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Chief Executive Message
Welcome to
Responsible Behavior: Let’s Talk About Pressure

Here at BAE Systems, our shared values and high ethical standards are fundamental to who we
are and what we do. They not only define us… They distinguish us.
When we demonstrate integrity, we build trust, and trust leads to stronger and
more enduring relationships – with our customers, with our shareholders, and
with each other.
These trusted relationships also help to create the opportunities that will secure our future. But as
we all know, trust is fragile. A single poorly considered action can damage the relationships and
reputation that we have built up over many, many years.
Every day, each of us faces very real pressures that come in many forms: meeting delivery
schedules, budget, and fulfilling other commitments. These pressures may
lead to stress. Stress can have an impact on our ability to make good decisions, and ultimately,
stress can affect our behavior.
Managing pressure is the focus of the training today because understanding how to cope with
pressure helps each of us to make better decisions, and making good decisions will foster trust.
Today is an opportunity to have conversations about how we, collectively, as teams, can mitigate
pressure and continue to build an environment where employees feel they can raise a hand for
help, rather than hide a mistake, cut a corner, or turn a blind eye.
Remember, trust cannot be built in isolation. Sessions such as these are the most effective when
you actively participate. Thank you for your vigilance in building and protecting the trust so
critical to this company’s continued success, because at BAE Systems, it’s not just what we do…
It’s how we do it.

Jerry DeMuro
President and CEO
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Your orientation to the workshop
The purpose of this guide is to help managers and supervisors
prepare to facilitate a Responsible Behavior: Let’s Talk About
Pressure workshop.
We’ve all seen it: Workplace pressure can create stress, and stress impacts
the decisions we make. Poor decisions made under stress can cause us to
cut corners, or degrade the quality of our work, and—sometimes—poor
decisions can even lead to misconduct. This chain from unreasonable
pressure to the negative effects of stress on decision-making is the topic of
this year’s training.
The goal of the facilitator.
As a facilitator of this year’s annual ethics training, your goal is to create an environment in which
workshop participants can have an honest, productive discussion about workplace pressure,
what unreasonable pressure can lead to, and how it can be reduced or even prevented. As part
of this discussion, you should:
uu

Engage with your team to identify the source of performance pressure, and devise creative
solutions for addressing it.

uu

Help your team to recognize specific ethics issues in our workplace, and to understand the
company’s expectations for ethical behavior.

uu

Demonstrate BAE Systems’ commitment to a culture in which a wide range of sensitive topics
are discussed openly and transparently, without fear of retaliation.

When the training is over, your goal is to extend the learning of the session into daily work life.
BAE Systems expects that we will discuss our most complicated (and most stressful) concerns not
only during annual training, but regularly, as an integrated part of our daily culture – and
managers are responsible for creating the environment in which this occurs. When regular
discussions about workplace concerns take place as a normal part of doing business, our
employees are more satisfied, our work is better, our customers are happier, and misconduct is
far less likely.
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Your orientation to the workshop
What does a workshop look like?
Following a brief introduction, you will facilitate an hour-long, in-person discussion about two
scenarios, each presented in two scenes.
The first scene of a scenario depicts an example of our standards being compromised. This will
give your team a brief opportunity to identify a specific workplace concern, and discuss the
company’s expectations around that behavior.
The second scene of each scenario portrays the workplace pressure that led to the actions in
scene one, and this is where the primary discussion and learning take place.
This facilitator’s guide provides you with insights and discussion questions for each scene of the
scenario. Your role is to facilitate a discussion guided by those questions, and to demonstrate
that you are a leader who welcomes diversity of thought and opinion.
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Prepare to Facilitate a Workshop
Planning Ahead
1
2

Read this Facilitator’s Guide and acquaint yourself with the workshop materials.
Choose two of the six scenarios that relate to the real-life issues faced by your
group in daily work situations.
uu

The guide to each individual scenario provides you with references to our Global
Code of Conduct. Take some time to locate and read any specific sector, functional
or site policies that might also be of use to your discussion.

3

Select a presentation method: video, or non-video. See next page for details.

4

Organize the logistics of the training:
uu

Arrange for a suitable room. When using the video option, the room should have
the proper AV equipment (normally a projector driven by an internet enabled
computer with sound).

uu

Send an invitation to all participants. A group size of 10 to 25 people is
recommended, though different sized teams may be fine. If you are facilitating a
very small group, consider joining with another team to conduct a session. Your
invitation should include:
–– Date and time (1 hour)
–– Location and/or dial-in number (remote participation is not recommended, but it can
work)
–– Labor charge number

uu

Print and bring sufficient copies of the Participant Handout.
–– Add the name and contact information for your Local Ethics Officer to the Participant
Handout. (This information can be found on OneSpace under INC > Functions >
Ethics > Ethics Officers.)

5

Familiarize yourself with the section of this guide entitled, “The Flow of the
Workshop.”
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Prepare to Facilitate a Workshop
Presentation Methods for Scenarios
You can choose from two methods to present the training content—video and non-video—
depending on what will best suit your situation.

A

Video Method

Video content that is shown to session participants using this method:
uu

An introductory video featuring CEO Jerry DeMuro

uu

Scenario videos
–– There are two scenes in each scenario. The discussion questions for a scene will display at the
end of each video.

B

Non-video Method

When using this method, the facilitator:
uu

Reads the introductory message from CEO Jerry DeMuro that is found in this
facilitator’s guide.

uu

Can choose from two options for presenting the scenarios:
–– Participants reading: Session participants read the scenario script. To make the best use of
your time, you may want to assign roles in advance of the session. Be sure to print enough
copies of each scenario for employees who will read the scripts.
–– Facilitator reading: The facilitator reads the scenario scripts out loud. This option may be
helpful if participants are unwilling to read. This Facilitator’s Guide includes abbreviated
scenario summaries that can be helpful if you select this option.

Participant Handout
Print and distribute the one-page Participant Handout as a tool for extending the learning of
this workshop into daily work life. The Participant Handout contains a brief summary of the
training’s main topic, as well as resources that can be accessed by employees long after the
training is complete.
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The Flow of the Workshop
Here is a suggested flow for your one-hour session, but there is no “wrong
way” to structure your time. Use the training materials to best suit your
participants, and work to achieve the goals articulated at the start of this
facilitator’s guide, and your session will be a success.

1 Open the workshop.
uu

Distribute the Participant Handout.

uu

Introduce yourself and explain why this workshop is important to you as a leader, as
well as what you hope your people will get out of it. You may use the introduction
provided below, or simply use your own words.

uu

Facilitator’s Introduction to the Workshop:
“Welcome to BAE Systems’ 2017 ethics training, which this year is called, Responsible
Behavior: Let’s Talk about Pressure. As we all know, workplace pressure puts people
under stress. When people experience the negative effects of stress, they are more
likely to make bad decisions that may lead to bigger problems. How our team
confronts workplace pressure says something about us, and that is what we’re going
to focus on today.
Over the next hour, our shared goal is to have a meaningful conversation about
pressure in our workplace—what we as a team can do to identify it, reduce it, and
maybe even prevent it. I am relying on you to be actively engaged today, and I hope
you will speak openly and honestly in our discussion, because what we do today
should impact how we work together in the future, and further support an ethical
workplace environment.
After a welcome from Jerry DeMuro, we will start with the first scene of a scenario,
which will show us an example of our standards being compromised. We will have a
short discussion about that behavior, and we’ll talk about the company’s expectations
regarding the issue.
Then, we’ll continue with the second scene of the scenario, which will show us the
pressure that led to the behavior in scene one. Here, we’ll break into small groups, and
that should give us the best opportunity to talk about pressure in the workplace and
what we want to do about it. We’ve been given discussion questions to guide us, but I
hope our discussion goes where it is most applicable and most useful to us as a team.”

Optional, but encouraged: “I want to start by telling you about a time in my own
professional life in which I felt pressure, and what I learned from that experience.”
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The Flow of the Workshop
2 Present
the introductory message from Jerry DeMuro, either on video, or

by reading it from this guide.
3 Watch
(or read) the first scene of the scenario you’ve chosen, and

answer the questions associated with scene one of the scenario.
uu

Each video concludes by displaying the relevant discussion questions.

uu

This facilitator’s guide also contains useful insights and additional resources for each scene
of each scenario.

4 Watch (or read) the second scene of the scenario you’ve chosen.
uu

Each video concludes by displaying the relevant discussion questions.

uu

Divide the participants into small groups, and answer the questions associated with
scene two of the scenario.

uu

Reconvene the small groups into a single large group.
–– Ask for observations and interesting highlights from the small group discussions.
–– Ask the large group discussion question provided in the scenario guide.

5 Repeat steps 3 and 4 if you have time to discuss a second scenario.
6 Solicit and address questions, comments, and concerns from session

participants.
uu

The questions posed by the group here can be on any topic, related or unrelated to
the scenarios discussed.

7 Wrap up the session.
uu

Thank the participants.

uu

Remind your group to record their training in the appropriate way.
–– For most employees, this will mean an online self-certification
(iLearn or Success Factors), or signing a class roster.

If you have any questions about leading the workshop,
please contact your Local Ethics Officer.
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Tips: How to be a great facilitator
Facilitation is a valuable leadership skill that engages everyone as equal
participants in a collaborative process. A good facilitator demonstrates many
of the characteristics of a good manager: perhaps most importantly, an
engaged humility.
In these workshops, you are asked to be a facilitator of a session, not an instructor. To be a good
facilitator, start by being a good listener:
uu

Encourage participants to share thoughtful reflections on the scenarios, and encourage the
participants to share how the scenarios relate to their own personal experiences.

uu

Ask open-ended questions, not binary questions that can be answered with a “yes” or
“no.”

uu

Focus on what each employee is saying, and demonstrate that each employee has added
something valuable to the conversation.

uu

Listen, don’t judge. Resist the urge to critique employee responses yourself, even when
they clearly diverge from the normal range of responses.
–– Alternatively, you might thank an employee for being brave enough to share their thoughts,
and ask the group to comment respectfully on what they’ve just heard.

uu

Encourage active participation, even from those who might not ordinarily participate.

uu

Try to prevent any single team member from dominating the discussion.

uu

Foster an open, honest dialogue in which contrasting views are discussed and respected.

Effective facilitators:
uu

Are not expected to be experts on any particular topic.

uu

Do not need to provide the “answers.” The facilitator’s job is to provide the structure.

uu

Know when to say, “I don’t know, but I’ll find out.”

uu

Can help by setting ground rules for how the discussion should go. To help, some
facilitators might identify roles for participants within the group—such as note taker, or
reporter for the large group discussions.
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Scenarios
Below is a summary of each of the available training scenarios, which can be presented using the video or
non-video methods (described on page 7).
Choose two scenarios to share with your team.
Scenario information

Scenario 1
Labor Charging: Meeting Objectives?
An employee charges his time to various accounts to keep a
specific project on budget. His manager is under pressure to
increase productivity and cut costs at the same time.

Scenario 2
Retaliation: Pushing Me Out?
An employee feels his manager is retaliating against him
because he has raised concerns during morning team
meetings. His manager has performance concerns about him
and feels that his raising issues does not help the team stay
focused on what needs to get done.

Scenario 3
Favoritism: Close Connections?
A manager treats two employees differently when both inform
her that their monthly reports will be late.

Scenario 4
Safety: Good Enough?

Theme

uu

Labor Charging

uu

Performance Pressure

An employee feels that a new contractor is getting preferential
treatment. His supervisor is not assigning fair workloads and the
project is behind schedule.

Scenario 6
Protection of Business Information:
Where’s the data?
An employee shares company information with a friend to
meet an aggressive schedule set by a disrespectful peer.

Bryan
Employee

Carla
Antoine’s
manager

Antoine
Employee

uu

Retaliation

uu

Raising Concerns

uu

Health and Safety

uu

Favoritism

uu

Personal Relationships

uu
uu

An employee follows his manager’s instructions which short
cut quality guidelines.

Scenario 5
Conflict of Interest: Is Something Going On?

Character

Product Safety
Accurate Books and
Records

uu

Conflicts of Interest

uu

Personal Relationships

uu

Workplace Respect

uu

uu

Protecting Proprietary
Information
Workplace Respect

Erica
Employee

Fred
Bob’s manager

Bob
Employee

Daria
Another
manager

Jeff
Employee

Kirk
Sarah’s
subordinate in
another region

Sarah
Jeff’s manager

Bill
Sarah’s director

Tom
Employee

Mike
Tom’s coworker

Don
Mike and Tom’s
supervisor

Tory
Don’s supervisor

Sean
Employee

Emily
HR business
partner

Camila
Sean’s
supervisor
Anita
Employee

Sam
Anita’s line
manager

Glen
A senior
manager
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Scenario 1
Labor Charging: Meeting Objectives?
Main Characters

Antoine
Employee

Bryan
Employee

For your information
The subject of Labor Recording is addressed by:
–– Our Global Code of Conduct, section 2.6, and
–– BAE Systems, Inc., policy 309

Carla
Antoine’s manager

Scene 1 Summary
Antoine has been in the office a lot recently, working
long hours on several projects, though he records only
forty hours of labor for each week. It’s not clear how he
is allocating his time. Antoine tells Bryan that it’s the end
of the year, and going over budget would bring
unwanted scrutiny on the project. When Bryan expresses
concern for how Antoine is charging his labor, Antoine
tells him that one thing is clear: the most important
thing is for Antoine to meet his program’s objectives.

These questions should be discussed in one large group:
uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 1 Discussion Questions (Large Group)

Scene 2 Summary

If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.

Scene two takes place six months before Antoine’s
conversation with Bryan. Antoine is talking to his
manager, Carla, who was asked to take over the X
Project because it was behind schedule and might not
meet customer requirements. Antoine is frustrated that
the original expectations for this project were not
realistic. In addition, the customer has asked the team to
find a 5% cost savings and still return to the original
project schedule. Carla tells Antoine that she can add
additional people to his team, but Antoine’s team has to
figure out how to charge their labor without spending
more than the customer allows.
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Scenario 1
Labor Charging: Meeting Objectives?
Scene 2 Discussion Questions (Small Groups)
Divide the participants into small groups to answer these
questions:
uu

How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

uu

Given the pressures these characters felt, what is the
best response they can make? What obstacles
would you expect them to face when pushing back
against the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

Following the small group discussions, reconvene the full
group and encourage participants to share observations
or interesting aspects to their small group discussions. As
the participants share their thoughts, the facilitator might
highlight the key learning points listed below.

The facilitator should continue the group
discussion by asking the question:
uu

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

Key Learning Points for the Facilitator
uu

Both Carla and Antoine experience the pressure to
meet unreasonable expectations. The resulting
stress affects Carla’s management style, and
Antoine’s daily choices.

uu

Carla is under pressure to make sure a project gets
back on schedule and find a way to reduce costs, but
by giving Antoine vague instructions, she increases
the pressure on Antoine, and increases the likelihood
that Antoine’s stress will lead to misconduct.

uu

Antoine may believe that he is doing the right thing
in the way he records his labor, since Carla has told
him to be creative. However, Antoine must
document all time worked accurately, even if he
feels that Carla has pressured him to cut costs.

uu

Antoine should speak with Carla so they can work
together to find an acceptable solution. This may
not be an easy conversation—there are better and
worse ways to have it—but it’s a conversation that
needs to take place.

uu

Just as Antoine should have talked to Carla, Carla
should have spoken to her own supervisor to see if
they could find an acceptable solution that keeps
the customer happy, but does not violate our policy.

uu

Bryan knows that Antoine is working long hours, and
Bryan has good reason to believe that Antoine is
recording his hours inaccurately. Bryan has a responsibility
to address the matter appropriately and directly.

uu

If a customer expects performance that cannot be
met by adhering to both the contract and our
policies, employees should discuss these matters
with their manager and others at the Company who
can help to address these very real pressures. While
it may be easier to avoid the issue, failing to act
directly is inconsistent with our Company’s ethical
principles of honesty, integrity and accountability.

uu

It is vital that all expenditures, transactions and
hours worked are charged accurately and in a timely
manner. Even relatively minor mischarging creates a
false impression of how much effort is being spent
on various tasks and makes it difficult to plan for
future activities.
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Scenario 2
Retaliation: Pushing Me Out?
Main Characters

Erica
Employee

Bob
Employee

For your information

Fred
Bob’s
manager

The subject of Retaliation is addressed by:
• Our Global Code of Conduct, section 1.9, and
• BAE Systems, Inc., policy 201

Daria
Another
manager

The subject of an Inclusive Workplace is addressed by:
–– Our Global Code of Conduct, section 2.1, and
–– BAE Systems, Inc. policy 101

Scene 1 Summary
Bob tells Erica that he thinks their manager, Fred, is
pushing Bob out of morning team meetings. Bob
suspects that Fred’s action may be retaliation for Bob
raising an issue in front of the team.

Scene 1 Discussion Questions
(Large Group)
If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.

Scene 2 Discussion Questions
(Small Groups)
Divide the participants into small groups to answer these
questions:
uu

How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

uu

Given the pressures these characters felt, what is the
best response they can make? What obstacles would
you expect them to face when pushing back against
the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

These questions should be discussed in one large group:
uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 2 Summary

Following the small group discussions, reconvene the full
group and encourage participants to share observations
or interesting aspects to their small group discussions. As
the participants share their thoughts, the facilitator
might highlight the key learning points listed below.

Scene two takes place two weeks before Bob’s
conversation with Erica. Fred, Bob’s manager, is
frustrated with program delays. Fred thinks that Bob
slows down meetings by raising issues that he should be
able to manage himself. Fred concludes that leaving Bob
out of meetings would give Bob more time to complete
his work and shorten the meetings. Daria, another
manager, is skeptical of Fred’s solution.
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Scenario 2
Retaliation: Pushing Me Out?
The facilitator should continue the group
discussion by asking the question:
uu

uu

Fred’s actions toward Bob may create a working
environment in which team members do not feel
valued and respected. Fred acted poorly when Bob
brought up a SHE issue, and doing so will make
other employees reluctant to raise important
concerns because they fear being treated the
same way.

uu

Both Erica and Daria are not comfortable with Fred’s
plans to exclude Bob from the morning meetings.
Both have a responsibility to raise their concerns
about Fred’s behavior.

uu

BAE is committed to maintaining an inclusive,
non-discriminatory workplace. Even the perception
of retaliation or discrimination can affect employee
decision-making, harm employee morale, and
discourage talented individuals from remaining
with BAE Systems. If we believe that retaliation or
discrimination is occurring, we must speak up and
have that concern addressed.

uu

Employees must be made to feel comfortable
bringing questions and concerns to their
management. All managers should encourage their
direct reports to speak up—and when they do,
take the time to listen and take the initiative to
follow-through to address any questions or
concerns they raise.

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

Key Learning Points for the Facilitator
uu

Fred experiences the pressure of a compressed
timetable, and the resulting stress affects his
decision on how to shorten the morning meetings.

uu

Fred’s decision to exclude Bob is perceived as
retaliation against Bob for raising his concerns. This
decision might also be perceived as discrimination
based on Bob’s age. If Fred has concerns regarding
Bob’s performance, he should speak with an HR
Business Partner to address the issue.
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Scenario 3
Favoritism: Close Connections?
Main Characters

For your information

Jeff
Employee

Though our Global Code of Conduct does not address
the many forms of favoritism directly, through its values,
policies and practices, BAE Systems expects that
employee performance will be measured objectively,
equitably, and according to a common standard: to the
fullest extent possible, all employees in similar relevant
circumstances must be treated equally.

Sarah
Jeff’s
manager

Kirk
Sarah’s
subordinate
in another
region

Bill
Sarah’s
director

Scene 1 Summary
Jeff tells Sarah, his manager, that he won’t be able to
meet the deadline for submitting a report. Sarah is not
happy, but she expresses her understanding of Jeff’s
situation, an understanding based on their friendship
outside of work. Later in the day, Sarah talks to Kirk
(also a direct report, but in a remote location) on the
phone, and Kirk explains that he, too, is unable to
complete his work on time. Sarah’s attitude towards
Kirk is very different from her attitude toward Jeff.

Scene 1 Discussion Questions
(Large Group)
If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.
These questions should be discussed in one large group:
uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 2 Summary
This scene occurs two weeks before Sarah’s
conversations with Jeff and Kirk. Sarah meets with her
director, Bill. Bill tells Sarah that the last monthly report
was missing significant information, and that Bill does
not trust the data. Sarah admits that she has lost touch
with Kirk’s team. She promises that her teams will
perform, and that the previous month’s errors will not
happen again.
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Scenario 3
Favoritism: Close Connections?
Scene 2 Discussion Questions
(Small Groups)

The facilitator should continue the group
discussion by asking the question:

Divide the participants into small groups to answer these
questions:
uu

uu

How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

Key Learning Points for the Facilitator

uu

Given the pressures these characters felt, what is the
best response they can make? What obstacles
would you expect them to face when pushing back
against the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

uu

Sarah experiences workplace pressures related to
the time and cost, but also experiences personal
pressures caused by her mother’s health. The
resulting stress impacts Sarah’s objectivity, and
willingness to measure employees according to the
same standard.

uu

Sarah has a professional obligation to demonstrate
that she holds both Jeff and Kirk equally
accountable for providing accurate data on a
reasonable timetable. She must not exhibit
favoritism based on factors like her personal
friendships or her team’s geographic proximity.

Following the small group discussions, reconvene the
full group and encourage participants to share
observations or interesting aspects to their small group
discussions. As the participants share their thoughts,
the facilitator might highlight the key learning points
listed below.

––Employees are very aware when managers treat
them differently based on their geography, their
shift, or their personal relationships with managers.
uu

Addressing the pressures of work alongside the
pressures that originate at home can be uniquely
challenging, and may require help. Sarah should
seek assistance as she struggles to remain objective
and deliberate in the execution of her managerial
responsibilities.

uu

While workplace friendships have benefits, such as
increased communication, respect, and trust
between team members, when that friendship
results in favoritism, it can have the opposite effect.
Favoritism, whether real or perceived, can breed
resentment and poor morale.
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Scenario 4
Safety: Good Enough?
Main Characters

For your information
The subject of Health and Safety is addressed by:
–– Our Global Code of Conduct, section 2.2, and

Tom
Employee

Mike
Tom’s
coworker

Tory
Don’s
supervisor

–– BAE Systems, Inc., policy 106

Don
Mike and
Tom’s
supervisor

Scene 1 Summary
Tom and Mike are working on some piping. Mike notices
that Tom is not using the same process to tighten the
fittings as Mike has been taught in the certification
training, and that Tom should be supervised when
making them. Tom says he is doing what Don, their
supervisor, told him to do, which is a more detailed
process than what is in the training guide he found.
Later, Tom asks Don about the training. Don tells Tom
that there’s no time for training, and to just keep doing
what Don showed him.

Scene 1 Discussion Questions
(Large Group)
If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.

These questions should be discussed in one large group:
uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 2 Summary
Scene two takes place a month before Tom and Mike’s
conversation. Don meets with his supervisor, Tory, who
asks Don how the certification training class is going.
Don says he is still working on getting his team through
the training process, but they are shorthanded. Don says
he’s trying to document his team’s attendance, but it’s
too much paperwork when they are working on tight
deadlines. Don reassures Tory that his team members all
know what they are doing and, more importantly, they
will meet the program timeline.
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Scenario 4
Safety: Good Enough?
Scene 2 Discussion Questions
(Small Groups)

The facilitator should continue the group
discussion by asking the question:

Divide the participants into small groups to answer these
questions:
uu

How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

uu

Given the pressures these characters felt, what is the
best response they can make? What obstacles
would you expect them to face when pushing back
against the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

Following the small group discussions, reconvene
the full group and encourage participants to share
observations or interesting aspects to their small group
discussions. As the participants share their thoughts,
the facilitator might highlight the key learning points
listed below.

uu

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

Key Learning Points for the Facilitator
uu

Don experiences pressure created by limited
resources in the workplace, and the stress that
results from this pressure affects his decision to be
thorough in training his team, and documenting
their progress.

uu

Pressure to perform under imperfect conditions is
not a sufficient reason to forego proper training, or
ignore required processes. Even if Don is confident
that his team all know what they are doing, he
needs to make sure that his employees have all the
tools they need to be successful (including training)
and provide required documentation.

uu

If Don is concerned that there is not enough time
for his team members to take the training class, he
needs to speak with Tory, who may have valuable
input about how to best solve the problem.

uu

Tom was right to ask Don about the training class
and should have raised his concerns when Don told
him there wasn’t time. Mike was right to be
concerned that Tom was not following the proper
procedures and that he wasn’t supervised.

uu

We each need to ensure we are protecting and
standing behind the quality of our products. Even a
simple task not completed properly can be a safety
risk, as well as a risk to our reputation in the
marketplace. Quality controls and guidelines ensure
consistency of a tested process.
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Scenario 5
Conflict of Interest: Is Something Going On?
Main Characters

Sean
Employee

For your information
The subject of Conflicts of Interest (related to
relationships in the workplace) is addressed by:
–– Our Global Code of Conduct, section 2.12, and

Emily
Camila
HR business Sean’s supervisor
partner

Scene 1 Summary
Sean confides to Emily that he feels his supervisor,
Camila, is giving David, a new contractor, preferential
treatment. David seems to get the easier assignments,
and when he doesn’t meet the schedule, nothing
happens. However, if Sean falls behind schedule, Camila
severely reprimands him, even in front of David. Emily
asks if he has spoken to Camila about his concerns, but
Sean says he doesn’t even want to discuss it with her.

–– BAE Systems, Inc., policy 101 and 222

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 2 Summary

Scene 1 Discussion Questions
(Large Group)

This scene occurs six months before Sean’s conversation
with Emily. Camila’s department has just been given
approval to hire new contractors to work on a project
with an aggressive schedule. Camila tells Emily she
knows the perfect contractor, David, who happens to be
her boyfriend. Emily expresses concern that Camila will
be supervising the new contractors, including David.
Camila assures her that David is clearly qualified, and
everything will be fine.

If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.

Scene 2 Discussion Questions
(Small Groups)

These questions should be discussed in one large group:

Divide the participants into small groups to answer these
questions:

uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

uu

Given the pressures these characters felt, what is
the best response they can make? What obstacles
would you expect them to face when pushing back
against the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

Following the small group discussions, reconvene the full
group and encourage participants to share observations
or interesting aspects to their small group discussions. As
the participants share their thoughts, the facilitator
might highlight the key learning points listed below.
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Scenario 5
Conflict of Interest: Is Something Going On?
The facilitator should continue the group
discussion by asking the question:
uu

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

uu

Emily was aware that Camila would be selecting and
supervising the new contractors, and that one
candidate was Camila’s boyfriend. Emily should have
addressed this concern directly as soon as she
became aware of the potential conflict of interest.

uu

Sean should raise his concern about preferential
treatment and potential workplace respect. If he
doesn’t feel comfortable discussing the matter with
Camila, he should speak with another BAE Systems
resource about his concerns.

uu

Conflicts of interest are situations in which
competing interests may impair our ability to make
objective and unbiased business decisions. Conflicts
of interest can take the forms of managing or
recruiting a close friend or family member, having a
second job, or holding financial interests in suppliers
or competitors.

uu

Potential conflicts must be disclosed immediately
and resolved. Even the appearance of a conflict of
interest can have the same negative effect on the
Company as an actual conflict, and must be
managed in the same way.

Key Learning Points for the Facilitator
uu

uu

Camilla experiences the implied pressure of a limited
schedule, and the heightened expectations of
customers and management. She feels the explicit
pressure to hire a large number of people quickly.
She also experiences a personal pressure originating
from having a boyfriend in need of employment.
Camila must not have any influence over the process
that selects, nor have any managerial influence over
anyone with whom she has an intimate relationship.
At a minimum, she should disclose the fact that she
has an intimate relationship with a candidate (or
subordinate, or co-worker) to her HR business
partner and remove herself from all aspects of the
selection process.
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Scenario 6
Protection of Business Information: Where’s the Data?
Main Characters

Anita
A new
employee

Sam
Anita’s line
manager

For your information
The issues raised in this scenario are addressed in our
Global Code of Conduct:
–– Protection of Business Information, section 2.10

Glen
A senior
manager

–– Trade Restrictions and Export Controls,
section 3.9
–– Inclusive Workplace Behavior, section 2.1

Scene 1 Summary
It’s been a week since Anita returned from vacation,
and Sam asks Anita for the status of data he needs
from her. Anita tells Sam that since Sam needs the data
urgently, she sent it to an old friend who lives abroad
in order to obtain a fast, accurate analysis (Anita’s
friend is a subject matter expert and is quicker than
anyone else she knows). Sam is uncomfortable that
Anita sent the data, but Anita assures him that the
data will be accurate and better than they could
process themselves on short notice.

Scene 1 Discussion Questions
(Large Group)
If you are presenting the scenarios using the video
method, discussion questions will appear at the
conclusion of each scene. If you are using the non-video
method, simply read the questions aloud.

These questions should be discussed in one large group:
uu

How would you describe the troubling behavior
presented in this scene? Define the issues.

uu

What are BAE Systems’ expectations regarding the
behavior you observe here?

uu

Are the company’s expectations regarding this issue
clear, and if not, what questions do you have?

Scene 2 Summary
Earlier in the week, before Sam’s conversation with
Anita, Sam spoke with Glen, a senior manager. Glen
observes that he didn’t see Sam in the office over the
weekend, and asks if Sam’s data analysis is complete.
When Sam explains that he is still waiting on some input
from Anita, who had been unreachable while on
vacation, Glen becomes demonstrably angry and says
that Sam’s team is not showing enough commitment to
the project. Glen berates Sam, saying that Sam and
Anita cannot handle the slightest pressure, and says that
Sam is useless to him if he is not “man enough” to
deliver results when it matters.

Scene 2 Discussion Questions
(Small Groups)
Divide the participants into small groups to answer these
questions:
uu
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How would you describe the pressure in Scene Two,
and how did the pressure in Scene Two lead to the
behavior in Scene One?

Scenario 6
Protection of Business Information: Where’s the Data?
uu

Given the pressures these characters felt, what is the
best response they can make? What obstacles would
you expect them to face when pushing back against
the pressure?

uu

Where could someone have intervened in this
situation, or in this work culture, to break the chain
that led to bad behavior?

uu

It is important to recognize the limitations of
working with confidential or proprietary
information. If we are not sure whether information
is protected, assume that it is, and ask for guidance.

uu

Export control laws and regulations restrict the
export of hardware, technology, data, software, and
services to certain foreign countries and also prohibit
exports to designated persons and entities. Exportcontrolled technology, technical data, and software
may require a license before it is transferred or
released to a foreign person in the U.S. Contact the
Company’s export compliance experts with any
questions about the export of hardware,
technology, data, software, and services.

uu

Dealing with pressure is never an excuse for abusive
or harassing behavior. We are all responsible for
creating an environment of mutual respect.
Everyone deserves to be treated with respect and
dignity. Certain behaviors could be a form of
harassment, which would violate Company policy,
and possibly the law. If someone behaves
disrespectfully towards you or someone else in the
workplace, discuss your concerns with that person
or report it. If you do make a report, you are
protected from any form of retaliation.

Following the small group discussions, reconvene the full
group and encourage participants to share observations
or interesting aspects to their small group discussions. As
the participants share their thoughts, the facilitator might
highlight the key learning points listed below.

The facilitator should continue the group
discussion by asking the question:
uu

If you have observed this sort of pressure in
our workplace, what behaviors have you seen
this pressure lead to? What can be done to
prevent it?

Key Learning Points for the Facilitator
uu

Sam experiences performance pressure in the form
of Glen’s challenge to his professional commitment,
and even to his masculinity. The resulting stress
affects Sam’s management of his team. Sam applies
unreasonable pressure on Anita (demands on her
time and accuracy). The resulting stress experienced
by Anita leads her to make choices that compromise
the security of our data.

uu

Anita needs the data analyzed in a hurry, but she
should not have shared it with an individual outside
the company. Anita should have discussed the matter
with Sam to find a better solution to getting the data
analyzed in a timely manner.

uu

Glen’s abusive, bullying behavior towards Sam is
counterproductive to the goal of getting the data
analysis done right. The pressure Glen applies results
in inappropriate sharing of Company data and
violations of Company policies and export control
laws. Sam should alert others to Glen’s behavior, and
must report Anita’s sharing of Company data so that
the matter can be handled appropriately.
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