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ABSTRACT: Human Resource Management (HRM) plays
pivotal role in shaping organization’s culture and practices. In
Nigeria, HRM is challenged by multiple ethical concerns that
impact employee relations, organization performance, and
national development. This paper examines the major ethical
issues inherent in HRM in Nigerian context including
discrimination, exploitation, workplace harassment, and poor
or none adherence to labour laws. The paper examines and
analyses using contemporary literature, the causes of these
issues namely: cultural norms and social expectations,
economic factor, poor institutional frame work and inadequate
and unstable HRM. Recommendations for best practices were

suggested.
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Introduction

Human Resource Management (HRM) is integral to strategic
functioning of any organization. Reports of workplace
injustices that lead to employee’s strike here and there,
favoritism, and policies violations have made ethical
dimensions of HRM to gain attention. Ethical dimension

addresses adherence to fair-play towards employees, the
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process of transparency and moral standards. It generally determines what is right
and what is wrong. Much as the practice of ethics in a workplace is good, the
implementation is quite a challenging task particularly in Nigeria’s complex socio-
political context. The focus of this article is mainly on issues introducing ethical

standards in HRM activities.

HRM practice is a framework for managing people in a way that promotes efficiency,
equity, and employee satisfaction in a workplace (Okafor and Amayo, 2021). This is
balancing organization interests with employee rights and societal values. Dessier
(2020) said, HRM activities are undertaken to attract, develop, motivate and retain
employees, ensuring their contributions align with organization’s strategic goals. The
Nigeria context however demands a deeper ethical consideration due to socio-

cultural complexities and institutional weaknesses.
Ethical Issues in HRM in Nigeria

Some ethical issues in human resource management identified in this paper are:
favoritism, discrimination, employee exploitation and contractual violations,

adherence to labour work, sexual and workplace harassment among others.

1. Favoritism: One area of ethical misconduct in the personnel function is favoritism.
The HR executives’ pressure to favour top management interests, relatives, or
friends in hiring, recruiting and promotions is widespread in Nigeria. The practice
undermines meritocracy and promotes mediocracy. The factor excludes qualified
candidates and perpetrates inefficiencies (Olanipekun, L. O; Jayeoba, F. 1. (2022).
This practice violates ethical principles of justice which advocates fairness and
equal opportunity for all individuals. It also denies deserving candidates access to
job opportunities based on relevant criteria unless they know who is who
government.

2. Discrimination: The socio-cultural diversity of Nigeria has influences on HRM
practice in Nigeria. Nigerian society has plural of ethnic, religion, and political
affiliation and the plurality of those factors influence HR decisions. In addition to
this is the policy of federal character which allows for manipulations. Gender

discrimination is also prevalent with women facing obstacles in career advancement
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and leadership roles. This sure affect the decisions in matching the right individuals
with the most suitable jobs and career path within the organization (HRM
Encyclopedia 2015). Ethical issues arise according to Olanipekun and Jayeoba
(2022) when HR executive is put to pressure to favour top management interests
over those of other employees. Ethics-based organization should do away with
discrimination while employees should be appreciated for their contributions to the
organization (De Gama, McKenna and Peticca-Harris 2012).

3. Employee Exploitation and Contractual Violations: Employers often exploit
temporary and contract workers by denying them benefits, offering them lower
wages and overworking them without compensation. This is especially common in
education (private school system), manufacturing and service sectors. Ethical HRM
requires that all employees, regardless of contract type, be treated with dignity and
fairness (Okafor and Amayo 2021, Okafor 2007). This in turn has effect on the
productivities of organizations where this kind of environment persist. The
employees feel undervalued or overworked, no commitment to career advancement
opportunities and inadequate recognition programme. Consequently, employees are
not committed to the betterment of the organization (Akanbi and Ofoegbu 2014).
Duty of care principle, according to Freeman (1984), requires employers to ensure
employees wellbeing. This obligation is contradicted if safe working condition is
not provided.

4. Adherence to Labour Work: Legislations have granted workers more rights that we
term fringe benefits like security of employments, medical care of employees and
family, pension, gratuity schemes, national housing fund and so on. Many
organizations however, both formal and informal, fail to comply with labour laws.
There are poor working conditions pervading the atmosphere, most especially the
retired workers who are ill-treated in terms of their pension and gratuity which
constitute retirement benefits. According to the International Labour Organization
(2021), enforcement of labour laws in Nigeria is weak due to limited regulatory
oversight and inadequate legal literacy among workers. Writing on the ethical and
legal implication of ignoring labour laws in developing countries, Muchlinski and
Arnoid (2024) criticize ignoring the law position on three grounds. First, it fails to

acknowledge the demands for businesses to respect the rule of law as part of
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development process. Second, it utilizes an inadequate account of voluntary
contractual bargaining which overlooks employment practices that leads to coercive
employment conditions; which are also incompatible with human dignity and free
choice. Third, it fails to adequately account for labour law and international labour
standards which embody a strong moral conception of dignity at work and
observance of fundamental human rights. The principle of fairness and beneficence
suggest that workers should receive just compensation of their labour.

5. Sexual and Workplace Harassment: Sexual harassment is common place in
Nigerian work environment. This does not exclude the armed forces (2025 Online
publications). The news reports are replete of inappropriate advances and
exploitation of women from superiors. This workplace harassment violates the

principle of respect in persons that demands that individual be treated with dignity.
Major Causes of Ethical Issues in Nigerian HRM
This paper identifies some causes of unethical issues in Nigerian HRM which are:

Cultural norms and social expectations, economic factor, poor institutional

framework and inadequate HRM

1. Cultural Norms and Social Expectations: Human Resource Managers sometimes
have needs, aspiration, motivations, family obligations, and other interests which
exert serious influence on their behaviours which are in conflict with the corporate
objectives of their organizations. They may feel culturally obligated to favour
relatives in hiring despite the ethical implications. These socio-cultural dynamics
make the standard HR practice difficult. Political affiliation and god-fatherism are
yet other factors that exert pressure on HR to function professionally and fairly
(Aiya, Omoregie &Omafidou 2015).

2.Economic Factor: There is high unemployment rate which particularly make job
seekers vulnerable to exploitation. They are prepared to offer or accept any
condition to ensure they are employed. This desperation of job seekers give room
for unethical practices whereby employers take undue advantage to introduce unfair

terms (Okafor 2011).
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3. Poor Institutional Framework: the regulatory bodies like the Ministry of Labour and
the National Industrial Court are ineffective and have allowed bad HR practices to
thrive. There is poor handling of reported cases of workplace injustices which
contribute to the weakness of the institutions. Poor news coverage of these
workplaces allows sharp practice to go unnoticed and unreported.

4.Inadequate HRM: HRM in Nigeria is evolving, but still battles with poor structures,
low investment in people and weak compliance with global standards. Many small
and medium enterprises neglect continuous training due to cost (Aiya, Omoregie
Omofidou 2015). Skilled professionals often migrate abroad for better appointment
making talent retention difficult. All these culminate in poor decision-making and

unethical conduct.

Unethical HR practices have far-reaching consequences on all. It reduces morale of
the employees, hence under performance. High turnover rates are also affected as
talented employees are likely to leave organizations that do not uphold ethical values.

Such organization looses reputation and would not attract top talent and the likes.
Promoting Ethical HRM in Nigeria

HRM, as seen in the discuss above, has far-reaching effect on organization
performance and consequently the nation. It is therefore necessary to consider

implementation of the following recommendations:

1. Clear criteria of merit should be developed and followed in recruiting and
promoting employees. A standardized assessment tools and proper monitoring and
audit will enhance transparency.

2. Continual and mandatory professional training is a sine qua non for effective HR
and hence must be integrated into their programs.

3. Leaders with strong sense of ethical values are essential to give direction and
purpose to employees if the organizations will meet their goals. Good leadership
will foster a culture of integrity and accountability within HR departments.

4. Good reward system will give employees motivations to work and good sense of
belonging. By this, workers should be sure of not just comparable salaries, but also

other benefits like health, pension and gratuity as others.
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5. The Nigerian government should strengthen labour laws and strict enforcement.
This will protect the employees, dignify them and consequently enhance their

performance.
Conclusion

Human resource practices, no doubt, influence organization performance when
operating in a conducive environment. Human resource management in Nigeria
however have challenges that undermine organizational effectiveness and contribute
a lot to wider societal inequities. All hands must be on deck to address these issues of
commitment to ethical practices namely: the government (through the regulatory
bodies), the professional bodies and the organizations. By embracing value-driven
HRM, Nigerian organizations can create workplaces that are fair, inclusive and
productive. Ethical HRM is not only a moral imperative but a strategic necessity for

sustainable development in Nigeria.
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