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Abstract
This paper addresses the ethical problems associated with Human Resource Management, which considers the consequences these problems have on the organizations and employees. The issues of ethics in HRM cover a lot of topics including discriminatory hiring unfair performance evaluation, invasion of privacy and unfair pay. Such problems influence the morale of workers and the organizational culture at large, yet can sometimes result in judicial ramifications and organization damage on reputation. Based on the review of literatures and previous case studies, this paper will seek to identify best practices for what can be done concerning ethical issues related to human resource management and creating a fair workplace environment based on integrity.
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Introduction
The exploration of the ethical issues related to Human Resource Management is quite critical in contemporary complex organizational settings. With increased competition in pursuit of competitive advantages, the business world has had to take prominence in the ethics of HRM practices that now affect not just the internal dynamics of the organization but also the outward perceptions of its integrity. Such ethical dilemmas in HRM include discrimination, invasion of privacy in performance appraisals, as well as biased compensation practices. These issues are not only theoretical they have real-time implications on the morale of the employees, the organizational culture, and the general performance of the business. Research in this area is necessary for various reasons. The organizations are becoming accountable for the ethical standards before their stakeholders who include employees, customers, and investors. Adherence to ethics will help organizations gain a reputation and attract good talent while improving the work environment. Part First: the development of remote work and of digital communication has brought new ethical issues about privacy and surveillance updated frameworks for HR policies. As such thirdly, dealing proactively with ethical issues can reduce legal risks and hence turn over rates, leading to productivity. Against these considerations, this research tries to go deep into the various ethical challenges that HR practitioners are presently facing. By discussing these problems in detail, we can be part of best practice development that is not only compliant with the law but also just and fair within the organizations.

Literature Review 
The discussion of ethical issues in Human Resource Management (HRM) has changed much in the last two decades to reflect the changing nature of society, the way organizations are operated, and the employer-employee relationship.
Discussions on ethical HRM started to emerge in the late 20th century. Early works focused on the moral dilemmas of HR professionals regarding employee rights and fair treatment. Bowie (1998) emphasized the recognition of employees as stakeholders with inherent rights, while Werhanetal. (2004) discussed ethical decision-making in HR practices. The development of corporate social responsibility (CSR) further emphasized the need for ethical considerations in managing human resources with Simmons (2006) advocating for a focus on employee welfare as a critical aspect of CSR initiatives. As the 21st century approached the conversation surrounding ethics in HRM expanded to include a broader range of issues. Pinnington et al. (2007) observed minor growth in academic interest in terms of ethics in HRM as opposed to other business ethics fields. This period saw increasing recognition about organizational culture having an impact on ethical behavior. Lepak and Colakoglu (2006) conducted research on how HR acts as an organizational moral champion in terms of promoting ethical leadership and fostering an ethical organizational culture. The mid-2000s brought even more attention to certain ethical issues that arise in HR activities. Deckop (2006) pointed out recruitment and selection as areas with potential for bias and discrimination, noting that ethical failures would jeopardize the effectiveness of diversity and inclusion practices. Performance management was identified as an area of major concern, and research showed that biased appraisals could have substantial morale problems among employees (Mathis & Jackson, 2006).
In 2015, the issue of ethical issues in HRM started to attract much attention mainly with the advent of corporate social responsibility (CSR). Scholars like Pinnington et al (2017) argued that ethical practices in HR are essential for promoting a positive organizational culture and encouraging employee engagement. They contended that the infusion of ethical considerations in HR strategies serves the greater cause of CSR that benefits both the employees and organizations. The shift towards the implications of technology in HRM took place by 2016. Csillag (2020) considered the new ethical issues that arise due to digital tools, such as employee privacy and data security. This paper reflected on the double-edged sword that technology represents, streamlining the HR processes while raising questions of surveillance and potential misuse of personal data. Organizations were encouraged to rethink their policies to tackle these emerging ethical issues. Deckop et al. stressed the ethical implications of recruitment and selection processes in 2017. The study showed that biases in hiring practices can lead to huge disparities in diversity and inclusion within organizations. It emphasized the importance of implementing structured hiring practices to reduce discrimination and promote fairness that fosters an equitable workplace. The year 2018 shifted focus towards performance management ethics. Mathis and Jackson (2018) examined the impact of potentially biased performance appraisals on worker attitude and organizational attachment: they recommended open and transparent rating standards as a tool for establishing trust and fairness at the organizational level, and points to ethical leadership as instrumental in determining such elements. By 2019 Lepak and Colakoglu added to this work, with their discussion of organisational culture as an antecedent for ethical choices in HRM. Their studies suggested that firms with a high level of ethical culture are likely to get the workforce on board and to secure commitment. They maintained that HR managers should become organizational moral champions by promoting ethics in all layers. In 2020 the pandemic caused by the COVID-19 virus posed novel ethical dilemmas regarding work from home policies. Research findings pointed out that the organizations should ensure productivity with employees' welfare, while addressing the privacy issue as well (Csillag, 2020). Recent literature has continued to address these urgent ethical dilemmas and also explored the role of technology in shaping HR practices. Digital tools have opened up new areas of ethical challenges, particularly on privacy and data security issues (Csillag 2020). Comprehensive frameworks guiding HR professionals to navigate these complexities are still not fully developed.  Despite this understanding of ethical issues in HRM several research gaps still persist. Empirical studies that explore the effectiveness of training programs aimed at improving the ethical decision-making ability of HR professionals are limited. The role of technology is now recognized, but it is essential to research how digital transformation can be leveraged to advance ethical practice instead of aggravating problems.
The pandemic highlighted gaps in existing ethical frameworks, pointing out that organizational policies must change to adapt to these new unprecedented challenges. The effectiveness of ethics training for HR professionals continues to be under scrutiny in more recent literature. There is not much empirical proof of the efficacy of ethics training on decision making in HRM (Simmons et al 2021). This therefore implies that more efforts are needed into how the process can be developed to make its impact better understood in improving HR practitioners' ability to have improved ethical awareness and decision-making skill.






Research Objectives
Key Ethical Issues Identification: It helps to systematically identify and categorize the main key ethical issues of the HR professionals in the IT and Tech sector. Then focus on a few specific areas like discrimination, performance appraisal, privacy concerns, and compensation practices.
Organizational Culture and Ethics: Exploring how organizational culture affects ethical decision-making processes within HRM, especially in terms of employees' fairness and integrity perceptions.
Assess the Effectiveness of Training: To assess the effectiveness of current training programs focused on developing ethical decision-making skills among HR professionals and to find best practices for future training programs.
Analyze Stakeholder Perceptions: To understand the perceptions of different stakeholders, such as employees, management, and customers, about ethical practices in HRM and their influence on organizational commitment and employee satisfaction.
Draw recommendations for best practice: to frame actionable recommendations that organizations should develop in HRM practices which meet ethical standards, and will inculcate an integrity-fairness culture within the organization

Research Methodology
This research uses qualitative methodology to understand the ethical dilemmas in Human Resource Management. The study was based on systematic literature review analysis of peer-reviewed articles, industry reports, and case studies relating to ethical issues encountered by human resource professionals. The criteria used in selecting literature include publication from highly regarded journals from the last decade, which will be able to cover key issues such as hiring practices discrimination, performance appraisal bias, privacy concerns, and compensation ethics.
The literature review through semi-structured interviews with professionals in the Human Resource departments in different industries aimed at gaining first hand insights into what challenges they have regarding ethical dilemmas in their practices. Qualitative data collected during interviews were then analyzed thematically, to look at common patterns and trends regarding HRM's ethical practices. This mixed methods approach would thereby provide a richer understanding of what complexities exist concerning ethics in HRM, but is grounded in a more practical aspect of insights from the industry practitioners themselves.

Data Collection
Data will be collected through an online survey distributed via Google forms. The survey will include structured questionnaires featuring both closed-ended and Likert scale questions to gauge perceptions and experiences related to ethical issues in HRM.Demographic questions will be included to contextualize responses.
The analysis of the data gathered on ethical issues in human resources reveals several insights into the perceptions and experiences of employees across various demographics. The dataset includes responses from individuals of different ages, genders, educational backgrounds, and industries regarding their encounters with ethical dilemmas, the importance of ethical practices, and their confidence in addressing these issues.

Age Distribution
The respondents are primarily between 18-25 and 36-45 years old, with significant representation from those aged 46-55.
Younger respondents (18-25) show a mix of confidence levels in handling ethical issues, while older respondents (56 and above) tend to express higher confidence.










Gender Representation
The dataset has a relatively balanced gender representation, with both male and female participants sharing insights on ethical challenges.









Educational Background
Most participants possess higher levels of education- Doctorate or Postgraduate, and their level of perception and perspective regarding an ethical issue can be related.

 










HR Experience
 Experience in working at the industry level











Industry level












The Theoretical Model
This paper the Stakeholder Theory is the ground on which a theoretical model shall be based. According to stakeholder theory, organizations have responsibilities not only to their shareholders but also to all stakeholders involved, including employees, customers, suppliers, and the broader community (Freeman, 1984). This model is very relevant for looking at ethical issues in HRM because it underlines the significance of ethical practices in building trust and engagement among various stakeholder groups. In this research, the application of Stakeholder Theory could be in ascertaining the effect of ethical HR practices on employee satisfaction and organizational commitment. The model could be operationalized by identifying constructs such as ethical leadership, employee engagement, organizational commitment, and perceived organizational support. Implications The findings of this research carry great implications both for theory and practice in Human Resource Management.
From a theoretical perspective, the discussion of ethical issues contributes to the general debate on organizational ethics by bringing out specific dilemmas that the HR professional is faced with.

It calls for further research into effective strategies for mitigating these dilemmas. Organizations can benefit from implementing the recommendations derived from this study. Structured performance appraisal systems with clearly defined criteria should be adopted along with regular bias training for managers to improve the overall fairness of appraisal. Clear policies on data privacy can contribute to the confidence between employees and management while fulfilling the legal standard requirements. Promoting an open culture at work places, through positive diversity initiatives, will not only remove discrimination issues but also benefit in increasing general employee satisfaction and retention rates. Ethics in HRM not only enhances the reputation of the organization but also positively impacts employee engagement and productivity. A large proportion of respondents reported experiencing ethical dilemmas at work, especially regarding privacy and fairness in compensation. Discrimination in hiring is identified as a critical issue across all age groups, which means that the concern cuts across all demographics.



Conclusion
In summary, although ethical awareness is becoming a critical issue within the HRM agenda, still huge gaps remain regarding training and support for the professionals working within the department.
Organizations have to consider ethics training seriously. They must put clear policies into practice that provide greater transparency and accountability.
The workplace environment that lets employees be sure of presenting an ethical challenge enhances organizational reputation and efficiency. Regular ethics training programs in the organization, enhancing transparency in the decision-making process, and increasing legal compliance measures can help improve ethical practices in HRM. This is because by employing these strategies, organizations will be able to develop a workplace culture of integrity and fairness, leading to improved employee engagement and organizational success. It is important not only for compliance but also to develop a good working environment, attracting and retaining top talent. Analysis shows that, although awareness of ethical issues exists in human resources, significant gaps remain in terms of training and support. Organizations need to give ethics training the priority that the data reflects. Have a clear policy that will encourage employees to face ethical challenges in a workplace.


Suggestions  for Improvement
Respondents frequently suggest ethics training programs should be made a regular affair and whistleblower protection policies so as to create a just and fair ethical workplace culture.
Legal compliance should be reinforced, and the decisions taken in the organization should also have openness.
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Annexure
Demographics Questionairs

Questions about
Age, Gender, Education, Experience, Industry of Employment?
 
Psychographics Questionaires
Have you experienced any ethical challenges when hiring?
How many times do you experience the ethical problem in performance appraisal?
How important is it to maintain employee privacy in HR practices?
How important are ethical considerations in deciding compensation for employees?
Which source do you rely on most when making decisions regarding ethical dilemmas in HR?
Do you think ethics training is necessary for HR professionals?
How often does your organization train or conduct workshops on ethical practices?
How confident are you in recognizing and addressing ethical dilemmas in HR?
What would you say is the most challenging ethical issue facing you in your role?
In your opinion, how can organizations improve ethical practices in HR?
Industry Levels of respondants 




Total	
Education	Healthcare	IT/Technology	Manufacturing	Others	Retail	18	17	17	17	14	17	


Count of Age




Total	
18–25	26–35	36–45	46–55	56 and above	17	18	22	19	24	

Count of Gender




Total	
female	male	51	49	

 Education levels of respondants 

Total	Doctorate	Postgraduate	Professional Certification	Undergraduate	31	21	28	20	


Experience levels of respondants

Total	2–5 years	6–10 years	Less than 2 years	More than 10 years	20	28	28	24	


