
headlines through publicized activism resulting in sex (gender) being included as
a protected class in a key piece of anti-discrimination law: The Civil Rights Act
of 1964.
Many events concerning women’s struggles for equality, however, were not
publicized due to societal norms of suppression of women, as well as attitudinal
barriers against women. One little-known story is the fact that gender was not
originally a part of the Civil Rights Act. When it was clear that the bill had
enough support to pass, gender was inserted to the bill at the 11th hour by Judge
Howard Smith, a southern legislator and civil rights foe desperate to maintain
segregation in the south. His strategy was to include gender to the bill legislating
racial equality, believing that the entire bill would surely be defeated based on
the notion that most male voters would not want their wives in the workforce.
While his strategy failed and the Civil Rights Act passed, the ploy resulted in
very little legislative debate on the gender category of the bill and, therefore,
little guidance to the courts in interpreting what Congress intended by prohibiting
gender discrimination (Bennett-Alexander & Hartman, 2019).
Sometimes, in the behind-the-scenes facts the true stories reside. While there is
much historical documentation about Woman Suffrage, there is less documented
about the “iron-jawed angels” of the suffrage movement. A key leader in the
movement, Alice Paul, along with another activist, Lucy Burns, broke off from
the National American Woman Suffrage Association (NAWSA) over strategy
differences and became leaders of the National Woman’s Party (NWP). When
one of Paul’s confrontational protests for the vote landed the activists in jail, they
were subjected to tortuous treatment in the Occoquan women’s prison in
Virginia. They received no legal counsel or visitors. When they went on a hunger
strike, they were brutally force-fed and abused, hence the name “iron-jawed
angels.” Despite efforts, the press were unable to get any information about the
brutal treatment of the activists until one activist finally was granted a visitor.
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Paul was able to slyly give the visitor a letter detailing the abuse the activists
endured in the prison. When the story broke in the press, public sympathy for the
suffragists grew, eventually leading to the passage of the 19th Amendment to the
United States Constitution guaranteeing women the right to vote
(suffrageandthemedia.org).
Other under-publicized information concerned the important contributions by
women in male-dominated professions. Biologist Rachel Carson’s publication of
Silent Spring which exposed the harm of widespread usage of pesticides was
highly influential in changing public opinion about the importance of
environmental protection, eventually leading to the passage of the Environmental
Protection Act in 1970. However, gender-biased criticism of Carson as a scientist
and attitudinal barriers overshadowed her discoveries and she was not given
proper credit until after her death (Brinkley, 2012).
Major contributions by women to various industries were often not taught in
history classes, or even known by the general public. Moreover, the credit for
some contributions by women were usurped by men. An untold story about
women in the STEM profession includes the contributions to the NASA program
of four African American women in the 1950s and 1960s: mathematician and
physicist Katherine Johnson, mathematician and aeronautical engineer Mary
Jackson, mathematician and supervisor Dorothy Vaughan, and mathematician
Christine Darden (Shetterly, 2016). Their brilliant work as “human computers”
and their critical mathematical calculations played a crucial role in the space
launch of the first American to orbit Earth. Their contributions were virtually
unknown to the public until Margot Lee Shetterly’s 2016 publication of their
story and the award-winning movie, Hidden Figures, was released to high
acclaim. They faced intersectionality obstacles in the workplace based on their
sex and race, but their genuine excitement for and love of their life’s work
enabled them to persevere with determination and professionalism throughout
their careers.
For centuries, women authors used male pseudonyms in order to place their
manuscripts in a position to be read, as well as to have any chance of being
considered for publication. Similarly, women artists over the centuries have been
restricted to certain genres of their craft based on what the male art critics
deemed acceptable as coming from a woman (Nochlin, 2015). Additionally,
throughout history women in sports have endured gender-based discrimination
and harassment. Tennis icon, Billie Jean King, a tireless advocate for women’s
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rights in sports, forever changed the landscape for women professional tennis
players based on her courageous efforts for equality and equal pay for women.
Sexual harassment became a household term in 1991 during televised hearings of
Anita Hill testifying before the Senate Judiciary Committee on the Clarence
Thomas Supreme Court nomination. Her claims against Thomas of sexual
harassment were alleged to have occurred in the early 1980s when Thomas was
her supervisor and head of the EEOC and Hill was a staff attorney. Professor Hill
was reluctant to testify and only did so when an FBI interview was released. Her
fears were realized when her testimony was not believed and she was publicly
disrespected by Senators who made racial and sexist remarks during questioning.
She was publicly maligned and even received death threats. While it is common
knowledge that Thomas was confirmed to the highest court in the land, what is
not often heard or talked about are the thousands of cards, hand-written notes,
and typed letters that Hill received from women across America who thanked her
for her courage and shared their own experiences about sexual harassment in the
workplace (Hill, 2011).
In testimony before the Senate Judiciary Committee in 1993, Supreme Court
nominee Ruth Bader Ginsburg reflected on her days at Harvard Law School in
1956-1958 as one of nine women in the first-year class. The Dean of the Law
School at the time asked Ginsburg to justify taking a place in the class that
otherwise would have gone to a man. She spoke about the indignities that
Harvard imposed on women as being the catalyst to her spending much of her
legal career fighting to break down legal barriers to the advancement of women
in society (Stoll, 1993).

A LOOK FORWARD AT WOMEN’S PROGRESS IN THE FIGHT
FOR EQUALITY
To forget the struggles women have endured in the progression of their
development in the workforce is to risk history repeating itself. While the small
sampling of stories above occurred decades ago, some may ring as a déjà vu from
recent headlines.
In 2018, Professor Christine Blasey Ford testified before the Senate Judiciary
Committee on the Brett Kavanaugh Supreme Court nomination. Her claims that
Kavanaugh sexually assaulted her at a prep school party in the 1980s received
national and international public attention. Comparing the televised testimony to
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that of Anita Hill’s testimony 27 years earlier reveals some striking similarities.
There appeared to be no change or improvement in the process. While Professor
Ford was treated more respectfully than Professor Hill, the tone of many of the
senators exposed their confirmation bias. Hostility toward women was evident in
the manner in which several of the male senators, and the nominee, treated the
female senators, in stark contrast to the tone they took with other opposing male
senators. The dismissing, disrespectful tone used on national television made
clear that this was common workplace behavior for them. Moreover, they
appeared to not recognize the disparate treatment. The rush to judgment in the
decision-making process revealed that nothing was learned from past events and,
more importantly, the majority did not appear to care.
Nearly 70 years after NASA’s Johnson, Jackson, Vaughan, and Darden were
hidden from the public eye and their contributions went unacknowledged
publicly, women have taken their place in the STEM field at large companies
such as Google, representing an appearance of positive change and progress for
women. Looking within, however, we see incidents of a hostile work
environment and disparate treatment, behavior that essentially alters the working
conditions and adversely impacts women employees. On November 1, 2018,
thousands of Google employees worldwide staged a walkout demonstration
regarding the company’s response to sexual harassment and workplace inequality
(D’Onfro & Castillo, 2018). The protest followed a report that Google gave a $90
million exit package to a senior vice president in 2014 after he was accused of
sexual harassment. The protestors claimed that Google has been slow to address
numerous structural issues such as unchecked power of male employees.

While women are aptly represented in sports, the treatment of women in sports is
another story. In 2018 when several top Olympian gymnasts reported being
molested by their team doctor and harassed by their trainers, USA Gymnastics
tried to silence them. When one victim reached out to the chief executive of the
sports federation, she was told that very, very few people were in the loop and
that the most important thing is to keep this quiet (Connor, Fitzpatrick, & AbouSabe, 2018).
By all appearances, women have made great strides in obtaining equal rights and
fair treatment in the workplace. But in reality, how far have we come?
Chronicling women’s progress for equal rights and fair treatment helps to remind
generations of the struggles that women have endured to create a better future for
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generations to come and, hopefully, guard against the risk of history repeating
itself. However, until societal norms catch up with equal rights laws, they are just
words on paper. Until the actions of leaders in industry match the professed
policies of a company, the policies are just hollow promises. To truly appreciate
the import of women’s courageous advocacy over the centuries is to first
understand the social consciousness that has existed in the majority of society
and in the workplace by those who hold positions of power (Fitzgerald, 2003).
To recap the historic chronology of women’s progress in obtaining equality in the
workplace, a comparison of then versus now shows: Women have progressed
from being chattel to being silenced and suppressed; from being ignored and
unheard, to being heard and dismissed; from being listened to and not believed,
to being believed, but treated apathetically; from being silenced, again, to now
having a voice.
The theme that can be traced throughout history is the suppression of women’s
voices. But, attempts to silence the voices of women will continue unless the
mentality and societal norms change to a view of respect for all individuals
regardless of gender. Until social consciousness catches up with the intent of the
law, violations of the law will continue to occur. Change will not happen as long
as there continues to be secrecy. Transparency in all employment practices is
essential. Open communication methods from the company’s leadership that is
instituted for the purpose of genuinely engaging with employees to seek feedback
and ideas should be incorporated into employment practices.

HR ANTI-HARASSMENT TRAINING METHODS REIMAGINED
Far too often and for far too long, anti-harassment training methods have been
compliance-based, with a view to mitigating an employer’s exposure to legal
liability. Most training is perceived by employees as a mandatory task that takes
time away from their job duties and deadlines. Many employers are resentful for
having to expend resources to remain in compliance with labor and employment
laws. Check-the-box training - listening to video lectures in isolation, answering
questions, passing the test, receiving a certificate of completion – are the norm.
After completion of the training video, the employee does not have to think about
anti-harassment issues again for another two years. The employer, in turn, can
check the box that the company has satisfied the requirements of the law, thereby
fulfilling any audit that may be conducted by an EEO agency. The company has
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the necessary documentation to prove that the employees have been trained in
workplace anti-harassment law.
Learning about the elements of the law, however, is quite different from learning
how societal norms impact the behaviors of employees and leaders of an
organization. Issues surrounding changing perceptions of sexual harassment
behaviors over time pose a challenge to the work environment. Behaviors that are
now considered inappropriate were justified, accepted, and tolerated in the past
(Cortina & Berdahl, 2008). What has been missing in anti-harassment training is
a holistic approach to the issues of gender discrimination and harassment.
Tapping into the perceived culture of the company as a whole can provide vital
information that can be utilized to create necessary interventions and preventive
measures to restore the health of the entire organization and all its employees.
As with any healthy relationship, the employer-employee relationship should be
built on a foundation of trust and respect. If the HR Director is professing that the
company is an EEO organization while individual leaders of the company are
overtly or covertly discriminating against and harassing employees, engaging in
retaliatory actions, or condoning such behaviors by inaction, employees will
know that the company’s “zero tolerance” policy is simply a façade, designed to
shield the organization from legal scrutiny. The policy then plays out as a false
commitment, and employees will realize that the leadership of the company is
not concerned with keeping the employees safe. The breakdown of trust will
result in disillusionment and low morale. If trust is lost, the employer-employee
relationship shifts from cooperative and collaborative to isolated and adversarial.
Climate surveys can be very useful in gauging the morale of employees,
especially if employees are not inclined to be forthcoming about problems based
on distrust, fear of reprisals, or the existence of a hostile atmosphere. An
organizational development consultant can prepare and administer the surveys
independently and in a neutral environment. The results should be shared with
the entire organization along with concrete plans to address critical issues and
shortcomings.
According to the new requirements for California employers concerning antiharassment training, all supervisors must receive at least two hours of training
(within six months of assuming their position – and once every two years
thereafter), and all non-supervisory employees must receive at least one hour of
sexual harassment training. Further, bystander training was allowed in California,
but not made mandatory as in some states. Large companies may want to retain
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the video format training out of convenience, making the necessary updates and
additions of all employees to the training schedule, however, consideration
should be given to additional exercises beyond the requisite hours set forth in the
new laws. The training schedule could be supplemented with communication
exercises to address the foundational aspects of the issues of sexual harassment
and gender disparity. A lesson plan may include a brief historical timeline, as
discussed above, to provide a framework for employees that will make the
material more relatable.
HR professionals can utilize training methodologies associated with emotional
intelligence concepts in order to orient and train supervisors and non-supervisory
employees. Determining the format and venue of the training depends upon the
size of the group to be trained and the type of training to be administered. The
communication exercises can be rolled out in a “train the trainer” format for
leadership and top management, then to all employees
The time is ripe for meaningful, engaging exercises in a group setting. Similar to
taking an employment law class, case studies should be utilized in a classroom
format, to include group breakout sessions with a subject matter expert
facilitating the process. Time should be allowed for journal reflections, along
with voluntary sharing to enrich the learning process. Bystander intervention
could be incorporated into the case studies to illustrate in group sessions how
each person can find their voice and be given the tools to speak up (Schulte,
2018).
This new approach to training will produce a paradigm shift in workplace
dynamics. The process demands a significantly longer expenditure of time and
effort than what is required by law, but the preventive measures have
considerable value that extend beyond monetary benefits. Ideally, it is designed
for two-hour sessions weekly to span a period of one month, in order to allow for
reflection time between sessions. The importance of additional time spent on
meaningful engagement cannot be overstated. The improvement to the
company’s culture through relationship-building exercises designed to foster
authentic communication will go a long way toward creating an environment of
trust and respect. Once a community of trust and respect is built, all the members
of the community by their behavior will set the tone for what is acceptable and
what is not acceptable conduct.
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CONCLUSION
In reading each of the thousands of letters she received from women across
America, Professor Anita Hill found some common themes emerge. She saw a
disconnect between legal policies on the books and how they were actually
carried out. The individuals who wrote to her to share their experiences of sexual
harassment saw legal protections as inaccessible or having too many negative
consequences. Countless individuals expressed that rather than pursue their legal
rights, they had left jobs that they treasured. Of those who did make formal
complaints, some felt satisfaction and many others wrote about the negative toll
that the process took on them and their families. She noted that laws alone are not
enough – only an understanding of history, culture, and the human experience
could bridge the gap. Though the law may fail individuals, the public discourse
that follows can bring about collective understanding that can effect change (Hill,
2011).
In order to finally realize change in the culture surrounding workplace sexual
harassment, all parties must join in the effort. Legislators, employment lawyers both management side and employee side - federal and state administrative
agencies, and all employers and employees must make workplace safety a
priority. This is not an “us versus them” issue, rather a subject for all generations
and future generations to address in the workplace. Time’s Up for tolerating,
condoning, and ignoring harassing acts. While there may be a long road ahead to
complete eradication of workplace harassment, the only way to move forward in
breaking the silence is by continuing the conversation.

AUTHOR’S NOTE
Employment laws are rapidly changing in the area of workplace sexual
harassment. The author provides no legal advice in this article and, as such,
nothing written herein is intended to be construed as legal advice. The author
strongly encourages individuals and employers to seek legal counsel from an
attorney specializing in the area of labor and employment law for all inquiries
concerning workplace discrimination and harassment.
The author has settled dozens of sexual harassment cases on behalf of victim
employees over the course of her legal career. Recalling clients’ suffering from
harassers, as well as re-living personal experiences of workplace harassment, has
been emotionally painful. This paper is dedicated to all the silence breakers. Your
courage is an inspiration for all generations.
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ABSTRACT
Hospital-acquired infections (HAIs) impose significant economic impact on the
US healthcare system. It is essential to comprehend the underlying concepts and
mechanisms put into place to prevent such infections and to identify their
shortcomings in order to decrease their incidence in hospitals today. Applying
two different Consumer Price Index (CPI) adjustments to account for the rate of
inflation in hospital resource prices, the overall annual direct medical costs of
HAIs to US hospitals was found to range from $28.4 to $33.8 billion (using the
CPI for all urban consumers) and $35.7 billion to $45 billion (using the CPI for
inpatient hospital services). After adjusting for the range of effectiveness of
possible infection control interventions, the benefits of prevention range from a
low of $5.7 to $6.8 billion (20 percent of infections preventable, CPI for all urban
consumers) to a high of $25.0 to $31.5 billion (70 percent of infections
preventable, CPI for inpatient hospital services) (Scott, 2009). Designing and
implementing effective infection control interventions may prove to be lucrative
for any healthcare organization.
Key words: Hospital acquired infections, organ transplant, Staphylococcus
aureus,
bloodstream infections.
INTRODUCTION
With a considerable aging population, increasing options for cancer treatment,
and rising organ transplant numbers there is great concern for the number of
patients that may now be at risk for obtaining a HAI. As these infections become
more prevalent, it is essential to understand how they present and what their
target populations may be. The following nosocomial infections will be
reviewed: pressure ulcers, methicillin-resistant Staphylococcus aureus,
Clostridium difficile, urinary tract infections and other catheter related
bacteremia, anemia, venous thromboembolism, and acquired or ventilatorassociated bacterial pneumonia. One of the most common issues seen in
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hospitals nationwide is the development of pressure ulcers. A pressure ulcer is a
localized injury to the skin and/or underlying tissue usually over a bony
prominence, as a result of pressure, or pressure in combination with shear and/or
friction and are considered chronic wounds with physiologically impaired
healing (Brem, 2010). Pressure ulcers tend to appear easily in bed bound patients
and their progression should be monitored closely. Pressure ulcer incidence has
increased by 63% in recent years, with a prevalence as high as 26% among
hospitalized patients, 43% among those in nursing homes, and 39% among
patients with spinal cord injuries (Brem, 2010). Another seemingly perpetual
nuance in healthcare environments is bacteria. Whether it be the negligent use of
antibiotics leading to antibiotic resistant ‘superbugs’, stubborn biofilms, or other
general infections due to immunosuppression, it has been shown that bacteria
may always pose as a threat to many hospitalized individuals. With increase in
antibiotic resistant bacteria, methicillin-resistant Staphylococcus aureus (MRSA)
has become a common target for epidemologic studies. Some strains of MRSA
have a particular facility for nosocomial transmission and are often resistant to
several antibiotics in addition to the penicillinase-resistant penicillins and
cephalosporins, and are occasionally only sensitive to vancomycin and
teicoplanin (Ducel, 2002). MRSA infections tend to present similarly to the
sensitive strains of S. aureus and is often seen in wound infections, lower
respiratory and urinary tract infections, septicemia, sites for invasive devices,
pressure sores, burns, and ulcers (Ducel, 2002). High-risk units often contain the
most highly-susceptible patients and a few factors increasing the likelihood of
acquisition of resistant organisms are as follows: prolonged hospital stay,
excessive use of antibiotics in unit, inadequate facilities for hand washing and
appropriate isolation, and patient overcrowding (Ducel, 2002). Along with the
presence of MRSA in hospital settings there is another common bacteria that
continues to also be associated with significant morbidity and mortality,
Clostridium difficile. C. difficile is the leading cause of infectious nosocomial
diarrhea in the United States and the incidence and severity of infection are
increasing (Zhang, 2016). C. difficile infection (CDI) also presents a list of
potentially life threatening complications such as; toxic megacolon,
pseudomembranous colitis, and perforations of the colon leading to sepsis
(Zhang, 2016). As with MRSA those who are at increased risk of CDI include
the immunocompromised, patients with serious underlying disease, and those in
high-risk units such as intensive care units (ICUs) (Zhang, 2016). Although not
as threatening as the previously mentioned bacterial infections the most common
nosocomial infection is the urinary tract infection. These infections are usually
defined by the following microbiological criteria: a positive quantitative urine
culture (≥105 microorganisms/mL, with a maximum of 2 isolated microbial
species) and are usually associated with the use of an indwelling catheter (Ducel,
2002). Catheterization may present potential routes for other bacterial infection
as well. It has been shown that MRSA is a common cause of potentially serious
and costly health care-associated infections presenting frequently in hospitals as
central line-associated bloodstream infections (BSIs) (Burton, 2009). The last
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bacterial associated nosocomial infection may also show a correlation with the
use of an assistive medical device. Although nosocomial pneumonia occurs in
several different patient groups, the most important are the patients that require
the use of ventilators in intensive care units (Ducel, 2002). The rate of
pneumonia is 3% per day in those on ventilators in the ICU and there is a high
case-fatality rate associated with ventilator-associated pneumonia (Ducel, 2002).
These infections are often endogenous, stemming from the digestive system or
nose and throat, but may also be exogenous, often from contaminated respiratory
equipment (Ducel, 2002). “Known risk factors for infection include the type and
duration of ventilation, the quality of respiratory care, severity of the patient’s
condition (organ failure), and previous use of antibiotics” (Ducel, 2002). Finally,
the issue of blood related pathologies must be addressed. Something that often
occurs upon hospitalization is a reduction in hemoglobin eventually leading to
anemia. This hospital acquired anemia is classified as a reduction in hemoglobin
to a level of less than 13 g/dL in men and less than 12 g/dL in women (Martin,
2015). Anemia is further broken down into three grades of severity: mild (Men:
<13 g/dL but >11g/dL, Women: <12 g/dL but >11g/dL), moderate (9.1 to 11
g/dL) and severe (<9.1 g/dL) (Martin, 2015). At risk populations are said to be
those who have surgical losses, coagulopathies, are on certain chemotherapy or
antibiotics, or through overuse of phlebotomy (Martin, 2015). The other
common blood pathology seen in hospitals nationwide is venous
thromboembolism (VTE). The occurrence of VTE arises spontaneously or is
caused by clinical conditions such as: surgery, trauma, or prolonged bedrest
(Kyrle, 2005). VTE can lead to serious complications such as pulmonary
embolism, which occurs when a blood vessel in the lung becomes blocked by the
thrombus created in another part of the body. This can be life threatening and it
is just one more reason as to why at risk patients should be closely monitored for
the development of VTE. These conditions should be cause for alarm due to
their potential to cost any healthcare organization millions in avoidable costs.
PROBLEM STATEMENT
The costs of healthcare-associated infections may seem comparatively small at
first when observing the impact of one or two cases but when reviewed in
aggregate there is a substantial observable impact on healthcare costs. Applying
two different Consumer Price Index (CPI) adjustments to account for the rate of
inflation in hospital resource prices, the overall annual direct medical costs of
HAI to US hospitals was found to range from $28.4 to $33.8 billion (using the
CPI for all urban consumers) and $35.7 billion to $45 billion (using the CPI for
inpatient hospital services) (Scott, 2009). Control of HAIs should be one of the
utmost priorities of any healthcare organization considering these costs may be
avoidable simply with a sound infection control plan and a general knowledge of
the etiology of these diseases. The following information will include a
breakdown of each nosocomial infection previously reviewed. It was found in a
2008 study through the observation of 672 adult patients over a 2-day period that
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the point-prevalence of pressure ulceration was 18.5% of which a staggering
seventy-seven percent were hospital-acquired (49% grade 1, 37% grade 2, 11%
grade 3, and 3% grade 4) (Gallagher, 2008). Although no direct cost has been
established for hospital acquired pressure ulcers it is estimated to be
approximately $5 to $8.5 billion (Beckrich, 1999). However, since then there has
been a study conducted where the charts of nineteen patients with stage IV
pressure ulcers were studied and it was found that the average hospital treatment
cost associated with stage IV pressure ulcers and related complications was
$129,240 during 1 admission and $124,327 over an average of 4 admissions
(Brem, 2010). Following this cost analysis it was stated that the costs incurred
from pressure ulcers are much greater than previously estimated (Brem, 2010).
For bacterial infections one 2013 study used the Monte Carlo simulation to
generate point estimates and 95% CIs for attributable costs and length of hospital
stay. “On a per-case basis, central line-associated bloodstream infections were
found to be the most costly HAIs at $45,814 (95% CI, $30,919-$65,245),
followed by ventilator-associated pneumonia at $40,144 (95% CI, $36,286$44,220), surgical site infections at $20,785 (95% CI, $18,902-$22,667),
Clostridium difficile infection at $11,285 (95% CI, $9118-$13,574), and
catheter-associated urinary tract infections at $896 (95% CI, $603-$1189)”
(Zhang, 2016). When locating estimated costs regarding hospital acquired
anemia (HAA) there was no direct estimate attainable. However, among 188,447
hospitalizations, 139,807 patients (74%) developed HAA: mild, 40,828 (29%);
moderate, 57,184 (41%); and severe, 41,795 (30%). Risk-adjusted odds ratios
and 95% confidence intervals for in-hospital mortality with HAA were: mild, 1.0
(0.88-1.17; P = 0.8); moderate, 1.51 (1.33-1.71, P < 0.001); and severe, 3.28
(2.90-3.72, P < 0.001). Risk-adjusted relative mean LOS and hospital charges
relative to no HAA were higher with HAA: LOS: mild, 1.08 (1.08-1.10, P <
0.001); moderate, 1.28 (1.26-1.29, P < 0.001); severe, 1.88 (1.86-1.89, P <
0.001). Hospital charges: mild, 1.06 (1.06-1.07, P < 0.001); moderate, 1.18 (1.171.19, P < 0.001); severe, 1.80 (1.79-1.82, P < 0.001) (Koch, 2008). These
findings helped illustrate that HAA is in fact associated with increased mortality
and resource utilization which generates an increase in overall costs. Finally, for
VTE in the base model, annual cost ranges in 2011 US dollars for total, hospitalacquired, and hospital-acquired “preventable” costs and were $13.5-$27.2, $9.0$18.2, and $4.5-$14.2 billion, respectively (Borrego, 2012). When given the
amounts spent on the treatment and complications of HAIs one may begin to
theorize just how much may actually be saved with an efficient infection plan. In
2009 the CDC found that after adjusting for the range of effectiveness of possible
infection control interventions, the benefits of prevention range from a low of
$5.7 to $6.8 billion (20 percent of infections preventable, CPI for all urban
consumers) to a high of $25.0 to $31.5 billion (70 percent of infections
preventable, CPI for inpatient hospital services) (Salzman, 1980). Estimated
costs of nosocomial infections mentioned above may be found in Table 1
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Table 1.
Nosocomial Infection

Estimated Costs



Pressure ulcers

Central line-associated
infections

$5-$8.5 billion (total cost)
$129,240 (per-case for stage IV)

bloodstream $45,814 (per-case)

Ventilator-associated pneumonia

$40,144 (per-case)

Surgical site infections

$20,785 (per-case)

Clostridium difficile infection

$11,285 (per-case)

Catheter-associated
infections

urinary

tract $896 (per-case)

Venous thromboembolism

$4.5-$14.2 billion (total preventable cost)

SOLUTIONS
Prevention of the previously mentioned infections may prove to be tremendously
profitable but one must first review the practices generally agreed to be optimal
in the prevention of said disorders. Refer to table 2 for a summation of the
recommendations mentioned below. It has been established that the three
components of pressure ulcer prevention include management in incontinence,
nutritional support, and pressure relief (Edlich, 2004). A pressure relief program
must be individualized for non-weight-bearing individuals as well as those that
can bear weight. For those who cannot bear weight and passively stand, it is
suggested to implement an alternating pressure system for the immobile patient
who lies supine on the bed, the stretcher, or operating room table (Edlich, 2004).
For those who can achieve a passive standing position, a powered wheelchair that
allows for passive standing is recommended (Edlich, 2004). Prevention of
certain bacterial infections requires an alternative approach in that most of these
infections stem from overuse of clinical therapy. Appropriate antimicrobial use
is key to minimize the selection of resistant microorganisms. Guidelines for
prevention of resistant microorganisms are as follows: 1. the antibiotic must be
justifiable based on diagnosis, 2. bacteriological examination must be obtained
before initiating antibiotic treatment, 3. an agent with as narrow a spectrum as
possible should be used and combinations avoided, 4. the correct dose must be
used, and 5. the physician should receive timely, relevant information of the
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prevalence of resistance in the facility (Ducel, 2002). It should be noted that
inappropriate antibiotic therapy can not only lead to antibiotic resistant bacteria
but, can also allow for overgrowth of other bacterial species such as C. difficile,
another common nosocomial infection. Measures that have proven effective for
the prevention of UTIs are limiting the duration of catheter use, aseptic technique
upon insertion, and maintaining closed drainage (Ducel, 2002). Similar
precautions have been shown to decrease the incidence of ventilator-associated
bacterial pneumonia as well. Through the use of aseptic intubation and
suctioning, limiting the duration of use and implementing non-invasive
ventilation there has been a significant decrease seen in clinical cases of
ventilator associated pneumonia (Ducel, 2002). Similar to bacterial infections
hospital acquired anemia tends to also emerge from the overutilization of clinical
treatments. HAA may not be preventable in most patients but the costs due to the
overuse of blood products certainly are. One 2014 study assessed the impact of
clinical decision support at computerized physician order entry and education on
red blood cell (RBC) transfusions on clinical patient outcomes. It was found that
there was a significant improvement in RBC utilization and concurrently
improved patient outcomes with the introduction of sufficient education on
favorable RBC usage and computerized decision support. (Goodnough, 2014).
As mentioned above HAA may not be preventable in most, however there has
been significant findings regarding the correlation of phlebotomy with anemia
that may be prevented. A 2005 study found that on univariate analysis, changes
in hemoglobin and hematocrit were predicted by the volume of phlebotomy,
length of hospital stay, admission hemoglobin/hematocrit value, age, Charlson
comorbidity index, and admission intravascular volume status. The volume of
phlebotomy remained a strong predictor of drop in hemoglobin and hematocrit
after adjusting for other predictors using multivariate analysis (P<.0001). On
average, every 100 mL of phlebotomy was associated with a decrease in
hemoglobin and hematocrit of 7.0 g/L and 1.9%, respectively (Stergiopoulos,
2017). For the prevention of VTE, the American College of Chest Physicians
provided a few exceptional guidelines. The key recommendations published are
as follows: 1. mechanical methods of thromboprophylaxis be used primarily for
patients at high bleeding risk, 2. thromboprophylaxis with a low-molecularweight heparin (LMWH), low-dose unfractionated heparin (LDUH), or
fondaparinux for those undergoing major general surgery, 3. LMWH, LDUH,
fondaparinux or intermirrent pneumatic compression (IPC) is recommended for
major gynecologic surgery 4. LMWH, fondaparinux, or a vitamin K antagonist
(VKA); international normalized ratio (INR) target, 2.5; range, 2.0 to 3.0 is
recommended for most arthroplasties and, 5. on admission to the ICU All
patients be assessed for their risk for VTE and most receive thromboprophylaxis
(Geerts, 2008). Often times even when preventative measures are taken
outbreaks of certain diseases may still occur.
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Table 2.
Nosocomial
Infection

Preventable Measures

Pressure ulcers





Management in incontinence
Nutritional support
Pressure relief

Infection due to
inappropriate
antimicrobial use






Antibiotic must be justified by diagnosis
Bacteriological examination must be obtained
Agent with as narrow a spectrum as possible should be used
Correct dose must be used

Catheter-associated
urinary tract
infections




Aseptic technique upon insertion
Maintain closed drainage

Ventilatorassociated bacterial
pneumonia





Aseptic intubation and suctioning
Limiting the duration of use
Implementing non-invasive ventilation

Inappropriate red
blood cell
utilization/Hospital
acquired anemia





Education on RBC transfusions and clinical outcomes
Computerized clinical decision support
Limit blood loss from laboratory testing

Venous
thromboembolism



Mechanical methods of thromboprophylaxis be used primarily for patients
at high bleeding risk
Low-molecular-weight heparin (LMWH), low-dose unfractionated heparin
(LDUH), or fondaparinux for major surgery
. LMWH, LDUH, fondaparinux or intermirrent pneumatic compression
(IPC) fir gynecologic surgery
LMWH, fondaparinux, or a vitamin K antagonist (VKA); international
normalized ratio (INR) target, 2.5; range, 2.0 to 3.0 for arthroplasties





IMPLEMENTATION OF PLAN
With the identification of the expansive financial benefits that are obtainable
through the minimization of HAIs there comes the question of how to maintain
containment. Optimal containment is thought to be attainable through the use of
simply stated precautions. It is recommended that isolation and other barrier
precautions be clearly written policies which are standardized, and adaptable to
the infectious agent and patients involved (Ducel, 2002). These precautions are
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broken down into subcategories of standard (routine) precautions and the
additional precautions for specific modes of transmission. Standard precautions
include limiting healthcare worker contact with all secretions or biological fluids,
skin lesions, mucous membranes and blood or body fluids through the use of all
appointed personal protective equipment (PPE) (Ducel, 2002). Additional
precautions should be established for separate modes of transmission (airborne,
droplet, contact, etc.) with detailed specifications for patient care to minimize
potential outbreak. Examples of precautions include: patient isolation with
adequate ventilation, appropriate PPE for mode of transmission, careful handling
and disposal of medical devices, and a reduction in ward transfers for the staff
and patients involved (Ducel, 2002). In 2017 a panel of key international
infection prevention and control experts was formed by the World Health
Organization to make recommendations based on the core components for
effective infection prevention and control (IPC) programs (Storr, 2017). The
panel included representation from various professional groups, such as
physicians, nurses, clinical microbiologists, infectious disease specialists,
epidemiologists, researchers and patient representatives. The recommendations
were based on the following eight core components of healthcare prevention and
control: 1. IPC programs, 2. IPC guidelines, 3. IPC education and training, 4.
Surveillance, 5. Multimodal strategies, 6. Monitoring/audit of IPC practices and
feedback, 7. Workload staffing and bed occupancy, and 8. Built environment,
materials and equipment for IPC at the facility level. The panel recommends that
an IPC program with a dedicated, trained team be in place with the sole purpose
of preventing HAI. (Storr, 2017). It is also recommended that evidence-based
guidelines be developed for the purpose of reducing HAI, along with the
education of relevant healthcare workers on how to adhere to said guidelines.
Education should be in place for all healthcare workers by utilizing team- and
task-based strategies that are participatory and include bedside and simulation
training. HAI surveillance should be performed to guide IPC interventions and
these surveillance programs should include mechanisms for timely data feedback
with the potential to use for comparative benchmarking (Storr, 2017). The panel
recommends that the IPC programs coordinate and facilitate the implementation
of IPC activities through multimodal strategies. Regular monitoring/auditing and
timely feedback of practices according to previously established standards to
ensure adherence to guidelines. Finally, it is additionally recommended that bed
occupancy not be exceeded, staffing levels be adequately assigned and thorough
cleansing of the environment, materials and equipment be performed routinely
(Storr, 2017). It is thought that with the addition of the formerly mentioned
recommendations any healthcare organization will be capable of reaping the
benefits that come with preventing hospital acquired disease.
CONCLUSION
Through a concise systematic review of the literature it is now clearly visible
why nosocomial infections remain a well favored topic in healthcare research
studies. From deep understanding of the infections to be faced, comes a new
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perspective of an environment that is rich with opportunities for financial gain.
Preventing and dealing with outbreaks effectively can show great improvements
in patient safety as well as limit the financial burden of unfavorable clinical
outcomes. By seriously considering recommendations made by experts of all
fields, there is substantial evidence that this will aid in chipping away at the
significant economic impact that HAIs have on the US healthcare system.
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CAMPUS CONFLICT RESOLUTION: THE TIME HAS
COME FOR MANDATORY MEDIATION
Joshua E. Bienstock
New York Institute of Technology
ABSTRACT
Campus conflict, in large part driven by unresolved student
disputes with faculty, staff and administration is profligate.
Regrettably, unresolved student grievances may end up in litigation
a forum which is not only costly and time consuming but also a
public platform where the reputations of the litigants are often
compromised, as their respective dirty laundry is exposed.
Moreover, the win/lose model of litigation often irreparably
damages the relationship of the university and student. Many
universities have utilized rigid complaint processes which employ a
win/lose model of conflict resolution. Some universities have
incorporated voluntary mediation into their campus conflict
resolution process, yet many have not. This paper suggests going a
step further and explores the possible advantages and disadvantages
of utilizing a mandatory mediation process to resolve disputes
addressing the interests of both the student and university mitigating
the risk of avoidable litigation. We propose research to study
whether universities would consider making student enrollment in
the university conditioned on agreeing to submitting all campus
conflicts to mediation.
Key words: Conflict resolution, mediation, campus conflict,
campus and society
INTRODUCTION
It is the intent of this paper to demonstrate, through an exploration of the
hypothetical application of mediation to a variety of campus based
complaints commonly voiced by university students, the advantages and
disadvantages of imposing a mandatory mediation process for resolving
university student complaints.
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LITERATURE REVIEW
Mediation as a tool for resolving campus conflict: Often, individuals find
that they are unable to resolve conflicts by themselves. This problem is
shared by college students, who often find it difficult to resolve campus
conflicts without assistance. Consequently, mediation has become an
effective tool in resolving conflict on campus for many years. It is a
process in which a third-party neutral seeks to resolve conflict between the
participants by exploring mutual interests (Warters 2000). The process of
mediation was first utilized in institutions of higher education to resolve
academic conflicts and was based on the community mediation model
(Girard, et al, 1985). Warters (1995) pointed out that dispute resolution
mechanisms are often available on campus in a variety of formats: student
solution centers, counseling and wellness centers, residence halls, and
campus academic and service offices (“campus conflict resolution
services”).
The mediation model is a universally embraced methodology for
effectively resolving conflict (Douglas, 1998). Many universities have
incorporated mediation of campus conflict involving student, staff,
faculty, administration as well as the surrounding community (landlord,
merchants, etc.) and often address interpersonal conflicts (Griffin, 2002).
Institutes of higher education are promoting the education of their campus
citizens in alternative dispute resolution methodology (ADR) which
includes the mediation process (Jameson, 1998). Mediation of campus
disputes involving student athletes has effectively served to resolve many
disputes concerning players and coaches (Galton, 1998).

Campus mediation programs in the U.S. have primarily directed their
focus on issues related to education and academics, offering students
extensive conflict resolution programs aimed at assisting students in
connection with issues of academic adjustment (Griffin, 2002). Mediation
is also an avenue for giving college students a way to resolve conflicts that
are complicated by issues related to cultural diversity and personality
contrast (Volpe and Witherspoon 1992).
The win/win model of mediation which seeks to explore the interests of
the disputants and to identify common ground has already benefited many
universities who have voluntarily embraced the methodology. The
advantages
of
mediation
include
(1)
Preservation
of
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privacy/confidentiality, (2) Restoring and safeguarding relationships, (3)
Less costly, less formal and less time intensive, and less stressful than
litigation, (4) Customized win/win outcomes because parties are in
control, and (5) Greater compliance with the resolutions which tend to
endure longer because the parties structured the settlement to address their
respective needs. (Fisher, 2011)
The relationship among the various campus stakeholders can be extremely
complex and fraught with emotion; mediation can effectively exorcise the
emotional component and encourage the parties to focus on their interests
and needs to achieve a mutually satisfactory outcome. In the universe of
institutes of higher education of critical importance is that in resolving the
dispute through mediation they are both well served in that the parties can
preserve and perhaps improve their relationships and their respective
reputations (Fisher 2011).
DISCUSSION
Society is increasingly litigious: Society at large has become increasing
riddled with conflict. In the general population, litigation has increasingly
become the means by which individuals seek redress for the wrongs,
perceived or real, committed against them. That society has become
increasing litigious is not shocking. However, the degree to which
individuals resort to the judicial system to resolve conflicts has become
staggering. With an estimated population of 322,762,018 as of January 1,
2016 (U.S. Census Bureau), the United States has 1,315,561 active
lawyers, the largest per capita in the world (American Bar Association).
Approximately 15,000,000 lawsuits are filed every year in the United
States (Common Good). The average length of a civil trial is 3.7 days
(Statistic Brain). Factoring in the time spent before, during and after trial
in appeals, it can take years for a civil lawsuit to conclude.
Conflict on campus mirrors society at large: The university campus is a
microcosm of society as a whole. In our society, conflict abounds. In turn,
conflict demands resolution. All too often, resolution is found through litigation.
Life on a university campus is no different. Conflict on campus is as inevitable as
it is in society at large. Unfortunately, just as in society at large, student conflict
all too often leads to litigation. Litigation is costly, time consuming, and
damaging to reputation and relationships.

Although conflict on campus mirrors conflict in society at large, it also
presents unique challenges due to the culture of academia: The matter
of addressing campus conflicts presents unique challenges, largely
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because academia, in many ways, encourages dissent. Freedom of thought
and expression, public discourse, intellectual debate and autonomy are
treasured and revered in the world of academia (Din, et al 2011, 69816982) (Spiller 2002, 1).
Yet, universities are, in a very real sense, businesses: they provide a service,
education, to a service base, its students:
Universities operate as a unified mega-business with a complex
culture due to the different roles, responsibilities and politics of
those in power, a matrix or decentralized often conflict oriented
culture within each academic division, with students adding an
additional layer to the reporting hierarchy and chain of command
(Katz and Kovack, 5).
Achieving balance between these two seemingly contradictory goals is further
complicated by the numerous stakeholders and the countless factors that drive
conflict on campus. Even when limiting one’s view to those conflicts in which
students(s) are involved, the causes of conflict on campus are varied and
numerous, including: competition for limited resources; miscommunication;
failing to be respectful of others; unfair, unequal or abusive treatment, real or
perceived; failure to observe and comply with rules; unequal power relationships;
individual fears and insecurities; and unclear policies. Mix in the many
differences present among individual members of the campus community, such
as personality, gender, race, culture, language, beliefs and values, and the factors
triggering conflict grow exponentially.

Both universities and university students have a self-interest in
resolving and reducing conflict: The traditional costs associated with an
increasingly litigious mindset are deeply troubling; litigation is financially
draining, time consuming, and often results in lost productivity. Perhaps
the most important, but undervalued harm though is the damage to
reputation and the destruction of ongoing relationships which litigation
causes. Litigation is a distraction and time spent defending a lawsuit is
unproductive and takes away valuable time that should be spent focusing
on improving the academic experience of students, faculty, staff and
administration. Its outcome is uncertain, it relies on the decision of an
outsider (whether judge or jury) and is subject to the right of appeal.
Students also have a self-interest in resolving their complaints as efficiently and
quickly as possible. Their complaints are important to them; they have personal
meaning and value. However, they are a distraction and interfere with the
primary purpose of attending the university, which is education.
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Mediation has been used to resolve campus conflict (before it results
in litigation): Conflict, a struggle between two or more interdependent
parties who perceive their goals to be incompatible and believe that the
opposing parties will interfere with their achieving their own goals
(Hocker and Wilmot 1985), has been a part of academic life since time
immemorial (Holton 1995). To date, most research on conflict has been
conducted in non-academic organizations, such as for profit and not for
profit businesses, in the context of business and employment relationships.
(Hearn and Anderson 2002.)
Conflict on campus is often complicated by the many people who may hold an
interest in any given conflict, i.e., the various stakeholders who may potentially
be involved, including: other international students, domestic students, faculty,
staff, administration, alumni, or members of the university community at large,
such as landlords, store owners, restaurant owners, local residents and the police
(Warters, 1995).
Students may experience a multitude of campus-based conflicts, centering on
matters such as (but certainly not limited to) academics, athletics, finances,
financial aid, accidents, discrimination, employment, freedom of expression,
accommodations for individuals and groups, interpersonal disputes,
interdepartmental disputes, disputes with the surrounding community and on
campus. There are multiple different stakeholders to these conflicts, such as
administrators, staff, faculty, students, vendors and the outside community (see,
Appendix “A”).

Many of these disputes are already resolved in a handful of universities
through voluntary mediation. (Griffin, 2002). We suggest that the time
has come for universities to incorporate mandatory mediation into their
dispute resolution process and make student enrollment preconditioned on
their accepting mandatory mediation as their exclusive dispute resolution
process. The process puts no additional burden on students and does not in
any way reduce or restrict their legal options. In the event the mediation
process fails they remain free to proceed to litigation. On the other hand,
in view of the very special relationship between students and institutions
of higher education, which does not end at graduation, it behooves the
university stakeholders to attempt to resolve their disputes in an amicable
and productive mediation environment before entering into the “win–lose”
combat of litigation.
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Litigation generates anger and harms reputations and relationships:
It is often the case that a mediated resolution is a process of engaging the
parties in seeking common ground. Ultimately the parties, who control
their destiny in the mediation forum, remain free to either accept or reject
possible solutions. Litigation does not embrace this outcome. There is a
very rigid law and rule-based outcome which is imposed on the parties
who must comply with the court’s decision. It proceeds with an uncertain
outcome, as the parties must rely on the trier of fact (whether judge or
jury) to reach a fair determination. While litigants have a right to appeal,
the odds do not favor winning on appeal and during the appeals process
the parties are mired in even greater uncertainty. Because litigated
outcomes are imposed by a judge, jury or appellate court the losing litigant
may be more likely to question its legitimacy and demonstrates greater
reluctance to comply with the decision, in direct contrast with the
mediation process where compliance with settlements enjoys greater
credibility.
Mediation is not appropriate to all campus conflicts: To be fair,
mediation is not appropriate as a dispute resolution process in all cases. In
cases in which one party to the conflict has committed a crime or has
engaged in harassment, abuse or bullying, mediation would be
inappropriate. It should be noted that this paper does not suggest that
complaints of sexual assault or rape might be resolved with the use of the
mediation process. Specifically, in the case of violent criminal behavior,
for example, rape and sexual assault, mediation is not appropriate because
the nature of the conflict is such that a mutually agreeable solution simply
cannot be found or does not exist. Other types of conflict which may not
be appropriate for mediation include instances where the conflict impacts
a policy the university has determined must be protected or preserved
because of its potential public policy implications (for example, a policy
prohibiting hate speech on campus); where the hostility evoked by the
disputants makes it impossible to find a mutually acceptable resolution,
i.e. where a component of the conflict involves one side abusing his or her
power or being abusive. In cases where the university perceives that they
need a legally binding outcome to protect their fundamental position to
protect their institutional positions and to set precedent for the future
beyond just the parties to the instant dispute, litigation may be a more
appropriate avenue.
Further, mediation will fail if either of the disputants is seeking to punish
the other party, since the success of the mediation process requires that the
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parties are acting in good faith to find common ground. Bad faith of the
parties dooms the possibility of success in mediation.
Is it time to impose mandatory mediation? In emotionally charged
campus disputes institutes of higher education should consider mandating
that as a condition of enrollment in their university students must agree to
resolve all campus related conflict through the mediation process where
relationships and reputations may be preserved. The alternative,
proceeding in court, is fraught with uncertain outcomes and unpleasant
ramifications. The question remains however, are universities willing to
impose, as a condition of enrollment, the mediation process as a
mandatory step in resolving campus conflict?
Figure 1. RESEARCH PROPOSAL: Are universities willing to make
mediation of campus-based student conflict mandatory as a condition of
enrollment in the school?
Ascertain
Disputes to
Be Mediated
Ascertain
University
Use of
Mandatory
Mediation

2.

LITER

Determining
the
Willingness
of
Universities
to Utilize
Mandatory
Mediation

Ascertain
Disputes
that should
not be
Mediated

Impact on
Frequency of
Litigation
Impact on
Enhanced
Reputation

PROPOSED METHOD
Method: Our study will utilize qualitative in-depth interviews. Our study
will conduct recorded and transcribed interviews during a one-year period.
The interviewees will be assigned pseudonyms and numbers to protect
confidentiality. In September, 2019 recruitment will commence. It is
anticipated that interviews will conclude in August 2020. Data collection
and analysis will be complete in December 2020.
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Participants: The interview group will be drawn from 25 institutes of
higher education drawn randomly from both the private and public arena
in the New York metropolitan area. The participants will be administrators
at the university. The interview will focus on the universities’ current use
of mediation to resolve campus conflict and the universities’ willingness
to make mediation of campus conflict mandatory. To facilitate the
discussion, the administrators will be asked which stakeholders it would
subject to mandatory mediation: students, staff, faculty, vendors? Further,
the administrators will be asked whether any conflict(s) would be
excluded from mediation and why?
Analysis: The data collected in the interviews will be analyzed utilizing
the NVIVO software program. The researchers will develop a coding
system, to observe common patterns or themes concerning university
utilization of voluntary and mandatory mediation in their dispute
resolution process as a condition of enrollment in the university.
Expected Outcome: The results of the study will be the foundation for
formulating and implementing recommendations to institutes of higher
education as to how to effectively implement mandatory mediation
processes for campus-based student conflict.
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APPENDIX “A” *
STAKEHOLDERS TO THE
CONFLICT

TYPE/CATEGORY OF CAMPUS
CONFLICT

EXAMPLES

Student/Faculty

Academics

Grades, plagiarism

Student/Faculty

Athletics

Discipline, scholarships, disputes with coach or
teammates, academics, injuries

Student/Administration

Accommodations

Physically and/or mentally challenged, K-9/service
dogs

Student/Administration

Class accommodations

Tests, blind students/physically disabled students,
special education needs, other special needs and
religion

Student/Administration

Financial aid

Tuition, scholarships and grants

Student/Faculty/Staff

Accidents

Automobile, personal injury and property damage

Student/Faculty/Staff

Discrimination

Race, sex, national origin, age, religion, etc.

Student/Administration

Drug and alcohol abuse

Use, possession and/or sale of drugs or alcohol

Student/Administration

Employment

Student employees and interns

Student/Administration

Freedom of expression

Student clubs, student newspapers, campus rallies,
campus invited speaker

Student/Administration

Disseminating material on campus

U.S. constitution, petitions, controversial material
(i.e. white supremacy/racially hostile material)

Student/Administration

Campus accommodation for student
clubs/groups and miscellaneous
campus protests

Sit-ins or rallies; use of campus property/space

Student/Faculty/Staff

Interpersonal disputes

Student v. student conflict, married students and
their spouses, student v. faculty

Student/Outside Community

Community disputes

Rent and payment disputes with local landlords or
merchants, damage, theft

Student/Administration

Student Housing

Room assignments, roommate disputes

Student/Faculty/Staff/Administration

Intentional torts

Assault, vandalism

Student/Faculty/Staff

Harassment

Sexual, bullying
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*Portions of this appendix were initially formulated in Bienstock, Joshua
and Amr Swid (2017). “International Students’ Adjustment to U.S.
Universities: Utilizing a Campus Mediation Approach” Proceedings of the
24th annual conference, American Society of Business and Behavioral
Sciences. ISSN: 1935-0583, 56-65 and Bienstock, Joshua, Swid, Amr and
Brown, Anne. (2018) “Managing University/Student Conflict by
Implementing Mandatory Arbitration as a Condition of Enrollment:
Preserving Institutional Cost and Reputation” International Journal of
Business Research, Volume 18, Issue 3.

47

Journal of Business and Behavioral Sciences
Vol 31, No 1; Spring 2019

PRESERVING LIFE AND HEALTH BY
PREVENTING FRAUD IN HEALTHCARE
Carol Sullivan
Heather Hull
University of Texas Permian Basin
ABSTRACT
Healthcare fraud, waste, and abuse losses are estimated to be as much as
$700 billion per year. These losses contribute to rapidly increasing
healthcare costs for all Americans and have led Americans to approach
healthcare from a money motivation standpoint. This money motivation
can lead to a lack of healthcare or the malpractice of healthcare which can
actually result in death. The purpose of this article is to describe several
different types of healthcare frauds that occurred and to offer suggestions
related to the prevention and/or detection of this type of fraud. With a
better understanding of the type of frauds that can take place, auditors can
help prevent these frauds with better internal controls and protect society
from both skyrocketing healthcare costs and unnecessary medical
problems.
Key Words: healthcare fraud, healthcare auditing, internal controls
INTRODUCTION
Healthcare spending is estimated to be $2.7 trillion annually and it
represents about 17% of the United States Gross Domestic Product (GDP)
as compared to only 9.5% among other countries (van Capelleveen,
Poel,Mueller, Thornton, & van Hillegersberg, 2016). As the cost of
healthcare continues to rise, healthcare fraud schemes continue to increase
in both the magnitude of losses and complexity related to patients’ health.
These losses contribute to rapidly increasing healthcare costs for all
Americans and the lack of healthcare or the malpractice of healthcare for
money motivations can result in death or chronic illness. Legislation has
been enacted to address this problem and organizations are creating task
forces to enforce the legislation. The purpose of this article is to describe
several different types of healthcare frauds that occurred and to offer
suggestions related to the prevention and/or detection of this type of fraud.
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RESEARCH BACKGROUND AND LITERATURE REVIEW
Yang and Hwang (2006) estimated healthcare fraud to be as high as 10%
of the annual spending in the industry while Rudman, Eberhardt III,
Pierce, and Hart-Hester (2009) estimated it to be as low as 3% of annual
spending. The annual losses are estimated to be as high as $700 billion
(van Capelleveen et al., 2016) or as low as $100 billion per year (Simborg,
2008). The simple fact that the estimates are so different indicates the
complexity associated with the problem. Please note that this phenomena
took place long before the Affordable Care Act of 2010.
The problem affects consumers (patients), payers of the bills (parents if
children are involved), health insurance providers, the government (with
Medicare, Medicaid, etc.), and healthcare professionals. Because of moral
hazard, this problem involves people outside the parties listed above
because they have to pay higher health care costs to cover costs that the
under/uninsured people are paying. Calls for help have come from all of
the parties listed above and action has come in the form of legislation and
organizations. Simborg (2008) both outlined “guiding principles” and
offered an organizational idea of a Nationwide Health Information
Network (NHIN) with policies, procedures, and standards to proactively
prevent, detect, and reduce healthcare fraud. Swartz (2006) discussed the
6-month project commission by the Office of the National Coordinator for
Health Information Technology within the Department of Health and
Human Services (HHS) that involved two main tasks: (1) a study of the
issues and steps in the development and use of automated coding software
that enhance healthcare anti-fraud activities; and (2) identifying best
practices to enhance the capabilities of interoperable health information
technology infrastructure to assist in prevention and detection as well as
prosecution of healthcare fraud or improper claims and billings. One
humanist approach to prevention and detection of fraud comes from
whistleblowing and data mining. Hannigan (2006) described a nurse
practitioner’s dilemma. The article identifies some of the potential
devastating effects: job-loss, threats against the person and family, and
psychological/emotional stress. However, reporting the fraudulent activity
may actually reduce the psychological and emotional stress. By
considering both ethical principles and practical issues, people may have a
better ability to “do the right thing” when faced with these dilemmas. A
more scientific approach related to the prevention and detection of fraud is
data mining. Yang and Hwang (2006) provided a research framework that
distinguished fraud and abuse cases from normal healthcare cases.
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Joudaki, Rashidian, Minaei-Bidgoli, Mahmoodi, Geraili, Nasiri, and Arab
(2015) reviewed the literature in this area and offered the idea of
combining automated methods and statistical knowledge as an
interdisciplinary branch of science that is called Knowledge Discovery
from Databases (KDD) – data mining is the core of the KDD process. Koh
and Tan (2005) provided more information related to data mining being
used for evaluation of treatment effectiveness, management of healthcare,
customer relationship management, and the detection of fraud and abuse.
The article also highlights the limitations of data mining. From an
international perspective, research about data mining in Taiwan was
conducted by Liou, Tang, and Chen (2008). This study applied data
mining techniques to detect fraudulent activities related to diabetic
outpatient services.
Fielder et al (2012) describes how the passage of the Affordable Care Act
promotes population-based prevention and requires the broad application
of the ecological health model. Orentlicher (2011) researched the effects
of the Affordable Care Act in terms doing much to provide health care
coverage for the uninsured, but not effectively containing health care
spending. This emphasis on increasing access without cutting costs has
actually been a problem since President Jimmy Carter’s unsuccessful
efforts to reform the health care system with Health Maintenance
Organizations (HMOs) in the 1970s. Andrulis and Siddiqui (2011)
maintains that the Affordable Care Act of 2010 creates both opportunities
and risks for safety-net providers in caring for low-income, diverse
patients. While there was new funding for health centers; declining
payments to safety-net hospitals, existing financial hardships, and shifts in
the health care marketplace intensified competition, obstructed the ability
to innovate, and endangered the financial viability of safety-net providers.
Koh et al (2012) asserts that millions of Americans have limited health
literacy skills and that poses major challenges in delivery of high quality
care at a reasonable cost. They reviewed the federal policy initiatives with
both the Affordable Care Act and the Department of Health and Human
Services’ National Action Plan to Improve Health Literacy and the Plain
Writing Act of 2010 as a way to improve the health care quality as well as
the overall health for all Americans. The purpose of this research is to
expand the literature related to the effects of healthcare throughout the
Affordable Care Act era and perhaps offer some explanations and
examples of healthcare fraud that continued throughout the era. The
assertion found in this research is that health care literacy among the
average American patient as well as organizations that understand health
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care costs and treatments better than the average person would be helpful
in terms of both improving health care quality and containing costs.
BACKGROUND ON THE AFFORDABLE CARE ACT OF 2010
AND MEDICAL FRAUDS
Verdon et al (2013) described efforts to catch Medicare fraud in 2012 and
continued efforts in 2013. In 2012, HHS formed the Healthcare Fraud
Prevention Partnership, a public-private group governments, insurers,
professional associations, and other groups, to detect and prevent payment
of fraudulent healthcare billings. Other action, via a joint effort between
HHS and the Department of Justice, the Health Care Fraud Prevention and
Enforcement Action Team's Medicare Fraud Strike Force, resulted in 198
doctors, nurses, and other licensed medical professionals in multiple cities
being charged for allegedly participating in schemes to defraud Medicare
of more than $884 million through false billing. And an additional 30
healthcare providers were suspended or had other action taken against
them by HHS for fraud-related activities. Federal funding for Senior
Medicare Patrols (a group of volunteer elderly citizens who train their
peers to identify, prevent, and report healthcare fraud) was greatly
expanded. More than 2 million beneficiaries are now looking for fraud in
54 states and territories. The ACA contains provisions to bolster existing
efforts. Under new ACA screening requirements, providers identified as
high-risk will be required to undergo fingerprint-based criminal
background checks. The law also established penalties for those who
obstruct fraud investigations or audits. It also brings tougher sentences and
more jail time for those found guilty of fraud. Sentences will increase 20%
to 50% for crimes involving losses or more than $1 million. So, according
to HealthPort (an audit management and tracking technology firm), the
following procedures will help prevent problems:
• Gather, track, and manage all audit requests centrally.
• Check for duplicate audits, and create a process to dispute
duplicitous requests.
• Review and approve records before releasing them, and only
release what you are legally required to submit
• Manage decision and demand letters, and keep detailed notes of
any telephone communications with auditors.
• Appeal wisely, because the process can be costly and takes time to
prepare for.
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LEGISLATION AND ORGANIZATIONS TO HELP
The Health Insurance Portability and Accountability Act of 1996 (HIPAA)
created a national Health Care Fraud and Abuse Control (HCFAC)
Program with the Attorney General and the Secretary of the Department of
Health and Human Services (HHS) supervising it. HCFAC was designed
to coordinate the federal, state, and local law enforcement related to health
care fraud and abuse. In spite of this legislation and new organization, the
Governmental Accountability Office (GAO) designated Medicare and
Medicaid as high-risk programs because of both size and the overall
system complexity (van Capelleveen et al., 2016). In 2009, Attorney
General, Eric Holder, and HHS Secretary, Kathleen Sebelius, announced
the establishment of a new organization called Health Care Fraud
Prevention & Enforcement Action Team (HEAT). This initiative
combined increased detection tools and resources with enduring focus by
senior leadership. It was also designed to enhance collaboration between
the Department of Justice (DoJ) and investigative agencies. HEAT was
made up of top-level enforcement agents, prosecutors, attorneys, auditors,
and other staff from the DoJ, HHS, and other operating governmental
divisions. The purpose of HEAT was to collaborate with joint efforts
across government to both prevent health care fraud and enforce current
anti-fraud laws throughout the United States (DoJ, 2017a). Despite the
new legislation and organizations to help promote both better health care
and honest billing practices, the frauds continued and were prosecuted.
The following section describes some of this continued fraudulent
activities that recently took place.
RECENT HEALTHCARE FRAUD CASES PROSECUTED
With the new HEAT organization, the DoJ has been able to both prosecute
and fine individuals, organizations, and businesses involved with health
care fraud and abuse. The following cases reflect recent cases:
(1) In 2016, an owner of more than 30 Miami-area skilled nursing and
assisted-living facilities as well as a hospital administrator and physician’s
assistant were charged with conspiracy, obstruction, and fraud related to
$1 billion scheme involving many area health care providers. This was the
largest single criminal health care fraud case ever brought against
individuals by the DoJ. The scheme involved admitting beneficiaries (who
did not qualify) to skilled nursing homes, community mental health
centers, and home health care providers. They were giving them medically
unnecessary services that were billed to Medicare and Medicaid.
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Kickbacks were also paid in form of cash, charitable contributions,
payments for services, and fake lease payments. One of the individuals
was prosecuted back in 2006, but continued the fraudulent activities after
paying a $15.4 million civil fine (DoJ, 2016a);
(2) Criminal and civil charges were made against 301 individuals,
including 61 doctors, nurses, and other licensed medical professionals in
2016. This case was an unprecedented sweep made by the Medicare Fraud
Strike Force and the schemes involved about $900 million in false billings.
This was the largest enforcement action at the time in terms of both loss
amount (please refer to the previous case as the largest to date) and the
number of people involved. More than 60 of the defendants were charged
with violations involving the Medicare prescription drug benefit program
known as “Part D”, which is the fastest growing component of the
Medicare program overall and contributing to the opioid epidemic (DoJ,
2016b);
(3) In 2017, a new record takedown of 400 individuals and $1.3 billion in
false billings was performed by the Medicare Fraud Strike Force. The
target schemes involved false billings to Medicare, Medicaid, and
TRICARE (a health care program for members and veterans of the armed
forces as well as their families) for medically unnecessary prescription
drugs and medications that were often never even purchased or opioids
and other narcotics that were illegally distributed (DoJ, 2017b). Of the 412
people charged, there were 115 doctors, nurses, and other licensed
professionals. There were also 30 state Medicaid Fraud Control Units
participating in these enforcement actions (DoJ, 2017c);
(4) In terms of court cases actually going to trial, a Danville, Virginia
doctor pled guilty to both healthcarefraud and tax evasion charges in 2017.
The Morning Star medical practice billed covered patient visits to various
insurers, such as Optima, Virginia Premier, Aetna, Anthem, Medicare, and
Medicaid. The doctor was the only person authorized to complete the
“superbill”, which is the form that determines which services to invoice to
a health care benefit program. The doctor would bill health care benefit
program for the patient visit under an “evaluation and management” code
and “preventative counseling” for the exact same patient visit, resulting in
double billing. The doctor also diverted some of the overpayments to a
day trading bank account and concealed the profits from this account from
the Internal Revenue Service (DoJ, 2017d); (5) In 2017, a Cleveland
Heights woman was sentenced to 10 years in prison and her son was
sentenced to 7 years for a $8 million home healthcare fraud scheme. They
were also ordered to pay $8.1 million in restitution. The company, Just
Like Family, defrauded Medicare, Medicaid, and the Department of
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Veteran Affairs by submitting forged or false records in support of
previously submitted and reimbursed billings for patients they did not
actually provide face-to-face services (DoJ, 2017e).
REASONS WHY SOME OF THE LEGISLATION PREVENTING
HEALTHCARE FRAUD DID NOT WORK
Some reasons why some of the legislations in preventing healthcare fraud
did not work are as follows:
•
•

•
•

•
•

•

Patients involved with the healthcare system are often sick and not able
to spend lots of extra energy reviewing bills and perhaps catching
mistakes/fraud involving their care.
Patients are not properly educated related to healthcare literacy,
healthcare treatments, and healthcare costs. While people constantly
watch “The Price is Right” on TV to keep abreast of the price of cars,
trips, and appliances on the shows, very few people could come to
agreement related to what the cost of heart surgery or simply stitches
should be. Rarely do patients ever ask “How much will this surgery
cost?” when communicating with their doctors.
The high cost of doctors’ education as well as the costs of setting up their
practices put financial pressure on them before they even start treating
patients.
Since many of the bills are paid by either the government or private third
parties, people involved simply do not have a direct interest in
maintaining cost controls and preventing fraud. The social costs can be
evaporated by large number of people overall.
Doctors often have a “halo effect” by patients and others in society so
their transgressions are often overlooked or rationalized as mistakes or
simply not understanding business.
At this point in time, medical bills are often “suggestions” and require
extra time and effort from both patients and third party payers to get the
amounts down to a reasonable fee for the product or service. Again,
please remember that the patients are often very vulnerable because they
are sick or incapacitated in some form or fashion.
Our society values life and often promotes procedures to extend the life
of certain patients at enormous costs. Often, this activity is rationalized
as “progressing the science” or “serving society” with activities like
producing “orphan drugs”. While some of this activity is certainly
worthwhile, the procedures involved can be sketchy and creates an
environment where there is opportunity for fraud.
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WHAT CAN BE DONE FOR FUTURE LEGISLATION?
The focus on healthcare needs to be based on prevention in order to help
everyone involved be accountable for their own healthcare overall and to
help prevent fraud. While there were several suggestions provided by
HealthPort in the earlier section of this article, here are some more
suggestions:
• Focus more on nutrition and healthy lifestyles to take pressure off of the
healthcare system in the first place.
• Educate everyone in terms of both healthcare literacy as well as the cost
of healthcare.
• Create healthcare cooperatives for more local oversight of both care and
billings instead of massive federal government oversight. Healthcare
cooperatives can be linked to small businesses that are often struggling
to offer healthcare insurance for their employees.
• Use cloud-based computing to maintain medical records for everyone –
using a holistic approach to both healthcare and recordkeeping can
improve the information found in both treatment and billing.
• Create more incentives for healthy living for everyone in spite of age.
Programs that create both recognition and financial incentives for
participating are helpful and create a community of learners in terms of
healthcare.
• Make healthcare education more affordable for both doctors and other
practitioners so that they will not have so much financial pressure as
they treat patients. The new University of Houston Medical School
offered free tuition to their initial class of new doctors and that helps
them immensely as they pursue their students and their profession.
• Educate auditors and accountants more with respect to healthcare. While
many students study industrial environments (such as oil and gas,
construction, etc.) in their Cost Accounting and Auditing courses, very
rarely do they encounter problems related to healthcare. Some schools
are now providing new “Accounting for Healthcare” courses.

CONCLUDING REMARKS
This study describes legislation, organizations, and internal control
techniques established to prevent or detect health care fraud, waste, and
abuse. It also provides examples of enforcement actions taken recently and
court cases taking place as a result of more healthcare fraud vigilance.
Instead of using guns to rob banks or other businesses, these fraudsters
were simply submitting fake documents to basically steal billions of
dollars from taxpayers. They were also contributing to the opioid epidemic
with illegal distribution or prescription drugs. It is a matter of life and
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death in some cases as well as governmental fiscal responsibility that
everyone gets involved with healthcare fraud prevention and detection.
The key to everyone being involved is that healthcare literacy improves
and everyone (patients, practitioners, doctors, and organizations) remain
vigilant.
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ABSTRACT
This research details a survey of Taiwanese college students and their
views on business stakeholders. In this project, we surveyed students in the fall of
2015 (n=1157). We found that the students reject the Friedman view and
strongly support the stakeholder view of ethics. We examined students’ views
based on several demographic factors, including gender, religion, year in school,
and major and found statistically significant results. We also found a very high
commitment to employee stakeholders and community. We conclude by
discussing the implications for further research in this area.

Key Words: Taiwan, business ethics, survey, students
INTRODUCTION
Ethics is described as the “science of morality” (Nieman & Bennett,
2006). A cynic would claim business ethics is really a pretense so that customers
can think the business is doing “the right thing” (Goldman, Bounds, Bula,
Fudalinski, 2012). In the last few decades, businesses have put more emphasis
on behaving above what is considered legal. Deegan, Rankin, & Voght (2000)
indicated firms are facing increased pressure to behave ethically (not just make a
profit).
Are the next generation of business leaders (today’s students) concerned
about being ethical, or do they view ethics as a marketing ploy? The motivation
for this study is to examine the views of an understudied population, current
Taiwanese students, towards the various stakeholders in business.
Taiwan is an interesting blend of ancient and modern. Taiwan’s culture is
deeply rooted in Confucianism (Yang, 2014; Ni, Egri, Lo, & Lin, 2015).
Taiwan’s business culture also represents this blend. Taiwan is a leading trading
nation in East Asia, dominated by technology firms (Chui & Wang, 2015). For
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non-technical firms, Taiwan is very traditional, dominated by family-run
businesses (Wu, 2012).
Taiwan’s higher education system significantly expanded after World
War II (Chen 2012), growing from 4 colleges in 1949, to 50 in the 1980s, to 163
colleges in 2012 (Hou et al., 2015; and Yao & Jacob, 2012). In 1980s, the
Taiwanese government further promoted higher education with a goal of
accelerating economic growth (Huang & Huang, 2015; and Hou et al., 2015).
Taiwan accomplished this by converting 2-year colleges into 4-year colleges,
renaming vocational schools as universities, and increasing the number of
schools (Huang & Huang, 2015). College enrollment jumped from 16% in 1980
to 83% in 2011 (Huang & Huang, 2015).
The rate of college enrollment has exceeded 80% every year since 2005
(Huang & Huang, 2015). Taiwan, with a population of over 23 million (CIA
Factbook, 2016) has over one million students in higher education (Yao & Jacob,
2012; and Chen, 2012). Currently, private schools outnumber public schools
(Chen, 2012). Private colleges enroll more students (Chen, 2012). The number
of graduate colleges has increased by 2000 in the last 15 years (Lin, 2014).
Because the numbers of college graduates in Taiwan have surged, the
wage premium for college graduates has dropped significantly, creating strife for
recent college graduates (Huang & Huang, 2015; Lin & Yang, 2009; Lin &
Wang, 2005; Lin & Orazem, 2004; and Gindling & Sun, 2002).
This research details a survey of current Taiwanese college students and
their views on the various ethical stakeholders. To start, we will first review the
relevant literature. Second, we will discuss the survey methods. Next, we will
discuss the findings and results from the survey. We conclude by discussing the
implications for further research in this area.

REVIEW OF LITERATURE
Friedman’s (1982) Shareholder theory stated that a firm’s only obligation
is to the shareholders (owners). The purpose of a business is to make a profit
within the confines of the law, period. The owners can decide to spend (or not
spend) those profits on socially beneficial causes, as they see fit. However, the
business entity must make a profit, and without a profit, it cannot survive.
A more encompassing view is that businesses should consider all
stakeholders in making decisions (Huang & Kung, 2010). As the name implies,
decisions should be justified for all those who have a “stake” in the organization,
something at risk (Collier, 2008). Organizations succeed or fail based on how
accountable they are to their stakeholders (Mitchell, Agle, & Wood, 1997).
Stakeholders help an organization create value (Freeman, Harrison, & Wicks,
2007).
Who are the stakeholders? Freeman (1984) defined stakeholders as
“groups and individuals who can affect or are affected by, the achievement of an
organization’s mission” (p.52). Stakeholders are a much broader group than just
the business owners. Davenport (2000) classified stakeholders into five
categories: customers, suppliers, shareholders, employees, and communities.
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Carroll (1999) divided stakeholders into two categories: primary (directly
affected by the organization) and secondary (indirectly affected by the
organization).
Primary stakeholders would be shareholders, suppliers,
employees, and customers. Secondary stakeholders would include the society,
the environment, and the government.
Post, Preston & Sachs (2002) proposed three groups of stakeholders:
Core stakeholders (investors and employees), competitive environment
stakeholders (business partners and competitors, unions, regulators), and external
environmental stakeholders (social and political interests). To fulfill the
obligations of corporate social responsibility, the organization must respond to all
relevant stakeholders (Shauki, 2011). Stakeholder theory would argue firms only
survive and prosper by satisfying stakeholder demands (Roberts, 1992; Gray,
Kouhy, & Lavers, 1995; and Ullmann, 1985).
Not all stakeholders have the same importance in Taiwan (Chui & Wang,
2015; Huang & Kung, 2010). For example, Taiwan has extreme environmental
concerns because of population density and closeness to mainland China (Huang
& Kung, 2010). Taiwan has limited social reporting to stakeholders (Chiu &
Wang, 2015). Corporate social responsibility (CSR) fills the void for guidance in
developing countries by increasing information to stakeholders (Su, Peng, Tan, &
Cheung, 2016).
Ip (2008) explained CSR in Taiwan has global consequences. CSR is
being given more attention in Taiwan (Huang & Kung, 2010). Blodgett, Lu, Rose
& Vitell (2001) examined Taiwanese and American life insurance agents (n=637)
and found Taiwanese agents to be more collectivists than Americans. Su (2014)
surveyed MBA students in Taiwan (n=26) and found higher ethics was correlated
with higher human capital. Yang (2014) studied ethical leadership in Taiwan and
found it correlated with higher job satisfaction.
The variable we are exploring is culture. Individual values are strongly
affected by culture. Culture is defined as “a set of shared values and beliefs that
characterized national, ethnic, moral and other group behavior” (Craig
&Douglas, 2006). Barbash & Taylor (1997) stated that culture includes religion,
gender, language, class, ethnicity, and sexual orientation. Hofstede (1983, 1991,
and 1993) argued that cultural difference impact conduct in business,
communication, and decision-making. Blodgett, Lu, Rose & Vitell (2001) stated
that national culture is influenced by traditions, religions, rituals and customs.
Blodgett, Lu, Rose & Vitell (2001) explained that culture is a comprehensive and
implicit window to view the world. Taiwan has a different social/economic
system from China and from Hong Kong (Ni, Egri, Lo, & Lin, 2015).
How do these stakeholder views apply in different cultures? Which view
dominates among business students, the shareholder approach of Friedman or the
stakeholder approach?
International studies on stakeholder’s views are
expanding. Habish, Patelli, Pedrini & Schwartz (2011) found U.S. firms are
primarily concerned with stakeholder needs and the community. Goldman,
Bounds, Bula, & Fundalinski, 2012 compared South African and Polish business
students and found neither thought businesses fulfill an obligation to protect the
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environment. This is interesting since Polish society is very conservative, based
on Catholicism while South Africa’s society is more liberal (Goldman, Bounds,
Bula, & Fundalinski, 2012). Shauki (2011) found that among Indonesian
students, females and older persons with more workplace experience had a
greater support for all the stakeholders of the organization.
Ludlum, Hongell, & Tigerstedt (2013) found among Finland‘s college
students a majority did not agree with the Friedman view. Instead, Finnish
students preferred a stakeholder approach and had especially strong support for
employees. Ludlum, Hongell, Tigerstedt & Alsobrook (2016) surveyed Finnish
college students and found only 14% supported Friedman’s view. The
stakeholder view was dominant, with 91% who supported employees, 95%
supported the environment, and 72% supported the community.
Lopez-Navarro & Cipres (2015) examined the stakeholder views of
Spanish business students and found that females have stronger commitments to
social and environmental stakeholders than their male counterparts. Further, they
found that Spanish students had attitudes closer to the stakeholder model than the
shareholder model.
Moskalionov, Ludlum, Ramachandran, & Stephenson (2015) examined
Russian college students and found strong differences on attitudes towards
ethical issues based on gender, indoctrination, and maturity. They found females,
older students (by age) and more experienced students (by college year) were
more responsive to ethical issues than males. Ludlum, Moskalionov, &
Machiorlatti (2008) surveyed Russian business students based on 17 behaviors
involving ethics in the workplace and found that females were significantly more
ethical than males. The purpose of this project is to explore an understudied
population, the future business leaders of Taiwan.

SURVEY METHODOLOGY
Large convenience samples were taken from large business classes at
Chien Hsin University in Zhongli, Taiwan in the fall of 2015. The university has
over 12,000 students in five colleges with seventeen degree programs (Chien
Hsin, 2017). The survey was conducted simultaneously in both English and
Chinese since Chien Hsin is a bilingual university (Chien Hsin, 2017). The
translation from English to Mandarin was completed by a co-author who teaches
at the Language Center of Chien Hsin University. Both languages were included
in the survey instrument, to minimize any translation difficulties. Text of the
bilingual survey is in the Appendix.
Students completed the questionnaire during class time. The survey
instrument was voluntary. We were best able to minimize the socially appropriate
response bias by using a large group survey, with anonymous results and
confidential submissions. A total of 1410 surveys resulted, approximately 10%
of the entire campus. Of our total, 246 surveys were rejected because of
incomplete answers, leaving 1157 completed surveys, for an effective response
rate of 82.4%. Descriptive statistics are reported in Table 1.
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Table 1. Comparative Demographics
2015 sample
Raw data

Percentage

Completed surveys

1157

100

Business majors

1062

91.79

Non-business majors

95

8.21

First year

360

31.11

Second year

415

35.87

Third year

358

30.94

Fourth year

24

2.07

Males

422

36.47

Females

735

63.53

Muslim
Roman Catholic
Lutheran
Protestant
Jewish
Buddhists

2
21
8
7
2
455

0.17
1.82
0.69
0.61
0.17
39.33

Other

662

57.22

Very conservative

28

2.50

Conservative

141

12.57

Independent

57

5.08

Liberal

856

76.29

Very liberal

40

3.57

Year in school

Religion*

Politics

*Since the largest group claiming a specific religious affiliation is Buddhist, we
ran all analyses using a Buddhist dummy variable.
Most (92%) of the participants were business majors. The respondents
were in the following academic years: first, 31%; second, 36%; third, 32%; and
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fourth, 2%. In our sample, females strongly outnumbered males 64% to 36%.
These results are similar to findings on gender by Hsiao (2015) who found
females in Taiwan’s higher education outnumbered males (57% to 43%). Our
sample was young. The group consisted of primarily traditional students with an
average age of 19.21 years. The age range was 18-29, however only eight
students (less than 1%) were older than 23. Only 13 students (less than 1%) were
married. None of the respondents reported being a parent. As a result,
comparisons of students based on marital status and parenting were not possible.
Tobacco use was reported by 10.9%. In Taiwan, smoking is a male
activity. Taiwan’s adult smoking rate was 39% for men, 5% for women in 2007
(Lin, 2010). Chiao, Yi, & Ksobiesh (2012) found smoking rates of 48% for males
by the end of college, but female rates less than 5%. Our finding of 10.9% was
likely influenced by gender since our sample was 2-1 female.
Most students in our sample worked while attending school (54%).
These findings are consistent with Hsiao (2015) who surveyed Taiwanese college
students (n=525) on the topic of academic cheating and found 62% worked while
attending school. Politically, the students were divided, 15% self-identified as
conservative or very conservative, 5% as independent, and 80% as liberal or very
liberal. In religion, Buddhist was the dominant group with 39%. Other students
were spread among all other faiths, with no group higher than 2%. These
findings are consistent with surveys of Taiwan generally (Voas, 2014).

FINDINGS AND DISCUSSIONS
We examined current Taiwanese students on various ethical views of
stakeholders and the business climate. First, we asked our sample (n=1157)
whether the student would want to work for a company that had been accused of
unethical business practices. Less than 10% of Taiwanese students wanted to
work for an accused company. Students would “vote with their feet”, avoiding
firms that they viewed as unethical.
Second, we asked whether the government should be more involved in
regulating business. The overwhelming majority (81%) supported more
government involvement in business compared to 2% who wanted less. The
remainder (17%) wanted regulation to remain the same. Taiwanese students
favored a very active government role in business. These results are consistent
with the finding of Taiwan‘s liberal political majority within our sample.
We asked five questions on specific stakeholders. These questions used
a five point Likert scale, from (1) strongly agree, (2) agree, (3) no opinion, (4)
disagree, and (5) strongly disagree.
We asked students about the Friedman Shareholder view summarized as
a business’ only obligation is to its shareholders. Only 17% of the Taiwanese
students agreed with the Friedman Shareholder view while 65% disagreed.
Seeing strong disagreement with the Shareholder view, we asked for
students’ attitudes towards several specific stakeholders. We asked whether a
business has an ethical duty to care for their employees. Taiwanese students
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overwhelmingly supported the employees (53% strongly agreed, and another
36% agreed). Less than 1% disagreed with the ethical duty to employees.
Next, we asked whether businesses have an ethical duty to care for the
environment. A super majority either strongly agreed (47%) or agreed (39%).
Only 1.5% disagreed with environment being a stakeholder. We also asked
whether business have an ethical duty to care for their community. A dominant
majority agreed (84%) while only 1% disagreed.
Finally, we asked whether corporate social responsibility required a
corporation to give part of it profit to charity. On this question, 68% agreed, 27%
had no opinion, and only 5% disagreed. The finding on these five questions
indicate Taiwanese students do not endorse Friedman’s Shareholder view, but
instead prefer a strong stakeholder approach. These results were similar to
findings of Finnish business students, who had strong support for employees, the
community, and the environment as important stakeholders (Ludlum Hongell,
Tigerstedt, & Alsobrook, 2016).
Socialization shapes personal values (Hofstede, 1991). Drazin, Glynn&
Kazanjian (1999) explained people are members of many communities, so the
influence of one community only partially explains the individual behavior. Each
student from our sample was not just a Taiwanese national but also a member of
a gender, a religion, a political party, or academic discipline. Each of these
societal memberships influenced the person.
We designed five research hypotheses for the current project. For each
we started with a null hypothesis. Those hypotheses are:
1. Age (self-identified) does not affect attitudes towards ethical
stakeholders;
2. College major (self-identified) does not affect attitudes towards ethical
stakeholders;
3. Indoctrination (year in school) does not affect attitudes towards
ethical stakeholders;
4. Religion (self-identified) does not affect attitudes towards ethical
stakeholders; and
5. Gender (male/female) does not affect attitudes towards ethical
stakeholders.
Surveys were examined for the relationships between age of the student,
the student’s major, the student’s year in school, the student’s religion, and the
gender of the student with their attitudes on various ethical questions regarding
corporate behavior. When we ran a correlation matrix on students’ ages and the
reported year in school, we found a very high correlation (.8367) between the
variables. Testing these independent variables appeared to be redundant.
Because the outcome variables use a 5-point Likert scale from Strongly
Agree (1) to Strongly Disagree (5), we conducted ordered logistic regression
analyses for each of the five questions used as dependent variables using the
following independent variables: major (dummy variable for business majors),
indoctrination (year in school), Buddhism (dummy variable for religion) and
female (dummy variable for sex). Only one of the five analyses produced a
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significant model with α = .05. Therefore, we compressed strongly agree and
agree, and strongly disagree and disagree into a three-point Likert scale, with one
indicating disagreement, two indicating no opinion, and three as agreement with
the respective statement. As the analyses produce a subset of the data for which
the questionnaires had the fewest missing data points, we use the smaller subset
of 1157 observations from which we reported all results. We reviewed the
summaries of student attitudes on the various questions and find most still hold,
even with the smaller dataset.
We conducted ordinal logistic regression of each of five statements: 1)
“A business only has an obligation to its shareholders;” 2) “Businesses have an
ethical duty to care for their employees;” 3) “Businesses have an ethical duty to
care for the environment;” 4) “Businesses have an ethical duty to care for the
community;” and 5) “Corporate social responsibility means that a corporation
should give part of its profits to charity.” As noted earlier, these variables are
recoded from the five-point Likert scale to a three-point scale with one indicating
disagreement, two indicating neutral, and three indicating agreement with the
statement.
Table 2 presents the results of the ordinal logistic regression for each of
the questions posed. Coefficients and standard errors (in parentheses) are shown
below.
Table 2. Ordinal logistic regression output for each of the five questions.
Shareholder Employees Environment Community Charity
Business 0.43+
-0.15
-1.02*
-0.67+
-0.16
major
(0.24)
(0.39)
(0.47)
(0.36)
(0.24)
Year
-0.21**
0.34**
0.18+
0.24*
0.01
(0.07)
(.12)
(0.11)
(0.10)
(0.08)
Buddhist -0.10
0.03
0.17
0.27
0.34**
(0.12)
(0.20)
(0.18)
(0.17)
(0.13)
Female
-0.34**
0.51**
0.40*
0.03
0.04
(0.13)
(0.19)
(0.18)
(0.16)
(0.13)
Model *** Model**
Model**
Model**
Model
n.s.
Note: + p <.10; * p <.05; ** p <.01; *** p <.001
Major
In the four models for which significance was demonstrated, business
majors tended to agree more with business-friendly statements than did nonbusiness majors. Of the four models producing significance (the probability of
the model > X2), we see that business majors produced a positive coefficient,
approaching significance, regarding the shareholder question (z = 1.78, p < .10).
This indicated greater agreement with the Friedman view that businesses only
have an obligation to their shareholders. Business majors disagreed most often
with businesses’ duty to the environment (z = -2.17, p < .05). Regarding
businesses’ ethical duty to care for the community, business majors tended to
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disagree more than non-business majors (z= -1.86, p < .10). And our question
regarding corporate social responsibility (giving part of the profits to charity)
failed to achieve significance for the model.
Year in School
As students received additional indoctrination, they tended to display less
favorable attitudes toward business-friendly statements. This is reflected in the
negative, significant coefficient regarding disagreement with the Friedman view
(z = -2.86, p < .01). As the year in school increases, respondents tended to agree
more with businesses’ responsibilities toward employees (z = 2.80, p < .01), the
environment (z = 1.70, p < .10), and the community (z = 2.49, p < .05). There
was no relationship between year in school and attitudes about businesses’
responsibility to give a portion of their profits to charity.
Religion
The dummy variable for religion (Buddhist) failed to produce a
significant coefficient in any of the models, save the charity model, which failed
to achieve significance for the model itself. Other than Buddhist, the subgroups
were too small to have any meaningful comparisons.
Gender
In these analyses, female respondents were more likely to have a
negative response to the Friedman view (z = -2.72, p < .01). Females were more
likely to indicate their beliefs that business had ethical responsibilities to their
employees (z = 2.60, p < .01) and to the environment (z = 2.26, p < .05). Their
attitudes were non-distinguishable from their male counterparts for the questions
regarding businesses’ responsibilities to the community or to give a portion of
their profits to charity.
Factors that appeared to have the greatest impact on respondents’
attitudes for the questions under investigation are the students’ year in school and
being female. As students spend more time in school, they tended to expand their
views on corporate responsibility to other than shareholders. As noted above,
females tend to agree less with the Friedman view, when those differences were
significant.
The five statements in this survey asked respondents to provide their
level of agreement or disagreement with the respective statement. When taken
together, the five questions provide an overview of respondents attitudes about
businesses’ responsibilities to their shareholders or to those other than their
shareholders (the community, the environment, their employees, or to charity).
Cronbach’s alpha on the compressed items produced alpha of .53. However,
when we exclude the Friedman question, alpha on the compressed items
(disagree, no opinion, agree), is .65. Regarding alpha, Tavakol and Dennick
(2011) advise that although a lower number of items may produce a lower
coefficient, while a greater number of items may artificially inflate the
coefficient.
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CONCLUSION AND SUGGESTION FOR FUTURE RESEARCH
Despite making some interesting findings, this survey, like all surveys,
has limitations. The primary limitation of this study was that it covered a single
institution at a single point in time. Even with a large sample (over 1100), we
may not generalize to all Taiwanese college students. Further, a larger, more
diverse sample could result in a more detailed analysis of the sub-groups. For
example, further research could define majors into discipline areas (accounting,
tourism, management, etc.) to see if any disciplines had different views. The
same distinctions can be made with religion and political affiliation. No religious
group in our sample was larger than 2%, which makes any meaningful
comparison problematic.
Family status sub-groups (married students and students with children)
have too few members in the current sample to do any comparison. Future
projects should expand the surveyed population to include more non-traditional
students.
Finally, the conclusions are time bound, as attitudes are influenced by the
economic/political/cultural climate, which are certainly in flux. Clearly, further
research on this topic is warranted. As international trade becomes more
prevalent to even small and medium sized firms, the necessity of understanding
the business culture of other nations becomes more important to the success of
domestic institutions. The world is getting smaller all the time.
*Professor Ludlum teaches legal studies in business at the University of Central
Oklahoma and can be reached at mludlum@uco.edu. (Corresponding Author)
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Appendix One. Survey Questions.
NOTE: Original survey is in English and Mandarin.
Contact author for the English & Mandarin version.
This is a voluntary research project on student views. The survey should
take approx. five minutes to complete. There is no penalty for refusal to
participate. You must be at least 18 years old to take this survey.
DO NOT PUT YOUR NAME OR IDENTITY NUMBER ON THE SURVEY.
ALL ANSWERS ARE ANONYMOUS AND CONFIDENTIAL. If you do not
wish to participate, you may hand in the survey form blank. Thank you for
your input on this research project.
What year in school are you presently? What is your major? 1.
Business 2. Non-Business
Are you male or female? 1. Male 2. Female
Would you describe yourself politically?
1. Very Conservative 2. Conservative 3. Independent 4. Liberal 5. Very
Liberal
Do you use tobacco? 1. Yes 2. No
Are you currently employed? 1. No 2. Part-time 3. Full-time
Are you married? 1. Yes
2. No What is your age? How many
children do you have?
How would you describe your religious views: 1. Muslim 2. Roman
Catholic 3. Lutheran
4. Protestant 5. Jewish 6. Buddhist 7. Other
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How many times a MONTH do you attend religious services or meetings?
THESE QUESTIONS INVOLVE YOUR FEELINGS & ATTITUDES.
THERE ARE NO CORRECT ANSWERS.
Would you want to work for a company that had been accused of
unethical business practices?
1. Yes
2. No 3. Unsure
Should the government be more involved in regulating business, less
involved, or remain the same?
1. Much more involved 2. A little more involved 3. Remain the same
4. A little less involved 5. Much less involved
Describe your views on the following statement: “A business only has an
obligation to its shareholders.”
1. Strongly Agree 2. Agree 3. No Opinion 4. Disagree 5. Strongly
Disagree
Describe your views on the following statement: “Businesses have an
ethical duty to care for their employees.”
1. Strongly Agree 2. Agree 3. No Opinion 4. Disagree 5. Strongly
Disagree
Describe your views on the following statement: “Corporate Social
Responsibility means that a corporation should give part of its profits to
charity.”
1. Strongly Agree 2. Agree 3. No Opinion 4. Disagree 5. Strongly
Disagree
Describe your views on the following statement: “Businesses have an
ethical duty to care for the environment.”
1. Strongly Agree 2. Agree 3. No Opinion 4. Disagree 5. Strongly
Disagree
Describe your views on the following statement: “Businesses have an
ethical duty to care for their community.”
1. Strongly Agree 2. Agree 3. No Opinion 4. Disagree 5. Strongly
Disagree
NOTE: The survey included additional questions, not part of this
research.
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ABSTRACT
This paper looks at how to reduce operating costs in a hospital’s operating
room through incorporation of preference card management. A hospital’s
operating room (OR) generally holds the second-largest amount of
inventory for the organization, with regard to both volume and cost.
Without an efficient process to ensure the operating room runs lean, the
probability of costs associated with waste occurring is extremely high.
Through the implementation of an efficient preference card program, an
operating room should see reduced per case costs, and a reduction in
supply chain expenditures. The region’s only Level 1 Trauma Center had
its preference card system updated to only pull items which were indicated
to be opened during the surgeon’s case. Any item which was indicated to
have available in the room, but not opened, was no longer pulled for any
surgical case. Data was collected for September 2018 to identify if there
was a reduction in per case costs, and if there was an impact on surgical
times. Based on the results of this project, it was determined that a
potential savings opportunity of $1.18M to $1.45M could be gained,
without increasing the average surgical minutes per OR case.
Key words: Operating room, supply chain optimization, surgical time,
waste, value analysis
INTRODUCTION
With the requirement for hospital operating rooms to run as lean and efficient as
they can, surgeon preference cards must become an area of focus to assist in
reducing operational costs. Depending on the size of the hospital, an operating
room can spend millions of dollars on soft goods (disposable supplies), which
could have a major effect on the operating room’s operating margin, and the
overall operating margin of the hospital. While efforts can be made to reduce
periodic automatic replenishment (PAR) levels to minimize the stock on hand, if
there is no change made to the supplies a surgeon requests for use on their cases,
an operating room will not see a reduction in inventory.
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SURGICAL TIME, CALIFORNIA
According to Ely (2018), the average cost of OR time in the state of
California ranged from $36 to $37 per minute. This data was pulled from
the Office of Statewide Health Planning and Development (OSHPD)
which mandates that all hospitals in the state of California report annual
financial metrics. The mix of hospitals that made up this average included
for profit (25.8%), not for profit (57.9%), and government owned (16.2%).
Based on the data collected, it was determined that the OR expenses for
the state of California had increased at a rate which surpassed that of the
consumer price index (CPI) (Bureau of Labor Statistics, 2018) and the
medical care index (one of the eight major groups in the CPI) for the
period of 2004 to 2015 (Ely, 2018).
When breaking down the data further, it was identified that direct costs for
OR time ranged from 55% to 59% of the total per minute cost, depending
on whether the procedure was an inpatient or outpatient procedure. This
results in direct costs accounting for $20 to $22 of the average $36 to $37
per minute, with $13 to $14 of those direct costs being attributed to wages
and fringe benefits. Ely (2018) identified that $2.50 to $3.50 of the perminute cost was for non-chargeable supplies (soft goods).
TEXAS
While Texas Health Care Information Collection (THCIC) provides cost
data for a patient’s overall encounter in the state of Texas, determining
what the average cost of OR time equates to is not easily determined. So,
to consider what the impact of these costs are for surgical cases in the state
of Texas, it is important to recognize that the average cost of medical care
is 8% less than that of California (Segal, 2017). Looking at a Level
1Trauma Center in Texas, for the first six months of 2018, based on the
aforementioned cost data, the medical center could be looking at a supply
cost of $2.5M to $3.5M for their 1,077,742 minutes (Alpha Medical
Center, 2018). If the numbers are annualized, the medical center would be
experiencing $5.0M to $6.9M in unchargeable supply expenses.
VALUE ANALYSIS
Because a hospital’s operating room is typically the second-largest holder
of inventory in a hospital, it is crucial that processes are developed to
streamline supply chain management. As much as a hospital can eliminate
unnecessary supplies from its OR inventory, there will be no gains if
surgeons keep requesting new items to be used in their cases. In the past,
as Covidien (2011) points out, surgeons were in a great position to request
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their preferred products to be stocked in a hospital with which they had
privileges. Before reimbursement transitioned to a quality vs quantity
approach, hospitals were more willing to bargain with surgeons if it meant
the surgeon would bring their caseload to that hospital. At that time, the
more patients who were seen at the hospital, the greater the revenue
generated.
Now, however, hospitals are reimbursed mainly on the quality of care
which is provided – whether that be in a bundled payment, through
capitation, shared risk, etc.; few payers today still use fee-for-service as
their method of payment. Therefore, hospitals are no longer in a position
to offer surgeons their preferred supplies even if they threaten to move
their caseload elsewhere. Formal supply chain management processes
have been implemented at most hospitals, with Value Analysis
Committees (VAC) being a tool administrators are using to limit OR costs
and maintain inventory control.
Through the VAC, surgeons are now tasked with providing a clinical
justification for why a new item needs to be introduced into the OR’s
inventory. While this is of benefit for the VAC because they are given the
information needed to make an informed decision on whether to approve
or deny a product, it can be extremely time consuming for a surgeon to
have to provide research validation for a product they want to request. In
addition, Covidien (2011) mentions that many surgeons believe they
should be compensated for the time they spend fulfilling some of the
labor-intensive tasks that the VAC mandates.
There are some hospitals which have taken this into account and offer
different compensation models to ensure the surgeons participate and are
engaged. This could be in the form of a cost-reduction incentive bonus for
surgeons who actively participate in the VAC, or a general committee
participation bonus if a surgeon participates in any hospital committee
(including the VAC). Rolling an incentive bonus into the mix creates an
environment where a surgeon is more likely to want to participate, but
these plans are generally the exception to the rule.
Because of this, vendors are often a prime choice as participants at a
hospital VAC. As Covidien (2011) mentions, they are one of the major
connections which surgeons have to surgical innovation. They could be a
voice for the surgeon to educate VAC members on why a new product
was requested, and what the overall benefit is for the procedure. The
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purpose of the VAC is not to deny every product which is requested, but
to ensure that there is enough clinical justification to warrant the
introduction of the product.
PREFERENCE CARD MANAGEMENT
The physician preference card is a tool which allows a clinical member of
an operating team to recognize individual preferences of each surgeon for
each procedure. It will list all the supplies for the case the surgeon wants
to use from the C-arm drape to the trocar, it identifies what area of the
patient’s body to prep, what pharmaceuticals need to be ordered from the
pharmacy, what dressing the surgeon uses, what position the surgeon
wants the patient placed in, and what instruments the surgeon uses. These
cards are an integral part of an efficient operating room. Without them, it
would be impossible for supplies to be pulled for 50+ cases every day, for
a variety of surgeons. In fact, at this region’s Level 1 Trauma Center, there
are over 8,000 preference cards in the preference card management
system. Each was established at the time a new surgeon joined, or
whenever a surgeon was credentialed for a new procedure.
Because there are so many possibilities for preference cards, and
depending on the size of the organization there could be thousands or tens
of thousands of preference cards, it is imperative that appropriate
preference card maintenance be performed to ensure that the correct soft
goods and instruments are pulled for each case. If a surgeon requests a
new item and it is approved through the VAC, their card for the procedure
the item is used for needs to be updated so their supplies are pulled
correctly.
When preference cards are not updated, wrong items for a case will be
pulled which can have adverse effects that are widespread. If a wrong item
is pulled, it could delay a procedure which would cause all members of the
surgical team to be frustrated, and the cases that follow will be delayed. If
a circulator is having to run to the central supply room to pull the correct
item, the patient is having to be on the table for an unnecessarily
prolonged time. In addition, it could cause the surgeon to take his
frustration out on the staff in the room which is unhealthy for the morale
in the OR. If wrong items are pulled and unused, there is a potential for
unopened items to be discarded which creates unnecessary waste. Plus,
any instrument sets which are opened and unused create the need for them
to be re-sterilized and restocked which adds to the unnecessary cost
(Richards, 2017).
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PREFERENCE CARD ACTION
Because of the importance preference cards have on the impact of an OR’s
efficiency, many healthcare organizations are starting to focus on what
they can do to decrease costs. Vanderbilt University Medical Center in
Nashville, TN has a combined 1,025 beds and performs over 57,000
procedures every year (Vanderbilt University Medical Center, n.d.).
Curlin, Harvey, and Smith (2016) identified cost savings through a review
of Vanderbilt’s gynecological preference cards. They pulled the top five
procedures for each gynecological surgeon which resulted in 81 cards
being distributed to 21 surgeons. Of that amount 67% of the surgeons
returned their cards, with 81% having changes which needed to be made.
For the changes which were made, 109 items were removed from the
cards totaling over $700. In addition to this, the status of several items was
changed from “opened” (meaning the item should be opened and ready for
use in the case) to “have available” (meaning the item should be in the
room, unopened, but ready for use). The outcome of these changes
resulted in an additional savings of $6,300, resulting in a total savings of
$7,000 or $179 per card (Curlin, Harvey, & Smith, 2016).
Another healthcare organization which recognized the need to make a
change to their preference cards was Charleston Area Medical Center
(CAMC) in Charleston, WV. CAMC is an 850-bed teaching health system
that sees 30,000 surgical cases every year. Because of this large volume of
cases, their OR budget for materials management surpasses $40M across
its facilities. Through standard operating procedures, CAMC identified a
problem with the amount of waste which was being produced from their
surgical cases. They have established a program which collects any
unused surgical supplies pulled for cases to sends them to be used on
mission trips. Through this collection CAMC recognized an abundance of
surgical supplies was being collected (Perry, n.d.).
After recommendations were made to reduce waste at CAMC, they
implemented the Lean Information Control System (LINCS) which
collects OR data and materials inventory management system (MIMS)
data to compare materials that were issued, used, and returned. The
LINCS results were then utilized to identify any trends of items being
wasted, the type of waste which occurred (i.e., was it opened and not
used), and what corrective action was taken as a result. As a result of this
new process, CAMC identified more than 600 preference cards which
needed to be updated. They used LINCS to identify the largest variances
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of items which were pulled for the case and not used, and removed these
obsolete items from the cards (Perry, n.d.).
Based on their work to update the 600+ preference cards, CAMC saw an
average reduction of $100 per case across their facilities. For CAMC’s
30,000 surgical cases, that results in a savings of approximately $3M. In
addition to the case cost reduction, CAMC also saw a reduction in case
cart supplies of $14.9M per year, and a reduction of returned items of
$11.2M per year. Plus, they were able to reduce their indirect costs by
decreasing the amount of time it took to pull supplies for their cases.
Looking at the University of California, San Francisco Health, they are an
organization consisting of over 950 beds, two million visits and over $4B
in revenue a year (UCSF Health, 2018). Because their organization is so
large, they recognized there was a potential of a negative financial impact
on disposable supplies which were opened and not used in surgical cases.
A study was conducted which measured the amount of supplies that were
documented as waste (opened but not used) in 58 of their neurosurgical
procedures (Boscardin et al., 2017). After these cases were reviewed, it
was determined that the average cost of supplies which were wasted
amounted to $653 per case.
Based on the average amount per case which was wasted, it was
determined that for neurosurgical cases, approximately $243K per month
was attributed to wasted supplies – annually, this amount equates to
$2.9M. Because the findings were so significant, Boscardin et al. (2017)
indicated that UCSF Health started enforcing price transparency within
their organization so surgeons and clinical staff would be more cognizant
of what the supplies for their cases cost. In addition, preference cards were
reviewed to eliminate items which had a high variance of being pulled for
a case but were documented as waste.
PREFERENCE CARD STRATEGY
The county health system this project focuses around consists of two parts
– a 500-bed acute care medical center (which serves as the county hospital
and primary teaching hospital for the region’s university) and an
ambulatory organization which consists of almost 35 clinics throughout
the region. This organization has served as the region’s only Level 1
Trauma Center (as designated by the Texas Department of Health) for the
past 25 years, and as such, is equipped to handle critical patients in their
trauma and surgical ICU and their burn unit (which is the only burn center
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in the region). In addition to this, other services include: EMS services,
family medicine clinics, maternity and newborn care, cancer care, home
health, physical medicine and rehabilitation. Their annual operating
budget is $644M, with approximately $60M of that residing in the OR
(Alpha Health System, 2018).
Because this hospital serves as the only Level 1 Trauma Center in the
region, there are countless cases that the OR encounters on a daily basis.
This means that supplies are pulled daily to serve the 16,000+ which are
seen every year. As was mentioned, preference card management for large
health systems often results in an oversight of updates to the cards. This
means there are probably items pulled for cases which are not used and are
possibly discarded at the end of cases. To circumvent this problem, a
decision was made to cease pulling items which were marked as “Have
Available” on the surgeon’s preference card. The new process started
September 4, 2018 and is currently ongoing.
During this project, data was collected which indicated case costs prior to
the implementation of the project and after implementation of the project.
In addition, surgery times were monitored to determine whether cases
experienced any major increase in operating time as a result of circulating
nurses having to leave the rooms to pull additional supplies for their cases
(i.e., something which would have been previously listed as “Have
Available”). The goal of this project was to prove that eliminating “Have
Availables” from the surgeon’s preference cards would eliminate waste in
the operating room, which reduces costs, without increasing the time the
surgeon operates.
PROJECT SCOPE
The period of the data collection began on September 5, 2018. The
collection period focused specifically on OR cases scheduled during prime
hours (Monday – Friday, 07:00 – 15:00), with holidays excluded. This
project period was compared to the same period for September 2017, to
ensure any cyclic behavior was taken into consideration. Supply expense
data was determined using the most recent price files to accurately
determine any shift in costs between the two years.
In addition to this, disposable supplies were the only costs which were
attributed to this project. The case cart technicians at this county health
system do not pull surgical instruments, equipment, or implantable
devices, so they were not a part of the case cost factor. All OR clinical
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staff (i.e., surgical technicians, circulating nurses, and
coordinators) were in-serviced about the change in this process.

service

RESULTS (CASE COSTS)
For 2017, a total of 1,007 OR cases occurred during the prime hours for
the project period; 2018 saw 978 OR cases. The total cost for supplies
used during the 2017 cases amounted to approximately $992K, while the
total cost for the supplies used during the 2018 cases amounted to
approximately $880K (Alpha Medical Center, 2018). The difference
between the two years was $112K, or a reduction of 12% in disposable
supply case cost expenses.
However, because there was a difference in case volume between the two
years (a reduction of 3%), to determine if a true savings was recognized
the average cost per case was calculated. For 2017, the average cost of
disposable supplies per case amounted to $985 while for 2018, the average
cost of disposable supplies per case amounted to $899 (Alpha Medical
Center, 2018). The difference equating to $86, or a reduction of 9.1% of
disposable supply costs per case.
When annualizing this county health system’s volume for OR cases
occurring during prime hours starting January 1, 2018, the ending result
equated to a forecast of 13,736 cases for the year (Alpha Medical Center,
2018). Taking the $86 reduction per case in supply costs and applying it to
the forecasted number of cases resulted in a potential savings opportunity
of $1.18M for the health system. Annualizing the volume for all OR cases
(cases occurring any time of the day, seven days per week) starting
January 1, 2018, the forecasted amount is 16,841 cases. Applying the
same $86 reduction in case costs to this forecasted amount results in a
potential savings opportunity in disposable supply costs of $1.45M for the
health system.
SURGERY MINUTES
Looking at the surgery minutes for the project period, one concern was the
potential of an increase in minutes (the total minutes from the moment the
surgeon performs the first incision to the moment the surgeon closes the
patient) because of a supply listed as “Have Available” not being available
for immediate use. For 2017, a total of 90,779 surgery minutes were
documented for the project period; 2018 had 87,782 surgery minutes
documented (Alpha Medical Center, 2018). The total difference in surgery
minutes was a reduction of 2,997, or 3%.
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Again, because there was a difference in case volume, between the two
years, an average number of surgery minutes per OR case was determined.
For 2017, the average number of surgery minutes per case equaled 90.15
minutes. For 2018, the average number of surgery minutes per case
amounted to 89.76 minutes. The difference between the two results came
out to an average of 0.39 minutes less per case for the 2018 project period,
or a reduction of 0.4% in surgery minutes per case.
CONCLUSION
Because of the findings from this project, this new process will continue
indefinitely for the county health system. The resulting evidence of a
reduction in disposable supply case costs, without increasing surgery
minutes, provides strong incentive for surgical leadership to support this
program. As such, any staff member who pulls disposable supplies for any
of their cases will be expected to continue omitting any item listed as
“Have Available.” Data will continue to be collected for the months that
follow to determine if the savings in disposable supply costs continue to
be recognized. In addition, surgery minutes will also continue to be
monitored to ensure that an increase in minutes is not recognized for
future months.
The progress which this project has made in reducing waste in the OR has
been a welcoming change. Throughout the OR, staff are actively engaged
in identifying new opportunities to reduce waste to help bring down
expenses. Even surgeons are actively engaged with their case costs and are
taking one step further by proactively asking what the cost of certain
implantable devices are. They want to be just as assertive in the OR’s
savings opportunities and are researching alternative implantable devices
which are less costly, but still provide the same high-level quality of care
for their patients. If anything, this project has provided a team approach
for all members of the operating team to help develop and implement
ideas to reduce waste and costs in the OR.
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ABSTRACT
Technology has always been the primary driver in industrial shifts
throughout history. The Industrial Revolution itself was driven by
technological innovation. This paper seeks to determine how modern
business practices have adapted to recent technological innovations and
how these innovations will continue to affect businesses in the near future.
The recent effects felt by businesses relate to shifts in industry demands,
globalization, and alternative work environments. Upcoming effects for
businesses to be aware of are determined based on general business and
economic principles and historical trends.
Keywords: technological innovation, globalization, alternative work
environment, flexible work schedule
INTRODUCTION
Technological innovations have been the dominant driver in
industrial and cultural shifts throughout history. Work, social, and familylife all undergo constant adaption revolving around new technological
advancements. These advances can be traced all the way back to the
invention of the wheel, when a simple innovation transformed the way
society worked and lived.
Advancements in technology have a direct correlation to increased
productivity by allowing more work to be completed with fewer resources.
More currently, employment shifts from agricultural roles to industrial and
service occupations are largely attributed to advances in agricultural
technology that allow more work to be performed with fewer employees
as well as increased demand for goods and services in industries directly
related to the technological advancements themselves (Duarte and
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Restuccia, 2010). Recent innovations have also expanded avenues of
communication by increasing communication speeds and creating new
modes of instant communication (i.e. video conferencing) (Naím, 2009).
With these innovations, however, come countless culture-shifts
and side effects, many of which remain unknown and unaddressed until
after the effects are actually felt. As with the invention of the cellphone
and the rise of text messaging, the necessary laws and limitations
promoting safe use of the new technology were not developed until after
the new technology was introduced to the world. Often times, necessary
adaptions cannot occur until the effects have been felt and the world
evaluates exactly how it needs to adapt. This evaluation period-lag can
result in temporary, unforeseen adverse effects such as a rise in motor
vehicle accidents caused by texting and driving.
In analyzing innovation from a cause-and-effect perspective, the
cause would be the innovations themselves and the effects are the everchanging business models and lifestyles that develop from the innovations.
This study discusses how recent technological innovations have led to
global shifts across different business sectors. These sectoral shifts also
relate to the effects on globalization that have developed from recent
technological innovations. In turn, both technological innovations and
globalization have resulted in the practical creation of alternative work
environments for businesses. The effects of technological innovation on
the way we do business ripple deeper than the surface-level surrounding
the innovations themselves and farther than impact of the innovations’
original intent. Through analyzing the historical effects of recent
technological innovations on business, this research seeks to determine
what immediate future effects of recent technological advancements may
lie on the horizon for businesses. Recent adaptions to technological
innovations point the direction that businesses are heading.
LITERATURE REVIEW
Productivity shifts across multiple global business sectors during
the rise of modern technological innovations are included in the study
conducted by Duarte and Restuccia (2010). Dana and Orlov (2014)
expound on the study of sector shifts by analyzing the internet’s effects on
the US airline industry. Krajewski and Marcrum (2010) study how the
internet and search engines are effecting shifts in business operations as
well. Consumer satisfaction and business’ use of new technology are
linked in the article by McWilliams, Anitsal, and Anitsal (2016). Forman,
Ghose, and Goldfarb (2009) make the connection between a consumer’s
geographical location and the actual location of a business transaction
between two parties. Additional historical data showing trends in
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productivity based on the non-farm business sector is reported by Holman,
Joyeux, and Kask (2008). Corresponding to these shifts in various
business sectors is the study conducted by Lin (2011) analyzing where the
implementation of technological innovation happens the fastest.
Boeuf and Sénécal (2013) look at how consumer behaviors, as an
effect of technological innovation, have sped up the process of
globalization. This globalized economy, driven by both consumer
demands and technology, is studied further by, Liu, Feils, and Scholnick
(2011), who provide a list of reasons why companies have increased the
level of offshore-outsourced operations. Similarly, Weigelt (2009)
analyzes the benefits of a business’s decision to outsource certain areas of
internal operations. Building upon the study conducted by Liu, Feils, and
Scholnick, Naím Moisés (2009) determines the feasibility and
functionality of a one-world economy, essentially pulling all of the
aforementioned studies related to globalization together.
Branching away from the economic facet of globalization and into
effects related to human resources, Bauernschuster, Falck, and Heblich
(2009) analyze the likelihood of business success in relation to
management’s education of ever-changing technological innovations.
Similarly, Fard, Cheong, and Yap (2014) discuss the human capital aspect
of globalization in regard to technological modernization across countries
of differing income levels.
Another effect of technological advancement is the practicality of
implementing alternative work environments into a business model, which
is studied by Hermelin and Trygg (2009). Survey results of benefits and
detriments of alternative work environments are included in the articles
written by Dizaho, Salleh, and Abdullah (2017) and Leslie, Park, and
Mehng (2012). A study of social and family conflicts related to
alternative work environments comprises the research written by Fonner
and Stache (2012). In addition, Lee and Hong (2011) report results of
productivity and employee-workplace commitment based on alternative
work environment options offered by employers; this research reports both
historical data found in past analyses, while also adding additional
variables in relation to modern technology.
In relation to the studies concerning the practicality of alternative
work environments, Riđić, Avdibegović, and Bušatlić (2016) discuss the
idea of using alternative work environments as a business strategy; this
article links the benefits of alternative work environments to the
competitive advantage that these benefits can provide for a business. As
part of this strategy, Golden (2012) evaluates the viability for businesses
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to use alternative work environments during nontraditional work hours
(outside of the standard 9-5 workday).
Linton and Solomon (2017) address the impacts felt by small
businesses when adapting to new technology. The effects on small
businesses that refuse to adapt and incorporate new technology are
considered further by Hurst, Pugsley, Haltiwanger, and Looney (2011).
The conjunction between large-scale retailers leasing new technology to
small business owners is another impact on small businesses; Jiang, Jerath,
and Srinivasan (2011) review this concept. An analysis of how recent
technological innovation has led to shifts across various industry sectors
will begin this study.
SHIFTS IN INDUSTRY SECTORS
All throughout history, shifts in industrial sectors have
corresponded to revolutions in technology. The industrial revolution, for
example, brought new modes of transportation with the invention of the
steam engine, allowing more work to be done with fewer human
resources. In turn, a natural reallocation of human labor occurred between
agricultural and industrial sectors to adjust for the employment and labor
needs. Just the same, recent technological innovations such as advanced
computers, cellphones, and the internet have led to similar shifts in today’s
society.
From 1995 to 2005, the information technology, manufacturing,
and retail sectors all increased their production-output while
simultaneously decreasing their work-input, indicating improved
efficiency and, potentially, greater demand for certain goods and services
(Holman and Kask, 2008). As reported by Duarte and Restuccia (2010),
the number of labor hours in the global agriculture industry fell due to
modern technological advances. The degree at which these industry shifts
occurred varied with each country individually depending on the country’s
level of involvement in a particular industry (Duarte and Restuccia, 2010).
New equipment allows more work to be done with fewer human
hands involved. Many retail businesses such as supermarkets and even
banks are implementing automated technologies to reduce the number of
employees needed to serve customer needs (McWilliams, Anitsal, and
Anitsal, 2016). Self-checkouts and enhanced automated teller machines
are reducing labor-input and cutting long-term labor expenses for many
businesses (McWilliams et al., 2016). A side effect of implementing selfservice technology is customer satisfaction, which is always a risk when
consumers are forced to learn new technology just to serve themselves
(McWilliams et al., 2016). Surveys of satisfaction related to self-serving
kiosks and registers show that consumers who are not familiar with the
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technology have higher levels of frustration and spend more time than
desired trying to teach themselves how to use the new technology
(McWilliams et al., 2016). Although the effect of implementing these
types of technology for customer use was evaluated by businesses
beforehand, unforeseen side effects emerged from the unpredictable
human element forcing businesses to continuously evolve and adapt to
meet consumer needs (McWilliams et al., 2016).
The same technological advancements that are replacing cashiers
and clerks are also providing the resources for the common-man to
provide many services for himself (Dana and Orlov, 2014).
Advancements such as the internet deliver a world of knowledge and
resources that allow the average consumer to perform a job without hiring
the work out (i.e. tax return preparation and travel agencies) (Dana and
Orlov, 2014). The internet has become the intermediary, replacing human
labor in many industries (Krajewski and Marcrum, 2010). Some
industries, however, still require “hands-on” services, expertise, and
special equipment to complete the job (Lin, 2011). Specialized factors
lessen the risk of an industry being replaced by DIY (do-it-yourself)
alternatives (Duarte and Restuccia, 2010). Although new technology can
make jobs such as appliance and vehicle repairs easier for technicians, the
need for experienced human-hands and special tools and equipment has
yet to be eliminated by the innovations (Duarte and Restuccia, 2010).
With the increased usage and sophistication of technology, the
demand for additional businesses and skilled labor in the information
technology sector has increased (Duarte and Restuccia, 2010). Within the
past two decades, a new depth of technology consulting firms has emerged
due to the specialism and complexity of modern business technology
(Linton and Solomon, 2017). Generally, management does not specialize
in the area of information technology, and therefore, requires many of
these services to be outsourced to other businesses specializing in the
information technology industry (Linton and Solomon, 2017). With new
technological innovation comes new avenues of communication. These
new ways of reaching the public have created the need for marketing
specialists to adapt from traditional roles in marketing to more
technologically advanced methods such as utilizing social media (Linton
and Solomon, 2017).
As online marketing becomes more relevant, so do online
transactions for goods and services, especially in areas such as rural
regions where particular items cannot be purchased through a face-to-face
transaction (Forman, Ghose, and Goldfarb, 2009). Forman, Ghose, and
Goldfarb (2009) concluded that trends in online purchasing increased
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more in rural areas than in populated areas primarily due to limited access
to particular goods or services. With the rise of the internet and the
increase of globalization, the geographic location of the consumer no
longer plays as significant of a role in business as it did less than a century
ago. This concept is a major principle with globalization.
Figure-1 below provides a graphic summary of the effects on
industry sectors stemming from recent technological innovations.
Figure-1
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GLOBALIZATION
Although globalization became a relevant concept following
modern transportation innovations, the internet has been credited with
speeding up the globalization process and creating a continuous, smooth
flow of business and communication across the globe (Naím, 2009). The
rise of the internet has aided in tearing down consumer-borders
geographically by opening a door to a global economy by connecting
producers and consumers at the touch of a button (Boeuf and Sénécal,
2013). In doing so, competition for domestic goods increases with
globalization attributable to an increased supply of goods and producers
(Duarte and Restuccia, 2010).
Another similar direct effect of
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globalization on the market is the development of pricing wars existing on
a global scale (Duarte and Restuccia, 2010); consumers have access
through the internet to compare prices globally, which, theoretically,
speeds up the process of the market reaching equilibrium in terms of
pricing (Boeuf and Sénécal, 2013). Businesses are forced into a global
market with greater competition due to the entrance of other global
businesses into local markets via the internet; as a result, producers must
compete prices down to maintain their market share, not only in their local
markets, but in a global environment, too (Duarte and Restuccia, 2010).
Along that same line of reasoning, the economic concept of
competitive advantages should naturally take effect resulting in producers
competing to lower manufacturing expenses and sell goods at the lowest
cost (Liu, Feils, and Scholnick, 2011). In this regard, the nation that can
produce a good or service for the lowest cost would also be able to sell the
good or service for the lowest cost, thereby controlling the market. Of
course, this theory only exists under free-trade agreements without
significant interference from the government (Liu et al., 2011).
With each nation specializing in its own industry (i.e. natural
resources, manufacturing, information technology services), the globalized
economy can function similarly to one big business itself with each nation
representing a different department (Naím, 2009); each nation can play a
different role in the supply chain of the global “business” (Duarte and
Restuccia, 2010). This allows globalization to benefit all countries
regardless of wealth or poverty by allowing underdeveloped nations to
provide natural resources and manual labor, while wealthier advanced
nations provide everything else (Fard, Cheong, and Yap, 2014). Countries
no longer have to depend solely on their own resources to progress
(Duarte and Restuccia, 2010).
Correlating to the rise of globalization, global absolute poverty has
declined significantly across the board (Fard et al., 2014) (Naím, 2009).
Although all nations, rich and poor, can benefit from globalization, the
nations with the greatest educated population are the first to lead the way
in technological innovation and the first to receive the benefits of the
innovation and globalization (Bauernschuster, Falck, Heblich, 2009). The
nations with the highest population of educated citizens are typically those
with the financial resources and more advanced human capital needed to
incorporate new technology (Bauernschuster et al., 2009); there is not
enough data related to recent technological advances to show just how
much faster wealthier nations progress compared to impoverished
countries (Fard et al. 2014).
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Since all nations can benefit from globalization, national
economies worldwide have become more intertwined and woven together.
Under a complex one-world economy, the ill effects of an economic crisis
in one country are felt by all other countries due to the global relations
between nearly all nations. The more inter-dependent nations become on
each other, the greater the widespread impact one nation’s economic
decisions will have on another (Naím, 2009).
For instance, a consumer from one country may cease trade with
the producer from another country. In this case, the producer may have
excess goods left unsold leaving the producing nation with less income
circulating in its national economy. This lower income results in less
spending from the producer to other businesses (in this case the producer
becomes the consumer). On the contrary, if the producer breaks the trade
agreement with the consumer, one consequence felt by the consumer
could be shortages of goods in the national economy. Finding a new
producer will also generally lead to high costs or lower quality since
natural consumer-behavior is to purchase the best value first (before the
trade agreement was broken by the producer); these higher costs get
passed down to the individual consumers within the national economy.
These alterations of trade-agreements can shift the market supply and
demand cause further changes in prices.
Naturally, in theory of a free-market setting, trade disruptions are
kept to a minimum once the market reaches equilibrium. However, in a
global economy where no single economic governing power exists over all
nations, political involvement becomes another significant side effect on
the way businesses operate (Fard et al., 2014). With the uprising of
globalization, government relations have taken control of limitations on
who is allowed to trade what, with whom. New and additional trade
tariffs and regulations have been imposed on consumers and producers
alike since international trade has become more prevalent (Naím, 2009).
This external force affecting business operations has been around as long
as international trade has existed, but it has more recently become
especially common with the increase of globalization (Naím, 2009).
Aside from external factors affecting operations beyond the business’s
control, internal elements such as management practices and styles have
also been forced to adapt from ever-advancing technology.
Decisions of business direction are made directly by management
but are influenced and determined based on a wide array of factors outside
of management’s control. Another benefit that has derived from increased
globalization is the expansion of educated human capital and knowledge
that can be access by virtually any organization around the world (Fard et
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al., 2014). Just like the increased access to goods worldwide, access to a
vast network of specialized labor is now made possible via the internet and
modern communication technology (Fard et al., 2014); therefore, it can be
said that another effect of globalization resulting from technological
innovation is the globalized network of ideas and knowledge shared
between people (Fard et al., 2014). Both advances in information
technology and the speed in which globalization has spread have created
access for new methods of conducting business; one notable change in
business operations is the utilization of alternative work environments.
Figure-2 illustrates a summary of the effects of technology on
business globalization.
Figure-2
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ALTERNATIVE WORK ENVIRONMENTS
Alternative work environments, in general, are not a new concept
for businesses, and over the last two decades have become part of many
American businesses (Leslie, Tae-Youn, Si Anh, Flaherty, 2012). Of
American businesses employing 50 or more people, 79% offer flexible
schedules, 50% have telecommuting options, 38% allow compressed
workweeks, 29% allow job sharing, and 27% hold part-time work policies
(Leslie et al., 2012). Two types of alternative work environments,
however, have become more feasible as a result of recent technological
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advances: telecommuting (work-from-home options) and nontraditional
schedules (working outside the traditional 9-5 workday). Increased
globalization has led to a need for many organizations to sustain some
level of operations outside of the traditional 9-5 workday (Riđić,
Avdibegović, and Bušatlić, 2016). As companies conduct more business
with foreign organizations, the need to operate during different time zones
becomes relevant (Riđić et al., 2016). Alternative work environments
make this easier on both employees and employers (Dizaho, Salleh, and
Abdullah, 2017).
Due to time-zone differences and increased globalization, many
businesses have a need to operate during nontraditional hours, but at the
same time, employees have an obligation to manage their families (Dizaho
et al., 2017). The very same technology that led to the push for
globalization also offers some possible solutions for employers and
employees to balance work-life conflicts through telecommuting and
nontraditional work schedules (Dizaho et al., 2017). Technological
innovations have made working remotely a plausible concept by creating
the means for instant communication between two people regardless of
their geographical separation (Hermelin and Trygg, 2012). Alternative
work environment options promote lower employee stress by allowing
employees to work around their family needs during traditional or
nontraditional hours (Lee and Hong, 2011). Surveys of employees show
that both men and women desire the freedom to work from home from
time to time to help manage their personal lives outside of the work
environment (Dizaho et al., 2017). Studies show that incorporating
alternative work environments into employee work schedules can benefit
employers by reducing both absenteeism and employee turnover rates
(Dizaho et al., 2017) (Lee and Hong 2011). Reducing employee stress
levels can also lead to greater employee productivity (Dizaho et al., 2017).
Employers also have the option to benefit from offering
telecommuting options by reducing fixed asset costs. From globalization,
there has been a shift from physical brick-and-mortar based retailers to
online retailers without physical store locations (Jiang, Jerath, and
Srinivasan, 2011); many of these same retailers have lowered other
infrastructure costs by eliminating the need for some office spaces by
implementing telecommute options (Fonner and Stache, 2012). Many
jobs such as customer service representatives, product salespeople, and
consultants can be done remotely and no longer require extensive office
locations (Weigelt, 2009). Businesses all over take advantage of this
benefit of technological innovation by outsourcing certain areas of
operations overseas to nations with cheaper labor rates (Weigelt, 2009).
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The global competition for human labor has expanded from modern
technological innovations, which have led to increased competition
driving down many business labor costs (Lin, 2011). It also allows
businesses in geographical areas with less human resources to access
skilled labor as needed through telecommuting alternatives (Lin, 2011).
Global access to labor is only useful, however, in certain limited
sectors of industry and with certain types of employees (Hemelin and
Trygg, 2012). For example, some jobs such as appliance repairs or
medical procedures can only be done in a face-to-face setting where
alternative work environments are not realistic (Hemelin and Trygg,
2012). Likewise, only certain types of people are suitable for alternative
work environments. Employee independence and responsibility play a
significant role in determining whether an alternative work environment
would benefit the employee and employer alike (Lee and Hong, 2011)
(Fonner and Stache, 2012). When operating under alternative work
environment conditions, an employee’s performance is solely productivity
based (Dizaho et al., 2017). Employers must monitor employee
performance through the quality and completion of work rather than
attendance at the workplace (Dizaho et al., 2017). Working in an
alternative setting requires the same work to be done without working
under traditional management supervision (Dizaho et al., 2017).
Alternative work environments tend to offer the flexibility employees
need to manage work-life stress, but they can also create challenges for
both the employee and employer depending on the employee’s stress
levels and particular needs (Leslie et al., 2012).
Just as with anything that involves a human element, the benefits
that result from technological innovation will always have exceptions. For
employees, alternative work environments can eliminate the physical
separation between a workplace and a home since work is being done
during the traditional home/family hours (in the evening; outside the 9-5
workday) (Fonner and Stache, 2012). This allows work to bleed over into
the employee’s family-life (Fonner and Stache, 2012). By limiting the
amount of time employees spend in an alternate work setting but still
allowing occasional flexibility, employees are less likely to struggle with
work-family separation conflicts while still being able to manage family
situations (Golden, 2012). Management must be aware of employees’
ever-changing needs to minimize conflicts and maximize productivity.
The necessary training that management must undergo to stay up-to-date
with new technology is as equally important as education on new methods
of management and operations, such as alternative work environments
(Riđić et al., 2016). To get the most out of the staff and new avenues of
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operations, management must be able to balance new strategies like
alternative work environments while also maintaining adequate levels of
productivity (Riđić et al., 2016). What happens when a business fails to
stay relevant with modernizing technology and the world of effects that
comes with it?
Figure-3 provides a visualization of the effects related to
alternative work environments caused by the implementation of new
technology.
Figure-3
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FAILURE TO ADAPT
When new technology is introduced to the world, both consumers
and businesses incorporate the innovations into everyday-life (Linton and
Solomon, 2017). From a management standpoint, new technology can
create a wave of effects reaching from easier modes of tracking
performance to the creation of new, alternative work environments (Lin,
2011). To increase the efficiency of operations, management must
innovate itself just as technology innovates (Lin, 2011). Human capital
must progress to increase productivity, decrease employee stress, increase
employee satisfaction and retention, and increase the firm’s profitability
(Lin, 2011). Apart from the management element at risk from failing to
adapt to the modernizing market, a business’s operations themselves are
faced with various risks.
As consumers incorporate new technology into their daily lives,
the consumer-desired experiences with businesses demand corresponding
improvement (Linton and Solomon, 2017). Since new technology is
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incorporated into consumers’ daily lives, failure of a business to also
include new technology in its operations and customer experience can
result in a loss of consumer demand (Linton and Solomon, 2017). For
example, a consulting firm who refuses to expand their services using the
internet as an avenue for reaching clients is limiting their market to their
physical region; the global market of consultants in the particular industry
may all choose to offer their services globally through an internet
platform. The firm that refuses to expand globally not only limits their
market to their geographical region, but also experiences an increase in
market competition from all of the firms that have chosen to enter their
local market using the internet. Aside from loss of consumer interest,
failure to include new technology into business operations could lead to
lower productivity and higher production costs for a business.
The logical reasoning for innovation is to make some aspect of
work easier. New technology is incorporated into business operations to
lower production costs (increases profitability), to lower the amount of
manual human labor required to perform a job (increases productivity), or
increase the speed of finishing a job (increases productivity) (Linton and
Solomon, 2017). Businesses that refuse to integrate new advancements
into their operations are likely to lag behind the market in terms of
productivity (Linton and Solomon, 2017). Firms that are delayed in
adapting to new technology have historically shown differences in income
as well (Lin, 2011). Firm size plays a significant role in whether or not a
company has the resources to add new technology to its operations (Hurst,
Pugsley, Haltiwanger, and Looney, 2011).
How can small businesses with limited resources compete with
large corporations holding virtually unlimited resources when it comes to
purchasing and implementing new technology? Large corporations are the
industry leaders in applying innovative technologies because they hold the
financial and human resources needed to do so (Hurst et al., 2011). This
potentially puts many small business owners who cannot afford to
innovate with the market leaders out of business (Hurst et al., 2011). In
regards to online retail, many large corporations like Walmart and
Amazon have chosen to lease their online retail platforms to small retailers
to market their products (Jiang et al., 2011). This strategy allows small
retailers to remain competitive by entering a larger market while also
allowing the large corporations to profit from small business’ sales
without having to manage any of the operations (Jiang et al., 2011).
Figure-1 illustrates a summary of the ripple of effects resulting
from the impact of recent technological innovations. Based on these
effects and the direction that they have been leading businesses over
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recent years, several conclusions can be drawn about how businesses
could be affected even further in the near future.
FUTURE EFFECTS AND DIRECTIONS FOR BUSINESSES
Gordon Moore of Intel developed a theory known as “Moore’s
Law” in the mid-20th century illustrating the exponential speed of
technological developments.
Following Moore’s concept, recent
technological advancements have all but slowed down. With the constant
evolution of newer and better technology, the effects felt by businesses
and consumers alike will continue to evolve. Trends from the past several
decades have been pushing toward a centralized world economy; however,
external influences of authority over businesses such as regulations and
political involvement are slowing the process of reaching that free-trading
centralized economy. Without a single, central governing body to regulate
all global trade, the process of reaching a centralized economy is hindered
by contradictory regulations between nations. Political involvement will
continue to prevent the market from reaching maximum efficiency. These
limitations prohibit the global market from reaching equilibrium, which, in
turn, leads to broken trade relationships and imbalances in pricing.
Innovative globalization creates the need for businesses to operate
during all different time zones. To do that, businesses in any particular
country must work around the clock to some extent. As global operations
become more sustained and demand rises, the need to operate during all
hours of the day increases. The implementation of alternative work
environments helped to make this concept more achievable for employees.
With the need of continuous business operations on the rise and essential
technology being put in place to accomplish these needs, the elimination
of the traditional 9-5 workday for many employees is drawing near. The
demand for employees during nontraditional hours is being solved by the
optionality for employees to work from any location at any time. The
ability to work from any location and time zone has helped to solve the
problem for sustainable global operations.
As the world’s population continues to grow and more businesses
move to global operations, the supply and demand for jobs will
correspondingly increase to the labor market. Instead of adding additional
infrastructure and operating during the traditional 9-5 workday, many
companies (especially logistics specialists, manufacturers, and online
retailers) who operate globally have begun hiring employees for night
shifts; while not a direct effect of new technology, this new “workday” is a
direct effect of needs created by globalization. In essence, this business
model of perpetual operations is creating two divisions of people: those
who work during the traditional workday and socialize in the evening
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hours and those who work during the night shifts and manage home-lives
surrounding work schedules (morning and early afternoon hours. This
solution not only solves the problem of businesses shifting to constant
operations to sustain globalization, but also creates more jobs while not
adding costs of additional infrastructure.
The more advanced innovations become, the more specialized the
workforce must be to work with the new technology. Specialized labor
leads to new sectors in industry and new businesses. This trend will
continue to effect businesses as long as technology is advancing (neverending cycle of progression).
Advanced information technology
consulting groups and businesses specializing in online retail platforms
have recently begun to emerge as new global industries and will continue
to evolve as time goes on.
Finally, management’s failure to evolve with the changing
technology will continue to result in failed businesses, essentially weeding
out all of those in the progressive-lag. Management’s refusal to innovate
will result in inefficient operations, lack of market presence, lower
employee satisfaction, and lower consumer interest. Without staying
connected and relevant to the consumers in the market, successful
business operations cannot be sustained.
CONCLUSION
Chain reactions from one innovation can have effects so significant
that the entire world alters its way of life to incorporate the new
technology. Often times, the effects of a new type of technology build
upon existing technology with future innovations building on the
inventions of today. This constant evolution and growth forces businesses
to adapt or expire. New technology is intended to increase efficiency and
lower production costs; the only reason for adding new technology to a
business is to improve operations in some form or fashion. Failure to
incorporate the most up-to-date technology makes a business obsolete.
Since the dawn of time, new inventions have been the turning point
of improving the quality of life. The invention of the wheel led to easier
transportation that allowed more work to be done with less effort. More
recently, new modes of transportation such as airplanes and cargo ships
have enhanced and replaced preceding transportation innovations through
technological evolution. A long step away from what we know today, the
invention of the telegraph has evolved over the past two centuries leading
the way for our modern day phone and internet system.
As the world adapts to the most recent introduction of
technological advancements, new inventions still linger on the horizon.
These future innovations will continue to force businesses to adapt and
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evolve just as they have all throughout history. Although the innovations
themselves are different in both capabilities and design, the patterns and
trends show that history will always repeat itself.
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ABSTRACT
A perpetual challenge for educators is the occurrence of student cheating, a
problem exacerbated because of the availability of electronic technology. As a
result, this longitudinal study was undertaken to empirically examine the
cheating practices of those that will likely face ethical dilemmas in their careers,
the undergraduate business students. Findings suggest that while the volume of
unethical behavioral incidences vary by type of behavior, the percent of students
exhibiting these behaviors is decreasing for most unethical behaviors. However,
participation in e-cheating is on the rise. Even though the student perception is
that it is becoming increasingly more difficult to cheat on an online course exam,
for example, now two-thirds of students perceive that it is easy to cheat and onefourth indicate that he/she cheat on these exams. Finally, results suggest that
gender is a factor with respect to electronic cheating incidence.
Keywords: e-cheating, ethical behavior, empirical study, undergraduates
INTRODUCTION
Student cheating is a fluid and ongoing challenge for educators at both secondary
and post-secondary institutions. McCabe, for example, found in a survey of
24,000 students at 70 high schools that 64% of students admitted to cheating on a
test and 58% admitted to plagiarism (Plargiarism.org, 2017). Moreover, in a
survey of over 63,700 U.S. undergraduate students from 2001-2005, McCabe
found that 36% of undergraduates admitted to paraphrasing/copying sentences
from an Internet source without footnoting it, 7% reported turning in work
completed by another person, and 3% reported obtaining a paper from a term
paper mill.
A Kessler International study of 300 college students found that 86% admitted to
cheating in school (Schaffhauser, 2017). While 54% thought that cheating was
okay, some suggested that it was even necessary to stay competitive. Among
those who acknowledged cheating, 97% indicated that he/she had gotten away
with it. Cheating activities included plagiarism from Internet sources (79% of
respondents), copying text from another student’s assignment (76% of

102

Journal of Business and Behavioral Sciences

respondents), using a mobile device to cheat during class (72% of respondents),
and purchasing custom term papers or essays online (42% of respondents).
Reported incidences have been increasing and vary by origin of the student. The
Russell Group universities, a group of 24 British research universities, found that
the number of students caught cheating increased by 40% from 2,640 to 3,721
between the academic years 2014-15 and 2016-17 (Lodhia, 2018). A Wall Street
Journal analysis of data from more than a dozen large U.S. public universities
found that in the 2014-15 school year, the schools recorded 5.1 reports of alleged
cheating for every 100 international students but only one such report per 100
domestic students (Jordan and Belkin, 2016).
A factor that further exacerbates the cheating environment is the variety of
readily-available tools that offer students opportunities to commit unethical
behavior. Wolfram|Alpha, for instance, is a program that uses artificial
intelligence natural language processing technology to perfectly and untraceably
solve math equations and thus allow the student to cheat in math classes (Biddle,
2017). Another program is Quizlet, a mobile and web-based study application
that permits the student to study information via learning tools and games. In
2016, students in central Florida high schools admitted to using the application to
access answer keys during exams (Lavin, 2016). In May 2018, Texas Christian
University announced that 12 students were suspended after allegedly using
Quizlet to cheat on a final exam (McKenzie, 2018).
Responses to cheating incidences have varied. One study found that while more
than two-thirds of college students reported engaging in cheating, approximately
40% of U.S. faculty members have ignored a case of cheating in his/her courses
(McCabe, Butterfield, & Trevino 2012). However, in 2014, the University of
Georgia reported investigating 603 possible cheating incidents with nearly 70%
of the cases concluding with a student confession (Barthel, 2016). Moreover, in
2015, Dartmouth College suspended 64 students suspected of cheating in an
ethics class.
As a result of this problematic cheating climate and the availability of electronic
cheating (e-cheating) mechanisms, this study was undertaken to longitudinally
examine undergraduate business students. Business students were selected
because these students will be the future business leaders and those that will
likely face ethical dilemmas in their careers. The research was conducted to
empirically examine several questions. What are the current trends with respect
to cheating and e-cheating activities as a percentage of students and volume of
activity? Do these factors vary by gender? In addition, because of the increasing
use of online courses at universities, the study explores student cheating
perceptions and behavior in an online course that he/she has taken. Results are
important in determining if there is a need for proactive education to improve
ethical student behavior.
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PREVIOUS RESEARCH
To examine cheating behavior, the authors conducted an exploratory study of
undergraduate business students in the Spring semester of 2006 to serve as a
baseline for research (Case and King, 2007). Although 49% of students cheated
at least once during the past 12 months in college, only six percent indicated
using information technology (IT) to cheat on an exam, five percent submitted a
downloaded paper as his/her own, and 12% did not cite work that was cut and
pasted from the Internet. A follow-up study was conducted at the end of 2006
(King and Case, 2007). During the Fall semester, 43% of the students admitted to
at least one type of unethical behavior such as cheating on an exam either with or
without IT, letting another student copy his/her homework or exam, downloading
a research paper as his/her own work, or cutting and pasting information from the
Internet and not citing the source of the material. Overall, each student that
committed at least one unethical behavior reported performing approximately 10
unethical actions during the semester.
Next, a preliminary five-year study was conducted in 2013 (King and Case,
2014). Results indicated that students were cheating in various ways regardless of
the course delivery mode. In 2013, 15% of students admitted cheating on an
exam, 10% indicated that he/she used IT to cheat on an exam, 15% let another
student copy from his/her exam, 31% let a classmate copy his/her homework, and
10% reported that he/she downloaded an Internet paper and submitted it as
his/her own work. Results further indicated that students believe their fellow
classmates are unethical and often resort to cheating. In 2013, for example,
surveyed students believed that 44% of their colleagues cheated on homework,
29% cheated on exams, 25% cheated on term papers, and 36% cheated on
Internet projects. In general, results were consistent across the study years.
Other researchers have studied several additional aspects related to cheating.
Studies have, for example, examined the connection between cheating in high
school and in college, examined ethical attitudes of post graduate and doctoral
students, examined factors in the Theory of Planned Behavior, and examined the
use of technology-based intervention.
In terms of cheating in high school and in college, a multi-university study of the
attitudes, perceptions and behaviors of college-aged engineering students toward
academic dishonesty and unethical professional behavior suggested that there is a
clear connection between cheating in high school and the decision to cheat in a
specific scenario in college (Harding, et.al, 2004). A comparison of student
responses to the pressures and hesitations to cheating across the contexts of
academic and workplace settings further indicated that there are distinct
similarities in the decision-making processes used by respondents in these two
contexts. Finally, frequent cheaters in high school reported being more likely to
decide to violate work place policies.
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Relative to post graduate and doctoral students, a study at a Pakistan university
found that students are in favor that academic dishonesty is a normal part of life
but an ethically wrong activity (Rehman and Waheed 2014). Results indicate that
although university students in Pakistan are willing to do their utmost effort not
to be involved in academically dishonest activities, time constraints and
relationship preferences lead the students to adopt an attitude of task completion
even through unfair means like academic misconducts. Another finding is that
younger students (age 21-25 years old) are highly involved in educational
misconducts and copy other author’s contents without proper referencing.
Cronan, Mullins, and Douglas (2018) examined academic integrity using factors
in the Theory of Planned Behavior. Using a sample of more than 1,300 freshman
business students over a two-year period, intent to plagiarize and intent to share
homework were compared to past violation behavior and moral obligation
(feelings of guilt). Results indicate that attitude, perceived behavioral control,
subjective norm, past behavior, and moral obligation were found to significantly
influence an individual’s intention to violate academic integrity (for plagiarism
and sharing homework when asked not to do so), explaining 33% and 35% of the
variance in intention to commit an academic integrity violation for sharing
homework and plagiarism, respectively.
Finally, a technology-based intervention program called RAISE was used to
determine if such a program would change academic integrity knowledge and
attitudes (Cronan, et.al, 2017). Using a sample of more than 5,000 freshman
students drawn from two major midwestern U.S. universities over a three-year
period, the study found that across all years, disciplines, and universities, the
web-based intervention significantly improved student knowledge and attitudes
toward academic integrity.
RESEARCH DESIGN
This study employs a survey research design. The research was conducted at a
private, northeastern U.S. university. A Student Ethical Behavior instrument was
developed by the authors and administered to undergraduate students enrolled in
a School of Business course. The courses included a variety of subjects such as
Business Information Systems, Introduction to Financial Accounting,
Macroeconomics, and Business Policy. A convenience sample of class sections
and faculty members was selected. The surveys were collected during a fiveconsecutive year or 10 semester period (from Spring 2014 until Fall 2018).
The survey instrument was utilized to collect student demographic data such as
gender and academic class. In addition, the survey examined student behavior
regarding cheating and ethical behavior. The survey requested that each student
indicate the number of times during the semester that he/she cheated in various
ways (let another student copy his/her exam, cheated on an exam using IT,
downloaded a paper and submitted it as his/her work, and so on). In addition, if
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the student had taken an online course, the respondent was asked how easy it was
to cheat and to indicate the number of online exams that he/she cheated on. To
ensure consistency, the same questions were asked during each of the 10
semesters.
Results were summarized by calendar year and correlation statistics were
calculated to determine potential relationships between unethical behaviors and
gender.
Because of the sensitivity of the subject and to encourage honesty, no personallyidentifiable data were collected and respondents were informed that surveys were
anonymous, participation was voluntary, and responses would have no effect on
his/her course grade. As a result, the response rate was nearly 100 percent.
RESULTS
A sample of 1,364 usable surveys was obtained. Table 1 indicates that, overall,
60% of the respondents were male and 40% were female.

Male
Female
Count

TABLE 1
Gender Response Rate by Academic Year
2014
2015
2016
2017
2018
63%
57%
63%
58%
59%
37%
43%
37%
42%
41%
322
392
222
167
261

Total
60%
40%
1,364

The response rate by academic class is presented in Table 2. Overall, 18% of
respondents were freshmen, 33% were sophomores, 23% were juniors, and 26%
were seniors.
TABLE 2
Academic Class Response Rate by Academic Year
2014
2015
2016
2017
2018
Freshmen
12%
23%
12%
17%
25%
Sophomore
35%
32%
20%
36%
39%
Junior
21%
21%
24%
31%
21%
Senior
32%
23%
44%
17%
15%

Total
18%
33%
23%
26%

Cheating activity was examined to determine the type of cheating activity
committed. Chart 1 illustrates, for example, in 2014, 45% of students cheated on
an exam, 32% let another student copy from an exam, 83% let another student
copy homework, 26% cheated on an exam using IT, and 13% downloaded a
paper and submitted it as his/her own work. However, by the end of the fiveyear study period, two behaviors increased and three behaviors decreased as a
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percentage of students. Letting another student copy an exam increased to 36%
and downloading a paper and submitting it as his/her own work increased to
19%. On the other hand, cheating on an exam decreased to 27%, cheating on an
exam using IT decreased to 24%, and letting another student copy homework
decreased to 68% of the students. Overall, the most prevalent type of cheating
committed during every year of the study involved letting another student copy
his/her homework.
CHART 1
Type of Cheating Activity

Table 3 presents cheating activity by quantity per respondent for those indicating
the behavior. In 2014, the highest volume type of cheating reported was the
downloading of completed papers from the Internet that are submitted as the
student’s own work (5.1 incidences per student). Other activities included letting
another student copy his/her homework (4.8 incidences per student), cheating on
an exam (3.9 incidences per student), letting another student copy from his/her
exam (2.3 incidences per student), and cheating on an exam using IT (2.2
incidences per semester). By 2018, behaviors changed. Letting another student
copy his/her homework increased by 46% to become the highest volume type of
cheating (7.0 incidences per student). While cheating on an exam decreased by
46% to 2.1 incidences and letting another student copy his/her exam slightly
decreased to 2.2 incidences, cheating on exams using IT increased to 2.6
incidences and downloading papers as his/her own increased to 5.7 incidences
per respondent.
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TABLE 3
Quantity of Cheating Activity (Average Number of Times Per Semester)
Activity
2014
2015
2016
2017
2018
Cheated on an exam
3.9
2.4
2.0
2.7
2.1
Let another student copy from
2.3
2.7
2.0
2.8
2.2
my exam
Let another student copy my
4.8
4.7
5.0
4.6
7.0
homework
Cheated on an exam using IT
2.2
2.9
2.0
2.4
2.6
Downloaded an Internet paper
5.1
6.6
6.4
4.1
5.7
as my own work
The study next examined gender and cheating. Table 4 illustrates that with
respect to the five cheating behaviors, in 2014, 46% of males and 36% of females
participated in at least one unethical activity. By 2018, the percentage of males
had not changed but the percentage of females decreased by 22%. Overall,
during four of the five study years, a larger percentage of males versus females
indicated participating in at least one unethical activity.
TABLE 4
Cheating Activity by Gender (% of respondents with at least one unethical
activity)
Gender
2014
2015
2016
2017
2018
Male
46%
44%
43%
48%
46%
Female
36%
45%
39%
40%
28%
In addition, Table 5 explores gender with respect to whether the student used a
web search to explore techniques for cheating. In 2014, for example, 9% of
males and 3% of females indicated this behavior. By 2018, the male percentage
decreased slight to 7% but the female percentage more than tripled to 10%.
Overall, however, only a relatively small percentage of students indicated using a
web search to learn about cheating techniques during any of the study years.
TABLE 5
Web Search for Cheating Techniques by Gender
Gender
2014
2015
2016
2017
2018
Male
9%
8%
6%
8%
7%
Female
3%
2%
7%
1%
10%
To further understand the different aspects of cheating, the authors examined
cheating in the increasingly used format of class, the online class. If a student had
taken an online course, the survey prompted the respondent to indicate on a fourpoint Likert scale how easy it would be to cheat on an online exam. Table 6
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demonstrates that in 2014, 28% of the students indicated that it is “very easy” to
cheat on an online exam, 47% indicated that it is “somewhat easy,” 19%
indicated that it is “difficult,” and 6% indicated that it is “very difficult.” By
2018, while the percent of students indicating “very easy” decreased to 21% and
the percent of “somewhat easy” decreased to 42%, the percent of “difficult”
increased to 30% and the percent of “very difficult” increased to 7%. Overall,
there has been a relatively steady transition with respect to student perception
that it is getting more difficult to cheat on an online exam.
TABLE 6
Ease of Cheating on Online Course Exams (Students had taken an online
course)
Ease of Cheating
2014
2015
2016
2017
2018
Very easy to cheat
28%
29%
20%
25%
21%
Somewhat easy to cheat
47%
38%
49%
48%
42%
Difficult to cheat
19%
25%
17%
21%
30%
Very difficult to cheat
6%
8%
13%
6%
7%
Chart 2 subsequently depicts online exam cheating by gender. In 2014, for
example, no male or female respondent indicated this behavior. By 2018, both
the male and female percentages dramatically increased, to 37% and 24%,
respectively. Overall, 26% of students indicated cheating on an online exam in
2018.
CHART 2
Percentage of Students Cheating on an Online Exam
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In terms of the quantity of online exam cheating incidences per student, Table 7
illustrates that in 2014, no males or females cheated on exams. In 2018, the
quantity for males increased to 1.4 exams per student and the quantity for
females increased to 1.6 exams.
TABLE 7
Quantity of Online Exam Cheating Incidents per Student
Gender
2014
2015
2016
2017
2018
Male
0.0
0.0
0.1
2.1
1.4
Female
0.0
0.0
0.4
1.1
1.6
Finally, Spearman Rho correlation statistics were calculated to determine
potential relationships between the various unethical behaviors and gender (Table
8). Cheating on exams using IT had a statistically significant correlation
(significant at the .01 level) with gender. In addition, downloading a paper and
claiming it as one’s own had a statistically significant correlation (significant at
the .05 level) with gender. In other words, males as compared to females, are
more likely to use IT to cheat on exams and are more likely to download papers
as his own. There was, however, no statistically significant correlation with
cheating on an online exam and gender.
TABLE 8
Spearman Rho Correlations Between Behaviors and Gender
Behavior
Gender
Exams cheated using IT
.071**
Downloading papers
.064*
Online exams cheated
.026
* Correlation is significant at .05 level (2-tailed).
** Correlation is significant at .01 level (2-tailed).
CONCLUSIONS AND FUTURE RESEARCH
Results indicate that overall cheating as a percentage of students is decreasing
with respect to most unethical behaviors. Although the percentage of students
letting another student copy his/her exam increased slightly from 32% to 36%
and the percentage downloading papers as his/her own increased from 13 to 19%,
cheating on exams fell dramatically from 45% to 27% of students, letting another
student copy homework decreased from 83% to 68% of students, and using IT to
cheat on an exam decreased from 26% to 24%. Overall, the percentage of males
exhibiting at least one unethical behavior remained consistent at 46% of males
and the percentage of females decreased from 38% to 28% of females.
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Regarding e-cheating, while cheating on an exam using IT decreased slightly
(26% to 24% of students), cheating on an online exam steadily increased to 37%
of males and 24% of females and downloading a paper as his/her own increased
(13% to 21% of students). Moreover, although the percentage of males
attempting to learn how to cheat online decreased from 9% to 7% of males, the
percentage of females more than tripled from 3% to 10%. The volume of online
exams cheated per gender, on the other hand, has been approximately one per
student per semester.
Findings further indicate that the volume of unethical behavioral incidences for
those exhibiting the behavior varies by type of behavior. From 2013 to 2017, the
volume of cheated exams decreased from 3.9 to 2.1 incidences per semester,
letting another student copy his/her exam decreased from 2.3 to 2.2 occurrences
per semester, letting another student copy homework increased from 4.8 to 7.0
incidences per semester, cheating on an exam using IT increased from 2.2 to 2.6
exams per semester, and downloading papers as his/her own increased from 5.1
to 5.7 papers per semester.
In terms of student perception of the degree of ease of cheating in an online
course, a discernable pattern is emerging. In 2013, 75% of respondents indicated
that it was either “very easy” or “somewhat easy” to cheat. By 2018, the
percentage had decreased to 63%. Although most students still perceive it easy
to cheat, the trend is downward.
There are two important implications from the study. One finding is that relative
to cheating in general, there has been a decrease both in the percentage of
students exhibiting at least one behavior and in behaviors such as cheating on
exams and letting another student copy homework. These findings imply that
education, controls, and enforcement may be becoming increasingly effective.
However, there is a problematic trend with respect to both e-cheating and online
cheating. During the five-year study, approximately one-fourth of students
cheated on an exam using IT and the percent of students downloading a paper as
his/her own increased by 61%. Moreover, even though the overall student
perception is that it is becoming increasingly more difficult to cheat,
approximately two-thirds of students still perceive that it is easy to cheat on an
online course exam and more than one-third of males and one-fourth of females
indicated cheating on an exam during the most recent year of the study. The
relative student anonymity, the degree of difficulty in policing online exams, and
the availability of e-cheating tools likely create a tempting environment for
students to cheat. These trends imply that educators may need to modify
pedagogies with respect to both e-cheating and online cheating ethics. This
could involve, for example, using a technology-based intervention system such as
RAISE to change academic integrity knowledge and attitudes. In addition, these
trends suggest that there needs to be increased educator vigilance in searching for
cheating.
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A second implication relates to gender. Two e-cheating behaviors, cheating on
exams using IT and downloading a paper and claiming it as one’s own, were
statistically correlated with males. In addition, in 2018, a larger percentage of
males exhibited at least one cheating behavior (46% versus 28% of females) and
indicated cheating on an online exam (37% versus 24% of females). It is possible
that males are more forthcoming, more lethargic in classroom deliverables,
and/or more unethical. Conversely, females may perceive these activities as a
personal negative reflection and thus underreport participation. Moreover, it
could be that females are more serious and/or more ethical in academic decisions.
In any event, results imply that educators may need to be more aggressive in
instilling positive ethical values in male students.
The limitations of this study are primarily a function of the nature of the research
methodology and sample. The instrument relies on self-reporting so there could
be recency effects and underreporting of activity. Moreover, the research was
conducted using a sample of one university. Finally, although academic class was
relatively equally distributed, there were slightly less freshmen surveyed. As a
result, replication at multiple universities and the inclusion of more freshmen
would increase the research robustness and generalizability. Future research
needs to examine why there are gender differences and what are the most
effective techniques in minimizing e-cheating. The study does, however, further
clarify the state and trends of e-cheating behavior among undergraduate business
students.
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ABSTRACT
Community oriented policing efforts have been questioned by immigrant
community residents and law enforcement agencies as a counter terrorism
strategy. The communities fear being targeted by law enforcement
concerning immigration issues. Law enforcement agencies believe that the
residents of the immigrant communities can provide critical information
on counter terrorism activities but are hesitant to share information fearing
it will be used against them during immigration proceedings. As a result,
a lack of trust can develop between the stakeholders that can hinder
domestic counter terrorism efforts and impact the business environment.
This paper will review the associated literature and provide
recommendations that can be adopted to increase the trust between the
stakeholders and may also improve the business environment.
Key Words: Community Policing, Terrorism, Counter Terrorism, Social
Cohesion, Security
BACKGROUND
Since September 11, 2001 the United States and Europe have been at a
heightened state of security awareness due to terrorist acts committed
against their countries. While much of the counter terrorism efforts reside
against enemies outside of the United States, some have argued that the
more serious terrorist threat is from the enemies already living in our
communities. The challenge facing the United States and its European
counterparts is developing strategies whereby law enforcement can build
trusting relationships with immigrant community stakeholders that support
information sharing without the fear of being targeted as supporting
terrorists or apprehended due to illegal immigration issues.
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HISTORY OF COMMUNITY ORIENTED POLICING
Community oriented policing (COP) has been at the forefront of law
enforcement for the past 40 years. It is characterized as policing that
emphasizes community involvement, through partnerships, in crime
prevention efforts. This contrasts with the more traditional policing efforts
that focus on law enforcement and order maintenance (Gill, Weisburd,
Telep, Vitter & Bennett, 2014 and Pickering, McCulloch & WrightNeville, 2010).
Policing in the United States developed through three distinct historical
periods: The Political Era, the Reform Era and the Community Problem
Solving Era. The Political Era developed in the mid-1800s with the rise of
the modern police force. As related by Walker (1977), American police
departments first developed in the larger northern cities in the early 1800s
as an outgrowth of a system of night watches. The movement towards law
enforcement systems involving permanent government agencies
employing full time officers to prevent crime was precipitated by the rise
in violence and disorder in America in the 1830s. As they developed,
police organizations came under the influence of partisan politics which
engendered a culture of corruption and favoritism.
As noted by Jones and Supinski (2010) the period between the 1920s and
1970s, known as the Reform, Era of policing, was when an emphasis on
crime control and police professionalization developed. The reform
movement and efforts to professionalize law enforcement, as Walker
(1977) also describes, were efforts to establish control over police
behavior which had come under the influence of racketeers and corrupt
politicians. This led to the bureaucratization of police organizations
through the late 1800s and into the 1900s and the growth of what became
known as the Professional model of policing. As Walker notes, the
movement toward bureaucratization and the professional model seemed
contradictory. The control of behavior through administration appeared to
conflict with the professional ideal of allowing for individual discretion
based on knowledge, skills and abilities. By controlling officer behavior,
police managers were controlling officer discretion.
The third era of policing, Community Problem Solving, from which the
COP model sprang, was characterized primarily by the efforts of police
agencies to build confidence and trust with their communities (Jones &
Supinski, 2010). Community problem solving policing strategies require
police agencies to think deftly in terms of their managerial approach to
engaging police officers and civilian staff to be creative in addressing the
underlying causes of crime and disorder in their communities. For
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example, a seminal figure in the development of problem-oriented
policing, Herman Goldstein (1990), wrote of the important role of police
leaders in building internal capacities and support for being responsive to
community needs. Another important organizational dynamic critical to
the success of a community problem solving approach to policing centers
on organizational support and emphasis on employee skills and
professional development, as well as a reliance on the personnel who
interact with the community to take the lead in addressing community
needs. Research (Couper and Lobitz, 1988) also emphasized the
importance of teamwork, decisions being driven by data, and a police
organization being in touch with its community members.
The thrust of a COP approach, contrasted with the professional approaches
of the Reform Era, is therefore to build community trust and partnerships
between community members and their police agencies. COP grew out of
efforts to move beyond traditional crime control to refocus police
resources on addressing the underlying issues in communities which lead
to crime and disorder. By working collaboratively with community
members and organizations, police agencies can work to both reduce
crime and improve community relationships.
COMMUNITY ORIENTED POLICING AFTER SEPTEMBER 11,
2001
Literature suggests a shift in community oriented policing developed with
the terrorist events of September 11, 2001. With these events community
oriented policing took on a broader role supporting counter terrorism
efforts. This new role changed from traditional local enforcement issues to
domestic security issues, such as intelligence collection, covert
investigations, information sharing and immigration support (Ortiz,
Hendricks & Sugie, 2007). The authors suggest in their study of 16 law
enforcement agencies that the counter terrorist related missions are being
conducted using traditional law enforcement practices and working more
closely than before with Joint Terrorism Task Forces. Ortiz, et. al. (2007)
is not alone in this discussion. Addressing similar developments, Oliver
(2006) contends that policing has entered a new, a fourth era of policing,
called the Homeland Security Era. In this new era, Oliver also contends
that law enforcement agencies direct their resources more on the counter
terrorism aspects facing communities.
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TRUSTING RELATIONSHPS AND TRANSPARENCY BETWEEN
COMMUNITIES AND LAW ENFORCEMENT
In her book Frontiers of Fear: Immigration and Insecurity in the United
States and Europe, Ariane Chabel d’Appollonia (2012) discusses the
securitization of immigration practices and the impact it has had on
immigrant communities. D’Appollonia suggests that the securitization, the
taking on of the counter terrorism practices by law enforcement, may lead
to mistrust between the agencies and immigrant communities, and prevent
reporting counter terrorist activities. This sense of mistrust is also
supported by Henderson, Ortiz, Sugie and Miller (2006) and DeGuzman
(2002). According to Henderson, et. al. (2006) and DeGuzman (2002), the
mistrust comes from concerns that law enforcement may use the
information about immigration violations gained from their counter
terrorist activities. The community’s concern is a lack of trust of law
enforcement. Law enforcement’s concern is continued criminal activity in
the community that may go unreported. In a related discussion, Husband
and Alam (2012) question the ability of the Muslim community in the
United Kingdom to feel part of the larger U.K. community while also
being singled out for counter terrorism efforts.
Literature discusses the role of trusting relationships in successful
community policing efforts. Putman (2000) discusses how building
relationships with stakeholders can build social capital and a sense of
belonging. Pickering, McCulloch and Neville (2010) suggest that police,
through community engagement, can build trust and a sense of belonging
when relationships are based on strategies like building partnerships in
community oriented policing. Smith (2015) argues the importance of
building trusting relations among stakeholders who are community and
culturally knowledgeable. And d’Appollonia (2012) suggests that without
a foundation of trust, immigrant communities may fear they are being
singled out for selective engagement practices such as profiling.
Research also suggests that the counter terrorism practices of law
enforcement agencies raise concern in immigrant communities. Pickering,
et. al. (2010) caution that counter terrorism efforts can erode police and
community relations due to lack of transparency. A similar argument
about transparency was put forth by Thacher (2005) in his research on
Dearborn police efforts to conduct counter terrorism efforts in that city.
Henderson, Ortiz, Sugie and Miller (2006) came to a similar conclusion
between Arab American communities and law enforcement agencies.
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ADDRESSING COP AND COMMUNITY TRUST ISSUES
There is a rich discussion on the role trust and transparency play on law
enforcement and immigrant community relationships. Despite the research
that supports community-oriented policing, the literature also suggests that
trust issues between community members and their police agencies persist.
Also discussed in the literature are practices law enforcement agencies can
implement for building trusting relationships with the communities they
serve. According to Pickering et. al (2010), social cohesion is “based on
the police building long term trust and legitimacy with immigrant
communities” (31). The concept of social cohesion is based on five core
dimensions that include: belonging, inclusion, participation, recognition
and legitimacy (Stone and Hughes, 2002). According to the authors, the
social cohesion model helps breakdown the behaviors that prevent law
enforcement agencies and community stakeholders from working together.
Similarly, Briggs (2010) suggests an even stronger reasoning for building
trust. Briggs argues that trust is developed when the community feels they
are “trusted, equal and respected” (976).
Kashu, Busch, Latif and Levy (2005) and Sant-Fort, Yasso and Shah
(2012) argue that sustained community interaction and involvement are
essential practices for successfully resolving issues and building trust.
They suggest developing regular communication channels with a diverse
group of community representatives to show respect for the diversity and
political divisions within immigrant communities. According to
Henderson, et. al. (2006) law enforcement needs cultural awareness and
language training to understand potential barriers in communication.
Similarly, Bryett (1995) calls for understanding communities from a
holistic perspective appreciating their complexity and diversity.
As described by Christopher (2014), policing in the United States has
traditionally been ‘incident-driven’ in that police officers’ contact with the
public has mainly been reactive. Police react in response to observed
criminal behavior or calls for service. In comparison, with COP, a
problem-oriented model of policing, police officers engage more
proactively in community problem identification and solution
development. For local police agencies to address community mistrust and
lack of transparency issues in a still evolving homeland and national
security policy landscape, police organizations could adopt more
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organizational and community engagement approaches which encourage
shared decision making at multiple levels.
A COP/problem-oriented approach would appear to be an ideal one if the
police organization desires to take advantage of the knowledge, skills and
abilities of all organizational members. Police agencies at the local level in
the United States are operating in a threat environment that includes risks
from domestic and international terrorism. To work effectively in this
environment, police agencies must work to take advantage of the
capabilities of all employees, from the line level up through senior
leadership. A vital organizational link between policing policy and
operational deployment resides at the supervisory and middle management
levels in police organizations. As Sparrow (1993) observed during the
developmental years of COP, the mid-level managers in police
organizations can either support or inhibit an environment for effective
problem-solving. In other words, police leadership must ensure the ability
of line level officers and staff to have the freedom to address underlying
problems and have the necessary resources to do so. The literature shows
that police leaders are supportive of enabling officers to have a larger role
in organizational decision making (Hoover and Mader, 1990). In the
current threat environment, police administrators should embrace a
dynamic, community-oriented, problem-solving model of policing.
Problem-solving strategies are necessary when addressing possible
terrorist threats to a community while at the same time mitigating a
community’s distrust in its own police department. Problem-solving can
be structured as a rational process by which a problem is identified, and
alternative solutions are crafted, analyzed and chosen upon for action. This
process is more productive when all parties likely to be affected by a
decision are involved. For example, a neighborhood plagued by an
increase in incidents of vandalism may have community members who
have insight into the underlying reasons for the situation. Police officials
should engage those members in identifying an appropriate mechanism to
mitigate the problem. Central to the COP approach is for police agencies
to inspire trust from community members that law enforcement efforts
have their needs at the forefront.
Police organizations may benefit from examining how businesses and
private sector security organizations focus on embedding an awareness of
security and safety needs throughout an organization. For example,
security awareness orientation and training programs are common
strategies employed to ensure employees, vendors and visitors to a facility
understand their roles and responsibilities in maintaining facility safety
and security. These types of programs offer an opportunity for police
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agencies to model their community engagement and partnership efforts in
addressing security threats in a community arising from terrorism. There
may be alternative ways of addressing community threats. For example,
police patrols in one area may need to be increased or shifted to another
area to accommodate evolving terrorist threats. This reallocation of human
resources and equipment may affect a police organization’s ability to
operate in a COP/problem-solving modality. COP is thus a practical
model to use in a terrorism/homeland security atmosphere.
COP PRACTICES AND BUSINESS PERFORMANCE
As previously discussed, COP was designed to gain support of the
community. Literature also suggests it can positively impact business
performance where implemented. Up until now, this research has centered
on the physical safety of a community. Although the research is limited, at
least one study suggests that COP practices can also support business
profitability. In a study conducted on the performance of a shopping mall
in Westminster, California, Jim, Mitchell and Kent (2006) suggest that
collaborative efforts between businesses and law enforcement prevented
criminal activity. From their research, one might also suggest that COP
practices may make business owners and community residents feel safer
and invest more in their communities by shopping in their neighborhoods.
This aligns well with private sector security practices promoting and
encouraging partnerships between police and businesses associated with
such needs as security awareness. These collaborations, especially when
considering homeland security, can address potential criminal or terrorist
activity.
Community safety and security is the responsibility of many stakeholders.
Perhaps no stakeholder is more important than the law enforcement
partners who protect the business community.
RECOMMENDATIONS
Literature suggests there are practices for addressing the challenges in
using community oriented policing for supporting counter terrorism
efforts. One can suggest the challenge facing law enforcement agencies is
implementation and operationalizing the discussion. This research
suggests law enforcement agencies could consider the following four
recommendations for successfully implementing community oriented
policing efforts:
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Recommendation One: Law enforcement should develop a good
understanding and respect for the complexity of their immigrant
communities. Law enforcement agencies need to be knowledgeable of the
cultural and language aspects of their communities. This can be
accomplished in a variety of ways, such as with targeted training of
personnel and the hiring of professional consultants to serve on
community relations boards.
Recommendation Two: Law enforcement agencies should assign senior
officials to community service boards. Many community service boards
consist of the senior leadership of a community. One could suggest it
would be appropriate for similar leadership be represented from law
enforcement. This would help establish the legitimacy of a partnership and
hasten decision making actions.
Recommendation Three: Long term assignment of officers serving in the
immigrant communities to develop the relationships the necessary to build
trust between the stakeholders. There is history in policing of dedicating
police officers to tackle emerging public safety problems in specific
populations. Some examples include Drug Abuse Resistance Education
(DARE), gang-investigation units and team police units in housing
projects. Police leadership operating in a COP/problem-solving
environment, faced with issues of distrust and fear of police in immigrant
communities, should consider developing and deploying community
police teams in specific immigrant communities to assess and manage the
levels of fear and distrust. By doing so, police organizations can work to
grow and sustain productive police-community relationships.
Recommendation Four: Additional research should be conducted on the
impact that COP practices have on the performance of local businesses in
immigrant communities. If future research supports that COP partnerships
can improve business performance, it may open new opportunities to help
build trusting relationships.
CONCLUSION
The role of community oriented policing is a significant one for counter
terrorism efforts. The research suggests that to successfully practice
community oriented policing, law enforcement agencies need to
appreciate the cultural diversity of their communities and the importance
of building trusting relationships.
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