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Ethics @ KPMG

KPMG’s goal is to have an ethics
and compliance program that is a
model for professions or
industries.

. . ¥ |t Starts with You
To achieve this goal, we seek to
ensure that every individual feels
personally responsible for the

ethical culture of the Firm.




Ways to Build an Ethical Culture

Organize the Business to Support the Program
A Practical Code of Conduct

Effective Training

Set the Tone at the Top
Target Career Touchpoints

Create Relay Stations for Key Messages
Offer Many Channels of Communication
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Recruit HR as a Partner

Ensure Consistency in Investigations and Discipline

Review and Refine




Organization and Structure:
Signal its Importance by Where You Place it

@ Executive Vice Chair, Legal and Compliance reports directly to the CEO
Firm’s Chief Legal Officer

Responsible for implementing, overseeing, and administering all aspects of
the E&C Program.

Oversees:

Office of General Counsel;
Ethics and Compliance Group;
Firmwide Security;

Office of Government Affairs;
Corporate Communications;

Internal Audit and the Firm’s Chief Compliance Officer also report to the EVC
- LC, although they have separate reporting lines to others within the Firm to
ensure independence.

@ Board Level E&C Support
®m The Professional Practice, Ethics and Compliance Committee of the Board of
directors has quarterly meetings to review the effectiveness of the E&C
Program.




Code of Conduct: A Critical Component

e Standards
_ _ kemG's Code of Conduct
» Expectations | ' oun prowsse or ProressionaLsM

e Ethical Dilemmas *“‘

2\
* lllustrative Q&As _.-44' )

* Additional Guidance /
A
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Our Global
Commitments Respect and Dignity

KPMG IS COMMITTED TO: OUR PROMISE

Treating everyone with respect

' ‘ foit . . ol -
and tignity We are committed to fosteri g an environment o inclusion

for all our pesople. Our success in the marketplace depends
on maintzining a diversity ot talents, languages, cultures

_ and management styles. By valuing our similarities and
Fostering an environment in e :
wisich parther and amplovee differences, we build ucon our strengths and enhsnce
LLSBLLE B LR IBEER our work environment. You should embrace the diversity
Providing a workplace that is free of our people, their professional insights and individua
from disctimination, harassment. perspectives, and treat others with respect and dignity,

Respecting the privacy of its part-
ners and employees

misuse of substences, and unsafe
conditions

IT STARTS WITHYOU EE ALERTTO

= Recruit, hire, train, and promote in- = |naopropriatz e-mzil or Intemet usz
dividuzls irrespective of race, color,
creed, religion, age, gander idantity,
national origin, citizenship status,
marital stetus, sexual crientation,
disability, vetaran status, and othar « Off-color jokes or otherwise inap-
categories protected by applicable propriate comments
faderzl, state, and local law

= Behavior that may interfere with
work performance or contribute to
a hostilz2 work environment

= Unwanted, inappropriate, or disre-
= Make employment decisions based spectful sexual advances or acts

on an individual's knowledge, expa- ;
, i gﬂ e =  Anpyone who refuses to work with

| | | {usknown Zene




QUESTIONS AND ANSWERS

We won an engagement with a multinational company. The client wants

all individuals who interact with senior management or the board of
directors to be men. While we were writing the proposal, | worked very closely
with a senior manager who | believe is qualified to serve this client. | would
like to ask her to serve as the lead senior manager on the engagement, but

believe the client will not allow her to interact with senior management or the
board of directors. How can | manage this situation?

Many situations involve balancing our responsibilities to our people and to our
clients. A client may ask us to staff engagements in different regions of the
world with individuals who are familiar with local language and customs. However,

meeting this request must be balanced with our commitment to our people. In this
situation, you should discuss with the client how you intend to ensure that overall

engagement staffing meets the client’s needs, and explain that you need flexibility
to select the individuals you believe are the most qualified. The firm will work with
you to manage such situations consistent with our values, even if it means losing
the engagement.



Effective Training is Key

Ethies &
Compllance

Good Choices, Challenging Situations

Training should be interesting, relevant, ongoing
and reviewed regularly.




Set the Tone at the Top

@ How do your employees define the ‘Top’?

@ Identify all places where ‘Tone’ is set in your
organization - focus groups are a great tool

# Create tailored training and communications for every
;'I[op’tt_o ensure your culture is supported from all
irections




KPMG Integrity Survey: Perceptions of Local
Managers and Supervisors

Are approachable if employees have questions —ihﬂ% Y.

about ethics or need to deliver bad news |

Set targets that are achievable without violating VYT
I 7 1%

my organization’s code of conduct |

Would respond appropriately if they became P
aware of misconduct _; 16% 12%

Set the right “local tone” on the importance of s —==
ethics and integrity _ 17% 13%

Know what type of behavior really goes on inside _ P |
the organization @ 15%
Are positive role models for the organization _L_14% 16%

Value ethics and _mtegrlty over short-term A P |
business goals

0% 25% 50% 75% 100%

Unsure 1 Disagree

People are heavily influenced by their direct supervisor




Target Career Touchpoints

@ You can talk to your
people during key
Touchpoints in their
career and remind
them of the

importance of ethics
and integrity

At KPMG, living our
core values is part

of cur culture, and
Professionalism and
Integrity is a firm pricnty.
W "do tha right thing,
in the right way!™ for our
paopla, for our clients,
and for the capital
markels wa sarve,

W& reinforce our
expactations for that
bahavior through
“touchpoints™ that bagin
evan befora recnuits join
our firm and continue
835 oUr partners and
amployess build caresrs
at KPMG.

Recrriting

We want coliege hres 1o understand
tha high profestond srardasts we
wxpact at KRG, aven bafors thay

joirs e e, That's wiby, in ol of our
talks and presentabons on oolega
CATRUIGN, RV with mecnil,
and pablcations, we amphasae our
COMrrrmant u-mc-:..lrdnm'-gnrl
and prowde neight nts cur complunce
programa. In the imeraew procees we
congider 3 sasddate’s Hwith our oul
e, and we ume the process @3 @ way
of plaining o the candidets what wo
bealiam in.

"W knows that rtegratng sthics
into the cumcdlum of @ business pro-
ram i an important part of business
traning. In hes with that, we warked
with a profasser i Fordhamn Unisarmity
o devslop an Ethics Tookn thal = now'
availabls 1o coflegs busreas prolasscn
thrmughout the pourtny

e alse imow thae peoplha leam by
wnample. At PG, “tone st the tep”
is el 1o the success of oer progeam
and v want studanis 10 knew that
0. That s wivy cur top kadarship e
s 0 SaMbutad B0 soaak 10 Ttudetts

From the moment indaaduals formally
agres o join KPWG, rew bires are
ueaght to undantard e mpenante of
professonalsm and istegry and the
bshawars we sapaect. 'WWith sach offer
lettor, nare partnars and empkoyoas
racgive e Cade of Condust and are
askad to ey 1t and oondrm that thay
wil cerrply

And, from tha first day on beand,
thary recana raring abengt our Coda
of Conduct, the ethict and compli
ance rescuroet avalable to theen, and
tha behavor we spect, nchuding the
rasponsbikty " msa thar hand ™ if
Bty taes Beahaat not consistara wih
KPMG's valiss

In tha firen meceth thay are on
boand, partners and errployess ara
requred 1 compluts & numbes of Wb
based tmning progrrms that hedp gude
wham g how nﬁ:-ﬂnq-nth;m
tha nght way. These includa

Ethes & Compluncs Tranng
An ntrodwction

Ethics & Cormpluncs Tranng
Protectng bnformaton
Security Frnt Tening
Raspact & Digrity Training
Dioaaraity in tha \Weriplacs




First Touchpoint: Recruiting

@ Recruiting

-=University
presentations

Recruiting —Collaboration with colleges
-|nterview questions

-|nternships




Second Touchpoint: New Hire Process

On boarding

Include Code of Conduct with offer
letter

Orientation and First day prOVide training on COde

On-boarding

of Conduct, ethics and compliance
resources, and expected behavior




Third Touchpoint: Ongoing Training

@ Integrate ethics and compliance in ongoing training
and leadership development programs Bring
@ together training leaders

Quarterly Training Summit

Ongoing Training and
Leadership Development




Fourth Touchpoint: Ongoing
Communications

@ Annual Ethics & Compliance Report

Interviews with key players in the E&C
Program

Message from the Chairman
“Ethics Cases”

Hotline process and statistics

#® Code of Conduct ’. kevc’s Code of Conduct

Promoted on E-mail message from top B e U
management - Series of “Know the
Code” items




Last Touchpoint: Exit Interviews

# Potential issues identified at

conclusion of employee’s career

@ Ask questions about possible
ethics violations and concerns,
and follow up

Exit Interviews




Create Relay Stations

@ Messages can be made stronger and more relevant
when they are communicated through the organization
at varying levels of the leadership chain.

@ Important ethics and compliance communications are
not seen just as remote messages from senior
leadership, but are reinforced and made more relevant
through direct communications from employees’
immediate supervisors.




Offer Many Channels to Raise Concerns

@ Direct Supervisor /| Performance Manager
» Next Level of Supervisor

# Human Resources

@ Board of Directors / Leadership
» Hotline

@ Legal Department g ‘* (!}

Raise Your
Hand




KPMG Integrity Survey: To Whom Employees
“Feel Comfortable” Reporting Misconduct

My supervisor

My local managers

My organization’s ethics or compliance hotline
My organization’s human resources department
My peers/ colleagues

My organization’s legal department

My organization’s senior executives

My organization’s internal audit department

My organization’s board of directors or audit
committee

1% 12%

21% 17%

27%  16% |

23% 20%

. 20% 23%

29% 19%

30%

| 37%

35%

- 27%
23%

33%

0% 25%

m» Unsure

50%

75% 100%

= Disagree




Eliminating Retaliation

¢ : . :
Have a clear anti-retaliation policy

@ Publicize the policy

® Monitor for retaliation

= Investigate and discipline



HR as a Partner

@ Lines between ethical and HR issues often are
blurred.

- HR receives and investigates reports.

®#HR communicates messages about ethics and
compliance at key touchpoints.

@ Compensation drives behavior.

kcbleb]




Ensure Consistency in Investigations and
Discipline

@ To be credible, reports must be investigated and
resolved consistently

@ Centralization

Standardization

» Active Monitoring




Review and Refine

@ Solicit feedback

@ Internal Audit reviews

4
Stay abreast of emerging issues

» Change is good




Wrapping Up - Building an Ethical Culture

Organize the Business to Support the Program
A Practical Code of Conduct

Effective Training

Set the Tone at the Top
Target Career Touchpoints

Create Relay Stations for Key Messages
Offer Many Channels of Communication
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Recruit HR as a Partner

Ensure Consistency in Investigations and Discipline

Review and Refine




Questions?




