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Abstract

In the complex and ever changing global context of business organizations Human Resource
Management (HRM) is a profession that focus on processes in dealing with people, controlling for
legitimacy, exercising ethical decisions, maintaining equity in workplaces. With the emergence of
a postmodern economy, where organisational cultures are multicultural and values are pluralistic
the need for ethical HRM practices cannot be overemphasised. Ethical issues for HR are as follows
recruitment and selection, performance appraisal, reward management, and surveillance of
employees’ activities, where HR managers or specialists must consider the requirements of their
organization and ethics.

Indeed, this paper seeks to review ethics in the Strategic Human Resource Management (SHRM),
Performance Evaluation, and HR Analytics processes while highlighting trust, transparency and
integrity. Some of the ethical dilemmas emerge from conflict of interest between the organization
and its employees equality and privacy questions. The proper way to create a culture that is credible
to employees is to ensure the HR professionals embrace structures that protect employee’s rights
besides ensuring that any strategies developed corresponds to Certain ethical standards.

This research focuses on ways that can be used by HRM policies to cater for ethical issues through
Use of ethical decision making model, increased accountability, and use of HR analytics without
infringing the privacy and fairness of employees. In addition, it assesses the impacts of the CEP,
IIT Delhi, HR education programs in enabling the HR leaders to steer the aforementioned
complexities and embrace the ethical standards.

Human resource managers should seek to adopt ethical strategies to ensure that they achieve the
company’s objectives of promoting a positive organizational culture, increasing workplace
productivity, and decreased legal implication and negativity impacts to the company’s reputation.
Therefore, this paper aims at being a resource hub to the practitioners in the field of HR that are in
a bid to make sound ethical decisions and arrive at solutions that will enrich organizational culture
and sustainability in a complex and competitive business environment.

Keywords: Human Resource Management, Ethical Challenges, Strategic HRM, Performance
Management, HR Analytics, Organizational Culture, Employee Privacy, Workplace Integrity.
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Introduction

Human Resource Management (HRM) act as the foundation of every organization it is responsible
for human resources management and their performance as well as ensuring compliancy with
organizational policy. HRM can thus be defined as the act of managing people in an organisation
by moulding their behaviour to achieve organisational goals in the most ethical, efficient,
responsible and transparent manner as is possible. Still, conflicts of interest most frequently occur
about hiring, remuneration, assessment, and monitoring, to name a few, and therefore moral
standards are a must for HRM. The change of orientation from traditional modernist values of
uniformity and conformity the postmodern multicultural permissiveness has made issues of ethics
strategic in human resource management practices. Privacy issues, discrimination, equity, and
employees’ rights and autonomy alloys with human resources management strategies and goals
reflect the significance of ethical considerations regarding the Significance of strategic HRM,
Performance Management, and HR Analytics.This paper also discusses the ethical concern in
Strategic HRM, Performance Management, and HR Analytics, the essential steps toward
developing transparent data, empowered organizations, and balanced policies. Courses offered by
institutes like CEP, IIT Delhi like Executive Programme in Human Resource Management provide
tools to solve these challenges but also focus on developing integrity based work culture.

Objectives

1. To Analyze Ethical Challenges in HR Management Practices: Discuss the main
contentious issues within recruitment strategy, assessment and rewards, and other related
measures with fair and reasonable analysis, equality and transparency.

2. To Evaluate the Role of HR in Promoting Ethical Standards: Examine in what ways
can HR specialists gain rules, guidelines, and procedures to respond to ethical issues and
legal requirements, build trust and fairness.

3. To Develop Strategies for Ethical Decision-Making in HRM :The realistic
recommendations and recommendations for guidelines for choices and decision-making of
HR managers are provided: anti-bias practices of protection of privacy, ethical handling of
dismissals and commitments to employees, and sexual harassment policies for designing a
genuinely positive organizational culture.

Exploring Ethical Issues in Human Resource Management

Human Resource Management (HRM) deals with people — both the employees who work in the
organization and the candidates being recruited for jobs, it is one of the single most ethically
charged fields of managing organizations. Since, HRM deals directly with the people it entails
ethical issues of fairness, equality, and general errand. Such decisions have ripple effects on
employees, shareholders as well as the culture of the organization, making it important for the
profession to have an ethical foundation.The ethics for Human resource management is an issue
of concern given that markets are forged mainly in the interests of the company rather than with
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the interest of the individual employees. Such a rational, critics say, pose the threat of exploitation
of human resources — a scenario that is most likely to prevail due to the lack of adequate regulation
of corporate conduct or weak ethics within some organizations. Such examples show that there is
a need for ethical guidelines that would safeguard employee rights as the company is seeking to
grow.Consistent with the issues raised above, HR ethics supporters are quick to argue that HR
practitioners must serve as guardians of employees’ welfare. They put forward frameworks based
on which there can be organization that come up with frames on transparency, accountability, and
fairness of treatment despite the profit motive. Thus, concentrating on ethical principles, HR may
contribute to the fact that the usage of human capital will not be an exploitation lever but a driver
for further professional growth, job satisfaction, and staft cooperation.

On the other hand, neoliberal ethicists embrace the market perspective where HRM’s ethical
mission is to harness human resource to facilitate achievement of organisational objectives. They
contend that using employee productivity to make profits to the organization serves the common
good by contributing to economic development as well as creating more employment in the
society. From this view, employees are beneficiaries implicitly as the key socioeconomic actors in
business, which establishes the link between ethics to economic rationality.But some critics have
warned that markets are amoral and need external ethical endowments to advance the human good
without supervision. This is why policies and ethical practices are required so that people cannot
take advantage and be fair to one another. Ethical HR practices also entail the embracing of legal
standards of the company besides enhancing organizational growth, promoting mutual trust,
fairness, and respect for better staff performance.
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Recruitment and selection are essential tools for talent acquisition and are crucial to emphasize
corporate need for skilled human resource however, these processes are not deprived of ethical
dilemmas that affect equal opportunities. Such processes must be undertaken gender, racial, and
disability blind, in that all applicants irrespective of color, gender or disability should be given
equal consideration for the job. However, it is well understood that bias, whether conscious or
otherwise affects employee selection and this defeats the purposes of equal opportunities and
diversity in the work force.Ethical issues crop up during resume review and interviewing of
candidates. The process selectively can be biased towards certain physical appearance,
demography, belief systems, or hobbies such that the workforce draws a certain type of people,
leaving out many diverse categories of people. This lack of diversity can decrease the differences
that are brought to the table, de-motivate the employees, and harm the company’s image, besides
other negative aspects pointed out above, hiring based on nepotism or favoritism is unethical. Job
advertisements or descriptions and any promises that organizations make about roles and
remuneration also can be unethical since they give a wrong impression that is disliked by
employees when realized later on.

To cope with these impacts, HR managers have to ensure hiring involves no discrimination. This
includes employing structured interviews, skills assessment tests, and masked application process
where identity details such as name, gender and age are excluded from the CVs. Al tools and
software algorithms can reduce human bias in sorting through the applicant pool even
further.Utilizing transparency in every step of hiring process, and detailing out illuminating criteria
for prospective employees’ screening and providing equal opportunities in employment will help
recruitment become more ethical. Such compliance may be enhanced more by conducting training
sessions for the HR personnel to acquaint them with best practice in battling unconscious bias,
coupled with specific ethical measures in their decision-making processes.

Equal Employment Opportunity (EEO)

Equal Employment Opportunity (EEO) is a legal requirement as well as an organizational ethical
requirement in the world today. They due to the fact make sure that everyone has equal rights and
equal chances in the society regardless to their color or origin, their gender, their religion, their
disability or their sexual orientation. In its efforts, EEO eradicating discrimination and bias, EEO
increases the diversity and fairness in the workplace, and leads to higher productivity and unity
among employees.HR managers have the critical responsibility in the application of EEO by
enforcing policies and ensuring non discrimination in recruitment, promotions and evaluation.
They have to self-audit and self-audit their hiring processes to eliminate bias and implement fair
process for selection that is free of bias and prejudice due to race, color, sex or national orgin In
this regard, compliance with EEO laws does not necessarily entail ethical standards. Thus, for
organisations, it becomes their responsibility to push diversity to become a cornerstone at the
workplace. Off late, organizations need to offer training sessions to their employees for apprising
them about the principles of EEO and policies against discrimination is a critical requirement for
establishing a bias-free workplace organization’s recognition and implementation of EEO
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standards alongside ethical decision-making not only ensures the legal aspect of the organization
but also signifies the genuine concern of the business for establishing equity and respect. This
approach improves employees’ loyalty, promotes a diverse talent acquisition, and increases the
organisation’s reputation as an equal employer.

Training and Development

Training and development are critical elements of the Human Resource Management process
which assists organizations to prepare their human capital for the challenges of the changing world
of business. Such programs are useful in improving the standard of performance of its workforce,
development of their careers and guarantee organizational effectiveness. However, the ethical
dilemmas are usually experienced when defining training requisites, developing and especially
when assessing the effectiveness of the training courses, it becomes imperative that the HR
professionals meet the highest standard of fairness when making these determinations.An ethical
approach to training therefore is arrived at after conducting an honest and thorough assessment of
the training needs and the qualifications of the employees. Training for all employee’ s should be
equal regardless of the organizational position, gender or color so as to achieve equality.

Other pressures that exist for HR managers include circumstances where employees develop a
holiday mentality to training and development courses. This misapplication of resources is
counterproductive to organizational objectives and produces waste. To avoid such situations, this
paper argues that HR has the responsibility of ensuring that the learning objectives are well
understood and the training needs are in congruity with the strategic plans of the organization.
They should also incorporate methods of accountability, by monitoring the performance of
employees and conducting follow-up assessments on the application of the new skills that have
learnt from the training. HR professionals need to develop ways of dealing with some of the ethical
issues arising from budgeting for training exercises in organisation, so that money is spend wisely
and in equal proportion to benefit all essence of its employees. When an organization embraces
change as a process of increasing the levels of transparency, accountability and learning, it fosters
a favourable atmosphere for learning and organisational productivity, and in the process satisfying
its human capital.

Termination or Effective Dismissal

Of all the ethical questions affecting HR management, termination or effective dismissal is one of
the most taxing. Although it is commonly considered the final form of staff management, it is
mandatory in situations of serious employee misbehavior, including theft, physical aggression,
fraud, or refusal to obey orders. However, there is conflict of ethic when terminations are eftfecting
without proper or legal grounds or termination decisions are being made with bias towards certain
employees this is demoralizing to employees contributing to negative morale and low productivity
in organizations. When subordinates observe unfair dismissal insurance their perceived
organizational identification and, therefore, job satisfaction and commitment may decrease. Thus,
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dealing with dismissals, HR managers must be cautious and completely open, and the decision
must be made relying on substantial facts and evidence and not on managers’ personal preferences.

HR managers need to administer sound procedure of dismissal which entails verbal and written
reprimands, capability, and PDP before reaching the ultimate decision. Subordinates should
receive constructive feedback and acceptable solutions to complaints or troublemaking. Workers
should be fired in the proper and polite ways by the human resource managers if necessary. This
includes a proper termination process which entails among othersing with employees through
termination interviews, offering some sort of compensation such as severance packages where
necessary and ensuring adequate communication of the circumstances surrounding termination.
The practices assist the organisation in maintaining its image as well as reducing legal concerns
relating to dismissals.The termination policies developed must be professional, fair and
implemented in a clear manner to the employees. In its broadest sense, HR managers can easily
support the specific aims of fairness, accountability, and sensitivity that could easily serve to
maintain a positive work atmosphere, to protect organizational values and to guarantee ethical
behaviours.

Ethical Issues in Compensation and Workplace Harassment

Pay and employment harassment are two cardinal ethical calamities in Human Resource
Management (HRM) that influence the general wellbeing of the workers and official culture.
Policies such as equal wages and free from sexual harassment should be implemented to enhance
ethical practices in an organization, care is a key to organizational endorsement.

Reward disbursal is an important function of human resource management by which performance
and productivity is encouraged However the practice of equal remuneration always becomes an
issue of ethical consideration in cases whereby employees doing similar work, with similar levels
of education and experience, are paid differently. There is evidence that shows that decisions
involving pay structure that discriminating employees based on gender, race or Age are prejudicial
and reduces the morale of employees. In response to this, HR managers must be in a position to
ascertain that the wages structures are clear, subject to performance, and reasonable to market
trends. Communication of structures include the basic wages and salaries strategy, variable wages
and salaries strategy and the benefits strategies make the employees understand how the
compensation is done. Frequency in conducting salary reviews, comparing the salaries paid with
other establishments, and adjusting for the experience, the skills of the employees and changes in
the current market also tend to encourage fairness and equity in the workplace.

While, on the other hand, we have harassment, which — as it poisons the work environment and
diminishes employees’ quality of life — also erodes productivity. They comprise verbal aggression,
harassment, discrimination, and bullying, which result in turnover intention by causing high levels
of emotional concerns. For this reason many incidents remain unheard or unreported many
employees do not trust their organizations’ HR processes and fear retaliation. HR managers should
ensure that companies prohibit harassment at the workplace, and required those employees in

60 International Research Journal of Commerce and Law
http://ijmr.net.in, Email: irjmss@gmail.com




International Research Journal of Commerce and Law T IJMRF
Volume 4 Issue 12, December 2017 ISSN: 2349-705X Impact Factor: 4.616 M

Journal Homepage: http://ijmr.net.in, Email: irjmss@gmail.com
Double-Blind Peer Reviewed Refereed Open Access International Journal

organizations to undergo training so that they are able to recognize and resist misconduct. It make
sense to set up secret complaint boxes, perform independent investigations of complaints, and
promptly punish the offenders in order to bring to work environment respect and safety.

Privacy, Confidentiality, and Consequences of Ignoring Ethics in HR

Privacy and confidentiality are two of the most important ethical issues that are involved in the
context of human resource management since the management of the Human Resource has to deal
with a lot of personal data about the employees they hire. There is constant tension between HR
managers on the one hand and the organization on the other hand, in that the later requires
information while the former has to ensure that they respect the employee’s right to privacy. Where
questions go beyond ordinary practice intimate questions as age, marital status, health conditions
and others may be.columns 5 For this reason the ethical issues should be well keyed s most HR
employees always maintain good policies regarding collection and usage of personal data. Proper
measures in data protection like limiting access, use if encryption and secure databases protect
employee’s information and promotes the organization’s credibility. Moreover, the training of the
HR staff should be introduced to clear the provisions of the data privacy laws and the ethical
policies to reduce breach and mismanagement incidences.

Ethical negligence in the operations of the human resource practices has serious repercussions that
can be effectively disastrous. Legal transgressions include violation of privacies, discrimination
laws, lawsuits, fines, and compliance penalties. Aside from legal consequences, unethical activities
in the HR field reduce organizational credibility and employee morale, increase turnover, and
destabilize an organization. If employees perceive that their privacy has been invaded, they start
to lose confidence in management to the point of low morale and productivity. besides, lack of
ethics fosters unconstructive behaviours that include more cases of workplace abuse such as
harassment and embezzlement. These actions are not just damaging for employee health but also
threaten customer loyalty and stakeholder interactions resulting in revenue and market share
debacles.

Conclusion

The ethical framework of Human Resource Management (HRM) is therefore not much about the
letter of the law and norms — It constitutes the very bedrock of credibility and stability of an
organization. Ethical practice in human resource management reduces various risks including legal
issues and the protection of personnel’s sensitive data as well as creating equality and elderly
respect. Even more crucial, the public gets to have confidence in the organizational leadership due
to their ethical standards thus, organisations with ethical integrity have better employee relations
and higher satisfaction in recruitment of their human capital than their competitors in the market.
The aspect of adherence to ethical principles is as important in an organization as it is determined
by the Human Resources department. Since practical representatives for fairness, the members of
an HR hold the responsibility of maintaining the organizational impartiality of the hiring, pay,
training, and discharge procedures. This represents the numerous ethical decision making cases
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for the HR, which includes bias in recruitment, harassment, data privacy, and performance
management among others, and this requires active standards that mark the organization’s
commitment to accountability and creation of a strong organizational culture.

In addition to policy implementation, HR plays an active role in the creation of organizational
culture by acting as a model of professional ethical behavior, proposing training sessions, and
fostering discussion. Through promoting and integrating ethical theories into the corporate
working culture, HR ensures compliance to organizational culture, mission and vision, adds
personal character and diligence among its employees. Besides, they have to periodically review
and optimize ethical practices to address shifting organizational environments and technologies.
Among the policies fallowing the anti-harassment requirements are Privacy, Non-Discrimination
& Freedom from Retaliation where include aspects such as monitoring and gathering employee
data, performance evaluation, and disclosure of information regarding employees.

Therefore, ethics is not a cultural imperative but a strategic directive that defines he future
outcomes of any organization. Through proper modeling of ethical behaviour, the HR managers
will be able to foster the right organisational climates, generate trust and realise the organisations’
missions and visions in the most ethical manners possible. In this manner, strategic and moral
managing can assist the organizations and reshape the company’s picture through constant
amelioration and ethical standards while dealing with multifaceted issues.
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