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Purpose: The act of hiring a new employee may have significant repercussions for an
organization on both the ethical and legal fronts. Let’s compile a list of some of the most
prevalent ethical considerations and conundrums that human resource professionals
confront throughout the recruiting process.

Design/Methodology/Approach: A survey of the current literature discovered various
areas of significance for both scholastics and recruiting executives and other employees.
This is conceptual literature-based research. This was done with the intention of better
identifying the concepts that impact employment selection ethics and hiring practices.
Previous scholars have asserted that the moral duty, diversity, antidiscrimination,
integrity, and employment justice all play a role in the hiring anytime new people is being
brought on board.

Findings/Result: Mindfulness and activity here will prompt inspiring elements that may
influence attitudes, while ethical hiring practices will be allowed to create the culture of
the organization. This article provides a concept of knowing that when institutions apply
stated ethical hiring criteria, employers are more likely to attract and hire ethical
applicants. This dichotomy of knowledge is presented in the form of a paradox. This
conception gives rise to the presumption that managers are required to fulfill the
organization of ethical gatekeepers for the organizations to which they belong.
Originality/Value: A comprehensive examination of Ethics in Human Resource
Management as a Case of considerations and conundrums that human resource
professionals confront throughout the recruiting process will enable to empower as we
are lacking corporate culture here in Nepal highlights the empirical assessment on the
issues in depth.

Ethics, Hiring, Anti-discrimination, Integrity, Gatekeepers, Human
Resource

1. INTRODUCTION

The hiring or choosing new employees and filling open positions is a never-
ending cycle for the managers in the various businesses Mishra (2018). When hiring
someone, you should search for someone who has previous experience, educational
credentials, or even simply an outstanding personality. As a major role of
management, upholding ethical standards should be a top priority for hiring
managers, and they should be cognizant of the ethical repercussions of their
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decisions Paine (1994). Ethics prevais in eastern approach in the business Mishra,
and Aithal (2022). In project operation more value based employee get highered
informally though projects are said to have more unethical issues Yadav et al,
(2016), Mishra (2019), Mishra (2020. Hiring managers are faced with the difficult
problem of selecting employees who can satisfy and suit the criteria of the
organization and have the appropriate qualifications while complying to both
regulatory and internal employment organizations. A chief ought to know about the
moral obligations connected with hiring processes in addition to the legal
framework that is engaged in employment practices. If the success of an
organization is directly proportional to the quality of its workforce, then the person
in charge of hiring should be aware that the selection of ethical manager employees
is of the highest significance to the success of the organization York (2014).
According to Ashkanasy et al. (2006), the activities of a small number of
compromised personnel who knowingly engage in unethical behavior have the
potential to tarnish the image of the whole organization. Every person in a position
of hiring authority inside a company need to take on the task of acting as an ethical
gatekeeper for that company in order to forestall or, at the very least, reduce
instances of unethical activity. Companies that wish to conduct their business in
accordance with an inward moral standard ought to stick to moral recruiting
rehearses and core values Alder and Gilbert (2006) to help directors in the
advancement of moral representatives.

2. OBJECTIVES

To compile a list of some of the most prevalent ethical considerations and
conundrums that human resource professionals confront throughout the recruiting
process.

3. METHODOLOGY

This is an intellectual analysis of the researchers through long experience of
teaching and classroom discussion under engineering and management
professional level master’s scholars having more than 5 years experiences has
enlightened the contextual comparison of theoretical body of knowledge in the
study on Ethics and Human Resources related subjects in different colleges and
universities of India and Nepal. Content analysis was deployed to assess the
Structure-related, organizational and an individual constraint in the workplace to
make a list of some of the most prevalent ethical considerations and conundrums
that human resource professionals confront throughout the recruiting process.

4. REVIEW AND DISCUSSION
4.1. CONCEPTUALIZATION OF ETHICS AND COMPETITIVENESS

A survey of the relevant literature has been conducted on topics like morality,
diversity, the fight against discrimination, integrity, and justice.

The study that has been done so far reveals that the employees of an
organization are the major source for building a competitive edge for that
organization Ruona and Gibson (2004). If this is the case, a manager has the
responsibility of making sure that newly hired employees represent the kind of
ethical human capital and strategic advantage that can assist an organization thrive
rather than bring about its downfall. In an organization, ethical conduct is not
something that simply happens on its own; rather, it is the result of conscious
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decisions made by managers and concrete acts taken by employees. It is impossible
to overstate how crucial it is for managers to have a role in hiring responsibly and
choosing ethical individuals. The research that has been done on this literature
offers alook into the many different facets that are associated with upholding ethical
standards while hiring new employees. Several theories pertaining to this sector of
business the executives have helped with characterizing the ethical practices
essential for moral representative determination. Among the most common of these
speculations are ideas, for example, moral obligation, diversity, anti-discrimination
rehearses, trustworthiness-based approaches, decency/equity, and the necessity
for legit correspondence.

4.1.1. OBLIGATION TOWARDS MORALITY

It is not something that ought to be done flippantly when there is a vacant
position: making the decision to recruit the proper individual for the job. Managers
have an obligation to establish the ethical atmosphere of a business, which may lead
to improved relationships, reputations, and the eventual success of the organization.
All of these things are contingent on management awareness of their responsibility
to uphold ethical standards Paine (1994).

In addition, previous specialists have contended that employing chiefs not just
have the positional ability to pick one competitor and reject different candidates, yet
that recruiting supervisors likewise have an honest conviction to practice their
choice in a mindful way. This is notwithstanding the way that recruiting supervisors
have the positional ability to pick one up-and-comer and reject different candidates
Alder and Gilbert (2006).

If a manager fails to pick the most qualified applicants for a position and
disregards their obligation to act in an ethical manner while making hiring choices,
then there is a greater risk that their organization may be contaminated by
dishonest employees. According to the hypothesis put forward by Ashkanasy et al.
(2006), "bad apples" are persons that are morally deficient, have a predisposition to
act in an unethical way, and will do so if given the chance. Every organization may
fall prey to the flaws of employees who behave in unethical or immoral ways if they
are allowed to work there. It is a fact that ethical hiring practices and management
controls may not be able to totally stop less than ideal employees from finding
employment. However, a manager who acts in accordance with a moral obligation
has the ability to reduce the risk of the organization and its stakeholders being
adversely affected by the hiring of an individual who might have a negative impact
on the organization. "Moral behavior builds trust, which attracts customers,
employees, suppliers, and distributors, not to mention earning the goodwill of the
general public,” says Lantos (1999) in response to the ethical debate on employment
practices.

On the other hand, immoral conduct drives these different groups farther apart
(p- 225) Lantos (1999). Even though the short-term rewards produced by immoral
business activity have to be forfeited in order to adhere to ethical standards, the
long-term effect of doing business in an ethical manner may result in significant
benefits for the organization. In line with what has been suggested by a number of
previous academics, it is the responsibility of hiring managers to ensure that ethics
are a primary priority when choosing new employees. It has been proposed as
guidance that managers follow a three-step process in order to help them in meeting
their responsibilities for ethical employment and hiring. First, in the process of
making any hiring decision, an applicant's moral person ought not entirely set in
stone using conduct inquiries questions. These inquiries ought to be intended to all
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the more likely recognize a candidate's singular person qualities, like receptiveness,
self-control, and individual temperance. Second, the corporate pioneers and chiefs
who are already in place need to show ethical behaviour in both their words and
their actions. Third, in order for managers to be able to recognize and respond
appropriately to ethical dilemmas, they need to work on developing their own
personal sensitivity Lantos (1999).

There is a gap between understanding what to do and actually carrying out the
acts that are essential for its execution, which is also specified in Rest's model of
moral conduct.

According to Lantos (1999), if managers make it a point to consciously
concentrate on generating ethical incentive matched with activity, both for them
and while cautiously recruiting representatives, it is conceivable that future push on
corporate morals might look less criminal than it does now.

4.1.2. ASSORTMENT /DIVERSITY

Research done in the past has provided a crystal-clear definition of the business
case for diversity in organizations. There is a correlation between a diverse
workforce and increased levels of creativity, higher workplace retention, enhanced
decision making, higher quality employees, and an improved public image, among
other benefits.

Differences among employees might be based on factors such as color,
nationality, gender, religion, handicap, or even genetic composition Roberts (2016).

Differences in education, experience, and values are some examples of aspects
of diversity that may be included under this overarching category. Employers
should value diversity not just because it is beneficial to their business from a
financial and operational case, but also because of the ethical and philosophical
benefits it offers. For instance, hiring people from a variety of cultural backgrounds
leads to more benefits than drawbacks (utilitarianism), recognizing and
appreciating individual differences upholds the dignity of each person (deontology),
furthers the cause of social justice, and demonstrates love for our community by
helping individuals realize their full potential (altruism) Mishra and Aithal (2022).

When it comes to diversity in hiring, the ethical aspect of the process shouldn't
be judged based on general patterns; rather, it should be evaluated based on the
effect that the process has on the person who is being picked for the role Alder and
Gilbert (2006).

In spite of the compelling moral and financial arguments in favour of pursuing
diversity in hiring practices, a deliberate business is still required to reach the
desired level of diversity. According to the findings of several studies, the overall
motivation of an organization's workforce may be affected by factors such as the
social composition of the workforce Lloyd and Mertens (2018).

Even if there is established case law stating that protected class status should
not be a consideration in hiring choices, some kind of affirmative action policy is still
required for diversity in hiring to take place Alder and Gilbert (2006).

Governmental policy regarding minorities in society is "a class of public
strategies zeroed in on accomplishing correspondence of chance, particularly in the
domains of tertiary schooling and business, for specific generally persecuted
gatherings," according to the definition provided by previous study Taylor (2009).

Alder and Gilbert (2006) recommend a four-step activity intend to grow the
variety of an association, which is intended to act as a structure for overseeing
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variety in recruiting practices. This plan's components are as follows: He suggests
that the first job in achieving diversity is to eliminate the personal prejudice that
hiring managers have against prospective applicants by mandating diversity
training. Second, he recommends eliminating any obstacles that may be preventing
members of under-represented groups of job searchers from submitting
applications for vacant jobs. The use of solely online apps, which need access to the
internet, is one of the barriers. Another barrier is publishing assistance wanted
advertising in publications that are not generally read. Then, he recommends that
important advances should be taken to expand a different blend of candidates by
widening enlistment endeavours like connecting with candidates from various
schools or neighbourhoods. Specifically, he suggests that this should be done in
order to increase the number of people who apply for the position. Finally, he arrives
to the conclusion that diversity should prioritize giving preference to members of
legally protected groups throughout the job process. It is essential for hiring
managers to have an understanding of the concept of welcoming difference if they
want for diversity to take root inside an organization and alter its demographic
make-up. An environment of consideration can assist with making a feeling of solace
that urges all representatives to apply their own disparities to explicit work
processes, essential undertakings, and hierarchical methodologies in a climate that
is made out of socially different gatherings, rather than bunches that are socially
homogeneous. This is on the grounds that an environment of incorporation is more
likely to exist in an environment that is culturally diverse than in an environment
that is culturally homogenous Boekhorst (2015). Because of the moral, business,
and cultural advantages that can straightforwardly be accomplished from the
commitments of individuals with various foundations, cultivating a diverse
environment ought to be a distinct hiring priority. This is due to the fact that
different people bring different perspectives to the table. In order to achieve
diversity, it is necessary to eliminate both overt and unconscious forms of prejudice
in the hiring process.

4.1.3. ANTI-DISCRIMINATION

It is a flagrant violation of the employment laws in the United States to refuse
to hire someone because of their membership in a protected class. This comprises
practices that cause an explicit discrimination, which the EEOC refers to as disparate
treatment, as well as practices that result in a de-facto discrimination regardless of
intentions, which the EEOC refers to as disparate effect. Both of these categories are
included here. Even though there are laws and regulations in place, the press often
reports on businesses who have been very discriminatory in their hiring practices,
refusing to hire individuals on the basis of race, gender, sexual orientation, religion,
or other grounds.

Indeed, even with lawful systems set up, the probability of killing administrator
predisposition is troublesome, on the off chance that certainly feasible. A few
scientists will contend that segregation is human, and even with legitimate systems
set up, the probability of killing supervisor inclination is troublesome, so HR
professionals should cultivate ethics strongly during practice Feldman (1996),
Baker et al. (2006), Argandoia (1994), Cohen et al. (2011).

According to the findings of other studies, not only is discrimination unethical,
but also recruiting directors and the associations that they address have an ethical
constraint to maintain the idea of non-separation in work. This is despite the fact
that discrimination is itself unethical Demuijnck (2009).

International Journal of Research - GRANTHAALAYAH 22


https://www.granthaalayahpublication.org/journals/index.php/Granthaalayah/

Considerations and Conundrums that Confronted Throughout the Recruiting Process

Demuijnck (2009) postulates that in order for businesses to satisfy the moral
obligation, they need to execute effective diversity training by first establishing
long-term diversity targets, and then assigning particular management tasks to
support this endeavour. In order for a business to have successful hiring practices,
there must be a motivated motivation inside the company to assist managers in
avoiding discriminatory actions. When it comes to avoiding discriminatory actions,
some managers may be organically motivated to do so, while others may depend on
the corporate culture for direction and structure Lantos (1999). It is considerably
simpler to pinpoint instances of overt and purposeful discrimination on the basis of
protected characteristics when it occurs. The hiring process might be fraught with
unanticipated challenges when an applicant is subjected to prejudice due to
unconscious stereotyping or individual bias.

Roberts (2016) presents the case for harmful stereotyping and the bad impacts
that it may create via employee selection and employment as part of her legal study
of employment discrimination in respect to the harm principle. The researcher
explores the concept of behaviours that might contribute to the perpetuation of
specific types of stereotype threats in her study. Even the simple act of pointing out
that an individual belongs to a diverse or protected class may be a detrimental
trigger in some circumstances, leading to feelings of disenchantment with the
organization, diminished ability, a sense of being tokenized, or even a sense of being
excluded Roberts (2016).

Roberts (2016) contends, among other things, that some triggers for
stereotypical stereotype might potentially make an organization vulnerable to
employment discrimination, whilst other factors could not. The author suggests that
the best strategy to prevent unethical stereotyping in hiring is to adopt tight internal
regulations and processes via self-evaluation, with the goal of decreasing the
incidence of stereotypic damages Roberts (2016). There are certain types of
discrimination that organizations need to be aware of in order to maintain an
environment that is conducive to ethical hiring practices. The classes that are
protected have been established by federal legislation; however, there are
additional forms of discrimination. There are many of examples of ways that
organizations might eliminate discrimination in their hiring practices based on
unprotected characteristics in the research that has been done, but for the purpose
of brevity, just a few more examples will be offered here.

Managers are starting to think about monetary factors, for example, the
probability that a candidate will utilize health advantages, a longing to confine the
individual freedoms of representatives beyond work, and the necessity of pre-
business wellbeing screenings, which can be seen as an intrusion of protection, as
per the discoveries of certain scientists Ladd et al. (1994).

That's what similar creators guarantee "utilizing non-work related standards
for recruiting is unfair and that employing choices ought to be founded solely on the
imminent representative's capacity to finish the work" Ladd et al. (1994).However,
the outcomes of such activities might be branded as discriminatory and immoral,
despite the fact that some employers may attempt to rationalize this sort of
discrimination as a technique of decreasing the corporate risk associated with hiring
employees. The moral disengagement of corporate executives and hiring managers
who enable such behaviours to take place by using moral justification to persuade
employees that their damaging conduct is helpful is a great illustration of this
phenomenon.

Some academics are urging businesses to begin addressing the problem of
discrimination based on perceived physical appearance (Harvard Law Review as
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cited by Martin and Cullen (2006). This research, which was first published in the
Harvard Law Review, presents various cases that illustrate why employers need to
develop policies that overlook personal beauty and unambiguously prohibit pre-
employment queries relating to appearance (with the exception of grooming). The
majority of this research comes from more recent studies in which persons who are
overweight have reported being discriminated against due to their appearance
rather than their ability to execute the job that they are looking for. In a manner that
is reminiscent of the approach that was proposed by earlier research, the author(s)
who want to remain anonymous say that employers should reflect on their own
practices and focus emphasis on genuine work-related applicant criteria rather than
examine applicants' appearance. Changing the mentality of hiring managers and
people in general is the only way to put an end to this kind of discrimination. When
managers behave with integrity by adhering to ethical hiring practices, whether
such practices are based on personal principles or company policies, the phrase
"acting with integrity" comes to mind. Discrimination and bias are not always to be
avoided, and there are situations in which they might actually work in an applicant's
favor while applying for a job.

The researcher Ross (2014) discusses in his book Everyday Bias that
occasionally interviewers may quickly prefer one applicant above others owing to
some stereotype or related sentiment. Ross analyzes this phenomenon in the
context of job applications.

According to Ross (2014), our unconscious biases may be created either
individually or collectively, and they influence every choice that we make, including
who we interview, how we interview, hire, allocate roles, promote, or take a risk in
hiring.

4.1.4. INTEGRITY

When managers carry out their responsibility of sustaining the ethical identity
and atmosphere of an organization throughout the hiring process, they are
demonstrating both their moral character and their integrity. Integrity is not to be
mistaken with compliance with the law; rather, integrity is a crucial component that
plays a role in every form of business choice, including hiring. When it comes to
management, adhering to regulatory compliance standards serves as a guide to
avoiding legal ramifications, but implementing an integrity-based approach goes far
deeper, influencing both operations and conduct. In a setting that makes the
conscious decision to conduct its business in an ethical manner, the management
will give concrete expression to moral principles, cultivate an atmosphere that is
ethically encouraging, and establish the concept of shared responsibility among the
entire workforce Paine (1994).

If an organization has guiding principles that are centered on integrity, then it
will have a greater chance of recognizing the ethical and work-related skill sets of
potential candidates while making decisions about whether or not they are suitable
for employment Paine (1994).

Employers are allowed to recruit potential employees, but they must do it in a
way that does not include dishonesty or other violations of ethical standards
Gardner etal. (2010). In a strategy based on integrity, behaviours of this kind would
not be tolerated in any circumstance. During the course of the hiring process, all
potential candidates should be provided with open and honest information about
the ethical requirements associated with the job Evans (2009), York (2014).
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This open and public attitude on ethical standards reflects the commitment
made to ethical action inside the organization as well as the value that is put on it.
People who are selected for employment via a procedure that adheres to ethical
standards will likely have a high level of gratitude for the honesty and integrity that
was shown prior to being employed Evans (2009).

When an organization makes the conscious decision to direct its actions toward
the maintenance of an atmosphere of integrity, this will be reflected not just in how
they hire, but more importantly, in who they hire. A company absolutely has to have
crystal-clear ethical requirements in order to be able to hire ethical and valuable
personnel while avoiding hiring potential bad apples.

In circumstances such as the selection of new managers, supervisors and
leaders are expected to demonstrate integrity between their words and actions
(McFall as cited by Ciulla, Martin and Cullen (2006). Integrity may be seen as a
guiding corporate concept when a corporate ethical standard is established, which
benefits both current employees and potential employees.

4.1.5. FAIRNESS

Within the scope of this literature study, the fundamental ideas of fairness and
justice have infiltrated almost every single conversation on ethical hiring practices.
For fairness in which he explained how individuals are often fast to construct norms
for society activity while remaining oblivious to their own self-interests. These
interests have an impact on the equitable distribution of advantages and obligations
for everyone, including the fairness of hiring standards Ladd et al. (1994).

The objective of a fair hiring process, within the context of ethical employment
protocol, is not basically to have formal admittance to a position, but instead to
really be considered for a vacant situation without the visual impairment brought
about by administrative personal circumstance. This is the definition of fairness in
hiring (Rawls as cited by Demuijnck (2009).

When a manager acts in a manner that is in accordance with their personal
circumstances by deliberately keeping work potential open doors from people who
are equipped for the position yet are dismissed because of the administrator's very
own biases, this is an example of bias, which undermines fairness Alder and Gilbert
(2006).

Organizations that make the decision to maintain the upsides of reasonableness
and equity have acquired the option to be marked moral, while associations whose
values accentuate benefits or take into account the twisting of guidelines are often
thought to be acting unethically Alder and Gilbert (2006). When it comes to the
recruitment of new staff members, ethical conduct may be defined as fairness in the
applicant selection process and the hiring procedure.

4.2. ETHICAL DILEMMAS THAT HR PROFESSIONALS FACE
DURING THE RECRUITING PROCESS

Disregarding the way that there are hostile to separation regulations that shield
people from unlawful treatment during the employing system, the morals of
enlisting go past guideline and may affect the standing of both a business and a
singular selection representative. Coming up next are probably the most pervasive
moral problems that could happen all through the enrolling system:
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4.2.1. POSTING A JOB ADVERTISEMENT FOR A PLACE THAT
DOES NOT EXIST

This might be finished for various reasons, including the accompanying: to
figure out what sort of gifted representatives could be tracked down in a likely new
area; to captivate latent competitors to build an ability pipeline; to go through any
leftover postings in a lapsing contract with a web-based positions load up,
regardless of whether it is simply to gather resumes; to decide if current specialists
will answer a visually impaired promotion, which would demonstrate that they are
ready to leave the organization; or to advance the ability that the Assuming that a
task promotion is set when there is genuinely no free position, then, at that point,
possible applicants, workers, clients, and clients might be lead to uncertainty the
organization or scout because of unscrupulous practices. This might occur for any
of these reasons. A solitary post via web-based entertainment can possibly harm an
organization's standing in a rush; decreasing how much publicizing to simply
genuine open positions will relieve this risk.

4.2.2. MISREPRESENTING THE DUTIES OR REQUIREMENTS OF
AN OPEN POSITION

In most cases, this takes place when a position is difficult to fill, or when a
recruiting quota has to be fulfilled and desperation sets in. Both of these scenarios
are problematic for the hiring process. If a prospective hire is promised greater
autonomy or control than the position really possesses, the new hire may end up
being dissatisfied, which may cost the firm even more money if the employee quits
fast. The same principle applies whether you are considering hiring someone who
is overqualified or someone who is under qualified but who eventually gets
overwhelmed and unproductive. Be absolutely upfront and honest with candidates
about the requirements of the position for which they are applying in order to
uphold your own and your company's reputation for integrity and ethical business
practices.

4.2.3. UNETHICAL EMPLOYEE REFERRAL PRACTICES

Employee recommendation systems are a popular and effective technique for
hiring exceptional applicants; yet there is a potential for these programs to hire
ethical concerns, which HR should be aware of. At the point when senior-level
representatives make a reference and expect a recruit paying little mind to justify;
when a suggested competitor is enrolled and there is an inclination that the alluding
worker is obliged to the employing supervisor for "doing the person in question
favour" and when unique interests, for example, a client reference, hold weight over
merit. These concerns may develop when senior-level employees make a referral
and expect a hire regardless of merit; when there is a perception that the referring
employee is indebt Any referral system requires continuous monitoring, which
must include the collection of employees' feedback in an anonymous manner, in
order to maintain ethical standards. Also think about restricting the levels of
employees who may make referrals via the program or making it such that all
referrals can be made anonymously for a short period of time. Instead of
concentrating on the person who referred you, you should stress the reasons of the
applicant that led to the reference (such as their experience, reliability, and so on).
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Also, be aware of any requests for special favours that are made to HR in an effort to
get around the standard hiring processes.

4.2.4. UNETHICAL USE OF SOCIAL MEDIA

Discovering and exploiting information about an applicant's protected status
(such as age, ethnicity, or religion, for example) in a discriminatory manner presents
not just potential legal liability but also ethical challenges. To provide an example of
the most egregious kind of unethical action, recruiters may create fake social media
accounts in order to acquire access to the applicant profiles that include private
information about the applicants and their connections. Even if candidates are
informed that their social media accounts will be viewed and, as a result, they will
be required to provide their passwords (which is legal in some country, not in
Nepal), you have still crossed a line into their private lives and gained access to
information that is not related to the position for which they are applying, and this
information should not be used as leverage against them. However, what is seen
cannot be hidden, and as a result, there are restrictions on how such information
may be used both morally and legally. Furthermore, the legitimacy of any material
acquired on social media that cannot be independently confirmed is lacking, and it
would be dangerous to utilize such information when making a hiring choice. A
person whose identity has been stolen, for instance, may not be aware that a fake
social media account has been created in his or her name, nor that potential
employers could be utilizing it in an unfair manner to evaluate his or her suitability.
Consider restricting the use of social media as a screening method to occupations
that need a social media presence or abilities in order to maintain acceptable levels
of ethical conduct. To decide whether or not such screening is appropriate, you
should, at the very least, do a risk-benefit analysis with the assistance of your
attorney. In such case, standardized evaluations should be developed, and multiple
raters should be used. Verify the veracity of any and all information that has the
potential to be utilized adversely against an applicant in every instance. Some of the
organizations in Nepal founds selecting people based on political interest as our
people not good people. This is also found in universities of Nepal where people get
selected or announcement of vacancy on the basis of vested interest of people or
pass marks and criteria also get modified based on people to be selected in some of
the organizations of Nepal. The concept of subh-labh that is ethical profit should be
kept in core of decisions Mishra and Aithal (2022). A better theoretical and practical
knowledge of how ethical hiring practices affect the numerous stakeholders in an
organization, such as its executives, its customers, and society in general may be
achieved via research on these topics that is both appropriate and exhaustive using
Ethical Climate Theory-ECT given by Martin & Cullen Alder and Gilbert (2006) :
Martin and Cullen (2006) and profitable at all of ethical practice Kline (2012),
Dejardin (2011), Kline (2012), Lloyd (2016), Lloyd (2017), Thoman and Lloyd
(2018), Trevino et al. (2006). Several ethical aspects are still at infant stage and need
extensive research for building business success through ethical capital like
economical and human considering green necessity of the society. Few burning
research need to be traced Trevino and Youngblood (1990), Vollrath et al. (2017),
Yamamoto and Lloyd (2019), Mishra and Aithal (2022), Foote and Robinson (1999),
George and Brief (1992), Halbesleben (2012), Kahn (1998),Mishra (2020), Umair
(2010).
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5. CONCLUSION

Disclosures have been made in a aspects, every one of which calls for more
analysis. Inside the framework of the review, and with an end goal to extend the
existing knowledge on this subject, it very well may be of critical significance to
appropriately research and make a structure to characterize the role and value of
ethical gatekeepers. This would be finished with an outcome to develop the body of
knowledge on this topic. A huge part of the writing that was picked for the review
fixates on the significance of moral affirmation and honesty to executives. In any
case, given the basic idea of propelling exploration around here, it appears to be
judicious to direct further examination concerning characterizing moral guards.
Apparently, more testing of these frameworks is as yet expected, regardless of the
way that directors utilize instruments for testing the moral inclination of occupation
searchers that give a conjecture to future moral lead. Despite the fact that human
way of behaving and reaction might shift relying upon the situation, extra
examination of this scale and other moral testing devices could lay out their
convenience and help recruiting chiefs as they continued looking for moral
representatives, should that become a corporate objective. Despite the fact that it is
just addressed momentarily, it would be of extraordinary scholastic significance to
explore how employing rehearses straightforwardly influence the philosophical and
humanistic parts of Ethical Climate Theory-ECT. Regardless of whether doing moral
business might be a positive business practice, this doesn't ensure that it will be
productive; truth be told, moral practices may not be productive by any means. It
would be essential to investigate how, if by any stretch of the imagination, moral
recruiting influences an association's productivity as an issue of monetary priority.
This is on the grounds that moral recruiting may not influence benefit by any stretch
of the imagination. Similarly of thought, it could be favourable for hierarchical
pioneers to work out the moral mindfulness, development, and tasks in an
organization both before to and after the execution of a moral recruiting system. It
has not entirely set in stone and investigated what the most pervasive moral
problems are that HR experts experience during the method involved with
recruiting new workers, as well as how such problems would meaningfully affect
the selecting system. The group of survey on the point that will be examined in this
article has an abundance of information; yet, it has a likewise illuminated a lot of
subject area that calls for more analysis. A superior hypothetical and common-sense
information on what moral employing rehearses mean for the various partners in
an institution, like its chiefs, its clients, and society overall might be accomplished
through research on these subjects that is both fitting and comprehensive.

CONFLICT OF INTERESTS

None.

ACKNOWLEDGMENTS

The author is thankful to all the professionals who took part in discussions. The
Author thanks to Saanvi Lavanya (Betkumar) for being with us as source of
happiness.

International Journal of Research - GRANTHAALAYAH 28


https://www.granthaalayahpublication.org/journals/index.php/Granthaalayah/

Considerations and Conundrums that Confronted Throughout the Recruiting Process

REFERENCES

Alder, G. S, and Gilbert, ]J. (2006). Achieving Ethics and Fairness in Hiring: Going
Beyond the Law. Journal of Business Ethics, 68(4), 449-464.
https://doi.org/10.1007/s10551-006-9039-z

Argandoiia, A. (1994). "Dignidad Del Trabajo Y Mercado De Trabajo", in D. Melé,
(Ed.), Etica, Trabajo Y Empleo, EUNSA, Pamplona, 89-121.

Ashkanasy, N. M., Windsor, C. A, and Trevifio, L. K. (2006). Bad Apples in Bad Barrels
Revisited: Cognitive Moral Development, Just World Beliefs, Rewards, and
Ethical Decision-Making. Business Ethics Quarterly, 16(4), 449-473.
https://doi.org/10.5840/beq200616447

Baker, T. L., Hunt, G. H. and Andrews, M. C. (2006). Promoting Ethical Behaviour and
Organizational Citizenship Behaviours: The Influence of Corporate Ethical
Values. Journal of Business Research, 59(1), 849-857.
https://doi.org/10.1016/j.jbusres.2006.02.004

Boekhorst, J. A. (2015). The Role of Authentic Leadership in Fostering Workplace
Inclusion : A Social Information Processing Perspective. Human Resource
Management, 54(2), 241- 264. https://doi.org/10.1002/hrm.21669

Cohen, T. R, Wolf, S. T,, Panter, A. T,, and Insko, C. A. (2011). Introducing The GASP
Scale: A New Measure of Guilt and Shame Proneness. Journal of Personality
and Social Psychology, 100(1), 947-966.
https://doi.org/10.1037/a0022641

Dejardin, J. (2011). An Introduction to Business Ethics (4th Ed). New York, NY :
Mcgraw Hill.

Demuijnck, G. (2009). From an Implicit Christian Corporate Culture to a Structured
Conception of Corporate Ethical Responsibility in a Retail Company: A Case-
Study in Hermeneutic Ethics. Journal of Business Ethics, 84(1), 387-404.
https://doi.org/10.1007/s10551-009-0207-9

Evans, R. (2009). Hiring on High Ethics is an Essential Part of the Hiring Process For
Property Managers. Journal of Property Management, 74(1), 1-10.

Feldman, S. (1996). "The Ethics of Shifting Ties : Management Theory and the
Breakdown of Culture in Modernity. Journal of Management Studies, 33(3),
283-299. https://doi.org/10.1111/j.1467-6486.1996.tb00803 x

Foote, D. and Robinson, I. (1999). The Role of the Human Resources Manager :
Strategist or Conscience of the Organisation?. Business Ethics: A European
Review, 8(2), 89-98. https://doi.org/10.1111/1467-8608.00133

Gardner, T. M., Stansbury, J., and Hart, D. (2010). The Ethics of Lateral Hiring.
Business Ethics Quarterly, 20(3), 341-369.
https://doi.org/10.5840/beq201020326

George, ].M,, and Brief, A.P. (1992). "Feeling Good-Doing Good : A Conceptual
Analysis of the Mood at Work-Organizational Spontaneity Relationship.
Psychological Bulletin, 112, 310-329. https://doi.org/10.1037/0033-
2909.112.2.310

Halbesleben, J.R.B. (2012). "Positive Coworker Exchanges", In : Turner De Tormes
Eby, L., Allen, T.D. (Eds.), Personal Relationships. The Effect on Employee
Attitudes, Behavior, and Well-Being, Routledge, New York, 107-130.

Kahn, W.A. (1998). "Relational Systems At Work", In : Staw, B.M., Cummings, L.L.
(Eds.), Research in Organizational Behavior, JAI Press, Greenwich, 20, 39-
76.

Kline, W. (2012). Hume's Theory of Business Ethics Revisited. Journal of Business
Ethics, 105(2), 163-174. https://doi.org/10.1007/s10551-011-0956-0

International Journal of Research - GRANTHAALAYAH 29


https://www.granthaalayahpublication.org/journals/index.php/Granthaalayah/
https://doi.org/10.1007/s10551-006-9039-z
https://doi.org/10.1007/s10551-006-9039-z
https://doi.org/10.1007/s10551-006-9039-z
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://doi.org/10.5840/beq200616447
https://doi.org/10.5840/beq200616447
https://doi.org/10.5840/beq200616447
https://doi.org/10.5840/beq200616447
https://doi.org/10.1016/j.jbusres.2006.02.004
https://doi.org/10.1016/j.jbusres.2006.02.004
https://doi.org/10.1016/j.jbusres.2006.02.004
https://doi.org/10.1016/j.jbusres.2006.02.004
https://doi.org/10.1002/hrm.21669
https://doi.org/10.1002/hrm.21669
https://doi.org/10.1002/hrm.21669
https://doi.org/10.1002/hrm.21669
https://doi.org/10.1037/a0022641
https://doi.org/10.1037/a0022641
https://doi.org/10.1037/a0022641
https://doi.org/10.1037/a0022641
https://digitalcommons.csbsju.edu/academic_books/1/
https://digitalcommons.csbsju.edu/academic_books/1/
https://doi.org/10.1007/s10551-009-0207-9
https://doi.org/10.1007/s10551-009-0207-9
https://doi.org/10.1007/s10551-009-0207-9
https://doi.org/10.1007/s10551-009-0207-9
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://doi.org/10.1111/j.1467-6486.1996.tb00803.x
https://doi.org/10.1111/j.1467-6486.1996.tb00803.x
https://doi.org/10.1111/j.1467-6486.1996.tb00803.x
https://doi.org/10.1111/j.1467-6486.1996.tb00803.x
https://doi.org/10.1111/1467-8608.00133
https://doi.org/10.5840/beq201020326
https://doi.org/10.5840/beq201020326
https://doi.org/10.5840/beq201020326
https://doi.org/10.1037/0033-2909.112.2.310
https://doi.org/10.1037/0033-2909.112.2.310
https://doi.org/10.1037/0033-2909.112.2.310
https://doi.org/10.1037/0033-2909.112.2.310
https://doi.org/10.1037/0033-2909.112.2.310
https://psycnet.apa.org/record/2012-03641-006
https://psycnet.apa.org/record/2012-03641-006
https://psycnet.apa.org/record/2012-03641-006
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://doi.org/10.1007/s10551-011-0956-0
https://doi.org/10.1007/s10551-011-0956-0
https://doi.org/10.1007/s10551-011-0956-0

A. K. Mishra, and P. S. Aithal

Ladd, R, Pasquerella, L., and Smith, S. (1994). Liability-Driven Ethics: The Impact on
Hiring Practices. Business Ethics Quarterly, 4(3), 321-333.
https://doi.org/10.2307 /3857450

Lantos, G. P. (1999). Motivating Moral Corporate Behavior. Journal of Consumer
Marketing, 16(3), 222-233. https://doi.org/10.1108/07363769910271469

Lloyd, R. A. (2016). CHS Country Operations' International Business Strategy.
Journal of the North American Management Society, 10(1), 66-84.

Lloyd, R. A. (2017). The Impact of CSR Efforts on Firm Performance in the Energy
Sector. Review of Integrative Business and Economics Research, 7(3), 25-65.

Lloyd, R. A, and Mertens, D. (2018). Expecting More Out of Expectancy Theory:
History Urges Inclusion of the Social Context. International Management
Review, 14(1), 28-43.

Martin, K., and Cullen, ]J. (2006). Continuities and Extensions of Ethical Climate
Theory : A Meta-Analytic Review. Journal of Business Ethics, 69(2), 175-194.
https://doi.org/10.1007/s10551-006-9084-7

Mishra A. K. (2018). Assessment of Human Resource Capacity of Construction
Companies in Nepal. Journal of Advanced Research in HR And
Organizational Management 5 (4) , 14-25.
https://doi.org/10.24321/2454.3268.201804

Mishra, A. K. (2019). Implementation Status of Value Management in Project
Management Practicein Nepal. International Journal of Management
Studies, 6(1). 92-108. https://doi.org/10.5281/zenodo.7274383

Mishra, A. K, (2022). A Reference Book on Comparative Assessment from the
Eastern Approach. Intellectual's Book Palace, Kathmandu, Nepal, Google
Scholar. https://doi.org/10.5281/zenodo.7113124

Mishra, A. K, and Aithal, P. S., (2022). An Imperative on Green Financing in the
Perspective of Nepal. International Journal of Applied Engineering and
Management Letters (JAEML), 6(2), 242-253.
https://doi.org/10.5281/zenodo.7221741.

Mishra, A.K. (2020). Project Management : Theory and Practicefrom Different
Countries. Project Management : Theoryand Practice from Different
Countries. Tamilnadu: Dkinternational Research Foundation.
http://doi.org/10.5281/zenodo.4817542

Paine, L. S. (1994). Managing for Organizational Integrity. Harvard Business Review.

Roberts, ]. L. (2016). Rethinking Employment Discrimination Harms. Indiana Law
Journal, 91(2), 393-454.

Ross, H. ]. (2014). Everyday Bias: Identifying and Overcoming Unconscious
Prejudice in our Daily Lives. United States : Rowman and Littlefield
Publishers.

Ruona, W. E. A, and Gibson, S. K. (2004). The Making of Twenty-First-Century HR :
an Analysis of The Convergence of HRM, HRD, and OD. Human Resource
Management, 43(1), 49- 66. https://doi.org/10.1002/hrm.20002

Taylor, R. S. (2009). Rawlsian Affirmative Action. Ethics, 119(3), 476-506.
https://doi.org/10.1086/598170

Thoman, D., and Lloyd, R. A. (2018). A Review of The Literature on Human Resource
Development: Leveraging HR as a Strategic Partner in the High Performance
Organization. Journal of International and Interdisciplinary Business
Research, 5(1), 147-160.

Trevino, L. K, Weaver, G. R, and Reynolds, S. J. (2006). Behavioral Ethics in
Organizations : A Review. Journal of Management, 32(6), 951-990.
https://doi.org/10.1177/0149206306294258

International Journal of Research - GRANTHAALAYAH 30


https://www.granthaalayahpublication.org/journals/index.php/Granthaalayah/
https://doi.org/10.2307/3857450
https://doi.org/10.2307/3857450
https://doi.org/10.2307/3857450
https://doi.org/10.1108/07363769910271469
https://doi.org/10.1108/07363769910271469
https://doi.org/10.1108/07363769910271469
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://digitalcommons.georgefox.edu/dbadmin/15/
https://digitalcommons.georgefox.edu/dbadmin/15/
https://www.proquest.com/openview/b54184d33fb5ba50a00d6593f84b4863/1?pq-origsite=gscholar&cbl=28202
https://www.proquest.com/openview/b54184d33fb5ba50a00d6593f84b4863/1?pq-origsite=gscholar&cbl=28202
https://www.proquest.com/openview/b54184d33fb5ba50a00d6593f84b4863/1?pq-origsite=gscholar&cbl=28202
https://doi.org/10.1007/s10551-006-9084-7
https://doi.org/10.1007/s10551-006-9084-7
https://doi.org/10.1007/s10551-006-9084-7
https://doi.org/10.24321/2454.3268.201804
https://doi.org/10.24321/2454.3268.201804
https://doi.org/10.24321/2454.3268.201804
https://doi.org/10.24321/2454.3268.201804
https://doi.org/10.5281/zenodo.7274383
https://doi.org/10.5281/zenodo.7274383
https://doi.org/10.5281/zenodo.7274383
https://doi.org/10.5281/zenodo.7274383
https://doi.org/10.5281/zenodo.7113124
https://doi.org/10.5281/zenodo.7113124
https://doi.org/10.5281/zenodo.7113124
https://doi.org/10.5281/zenodo.7113124
https://doi.org/10.5281/zenodo.7221741
https://doi.org/10.5281/zenodo.7221741
https://doi.org/10.5281/zenodo.7221741
https://doi.org/10.5281/zenodo.7221741
http://doi.org/10.5281/zenodo.4817542
http://doi.org/10.5281/zenodo.4817542
http://doi.org/10.5281/zenodo.4817542
http://doi.org/10.5281/zenodo.4817542
https://hbr.org/1994/03/managing-for-organizational-integrity
https://www.repository.law.indiana.edu/ilj/vol91/iss2/5
https://www.repository.law.indiana.edu/ilj/vol91/iss2/5
https://www.amazon.in/Everyday-Bias-Identifying-Navigating-Unconscious/dp/1442230835
https://www.amazon.in/Everyday-Bias-Identifying-Navigating-Unconscious/dp/1442230835
https://www.amazon.in/Everyday-Bias-Identifying-Navigating-Unconscious/dp/1442230835
https://doi.org/10.1002/hrm.20002
https://doi.org/10.1002/hrm.20002
https://doi.org/10.1002/hrm.20002
https://doi.org/10.1002/hrm.20002
https://doi.org/10.1086/598170
https://doi.org/10.1086/598170
https://scholars.fhsu.edu/cgi/viewcontent.cgi?article=1063&context=jiibr
https://scholars.fhsu.edu/cgi/viewcontent.cgi?article=1063&context=jiibr
https://scholars.fhsu.edu/cgi/viewcontent.cgi?article=1063&context=jiibr
https://scholars.fhsu.edu/cgi/viewcontent.cgi?article=1063&context=jiibr
https://doi.org/10.1177/0149206306294258
https://doi.org/10.1177/0149206306294258
https://doi.org/10.1177/0149206306294258

Considerations and Conundrums that Confronted Throughout the Recruiting Process

Trevino, L. K., and Youngblood, S. A. (1990). Bad Apples in Bad Barrels : A Causal
Analysis of Ethical Decision-Making Behavior. Journal of Applied
Psychology, 75(4), 378-385. https://doi.org/10.1037/0021-9010.75.4.378

Umair H. (2010). Ethical Capital is Capitalism's New Cornerstone, Business Ethics,
Harvard Business.

Vollrath, M., Lloyd, R. A., and Liu, Y. (2017). A New Standard for Global Education : A
Case Study of Duke Kunshan University. In Alphin, H. C., Lavine, ]., and Chan,
R. Y. (Eds.), Exploring the Future of Accessibility in Higher Education, 1GI
Global, 21-36.

Yadav, R.S,, Sharestha,l.N, and Mishra, A.K,, (2016). Assessment of Ethical Behaviour
Among Professionals Atprocurement and After Tendering Process with its
Impacts and Drivers in Nepalese Constructionindustry. International
Journal of Scientific and Technology Research, 5 (11),1-8.

Yamamoto, K., and Lloyd, R. A. (2019). Issues in International Labor : A Study of
Japanese Expatriates in Japan-Based Mnes in the United States. In George, B.,
and Roberts, J. (Eds.), The Changing Landscape of Global Business :
Principles and Practices, Cambridge Scholars Publishing.

York, C. D. (2014). Hone in on Your Hiring Practices. Journal of Property
Management, 79(3), 26-26.

International Journal of Research - GRANTHAALAYAH 31


https://www.granthaalayahpublication.org/journals/index.php/Granthaalayah/
https://doi.org/10.1037/0021-9010.75.4.378
https://doi.org/10.1037/0021-9010.75.4.378
https://doi.org/10.1037/0021-9010.75.4.378
https://doi.org/10.1037/0021-9010.75.4.378
https://hbr.org/2010/06/ethical-capital
https://hbr.org/2010/06/ethical-capital
https://doi.org/10.4018/978-1-5225-2560-8.ch002
https://doi.org/10.4018/978-1-5225-2560-8.ch002
https://doi.org/10.4018/978-1-5225-2560-8.ch002
https://doi.org/10.4018/978-1-5225-2560-8.ch002
https://www.ijstr.org/final-print/nov2016/Assessment-Of-Ethical-Behavior-Among-Professionals-At-Procurement-And-After-Tendering-Process-With-Its-Impacts-And-Drivers-In-Nepalese-Construction-Industry.pdf
https://www.ijstr.org/final-print/nov2016/Assessment-Of-Ethical-Behavior-Among-Professionals-At-Procurement-And-After-Tendering-Process-With-Its-Impacts-And-Drivers-In-Nepalese-Construction-Industry.pdf
https://www.ijstr.org/final-print/nov2016/Assessment-Of-Ethical-Behavior-Among-Professionals-At-Procurement-And-After-Tendering-Process-With-Its-Impacts-And-Drivers-In-Nepalese-Construction-Industry.pdf
https://www.ijstr.org/final-print/nov2016/Assessment-Of-Ethical-Behavior-Among-Professionals-At-Procurement-And-After-Tendering-Process-With-Its-Impacts-And-Drivers-In-Nepalese-Construction-Industry.pdf
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://dx.doi.org/10.29121/granthaalayah.v10.i11.2022.4891
https://link.gale.com/apps/doc/A370458356/AONE?u=googlescholar&sid=bookmark-AONE&xid=e93d1365
https://link.gale.com/apps/doc/A370458356/AONE?u=googlescholar&sid=bookmark-AONE&xid=e93d1365

	Considerations and Conundrums that Confronted throughout the Recruiting Process
	A. K. Mishra 1 , P. S. Aithal 2
	1 D. Sc Research Scholar, Srinivas University, India, and Associate Professor, United Technical College, Affiliated to Pokhara University, Bharatpur Metropolitan, Nepal
	2 Professor, Institute of Management and Commerce, Srinivas University, Mangalore, India


	1. INTRODUCTION
	2. OBJECTIVES
	3. METHODOLOGY
	4. REVIEW AND DISCUSSION
	4.1. Conceptualization of Ethics and Competitiveness
	4.1.1. OBLIGATION TOWARDS MORALITY
	4.1.2. ASSORTMENT/DIVERSITY
	4.1.3. ANTI-DISCRIMINATION
	4.1.4. INTEGRITY
	4.1.5. FAIRNESS

	4.2. ETHICAL DILEMMAS THAT HR PROFESSIONALS FACE DURING THE RECRUITING PROCESS
	4.2.1. POSTING A JOB ADVERTISEMENT FOR A PLACE THAT DOES NOT EXIST
	4.2.2. MISREPRESENTING THE DUTIES OR REQUIREMENTS OF AN OPEN POSITION
	4.2.3. UNETHICAL EMPLOYEE REFERRAL PRACTICES
	4.2.4. UNETHICAL USE OF SOCIAL MEDIA


	5. CONCLUSION
	CONFLICT OF INTERESTS
	ACKNOWLEDGMENTS
	REFERENCES
	Alder, G. S., and Gilbert, J. (2006). Achieving Ethics and Fairness in Hiring: Going Beyond the Law. Journal of Business Ethics, 68(4), 449-464. https://doi.org/10.1007/s10551-006-9039-z
	Argandoña, A. (1994). "Dignidad Del Trabajo Y Mercado De Trabajo", in D. Melé, (Ed.), Ética, Trabajo Y Empleo, EUNSA, Pamplona, 89-121.
	Ashkanasy, N. M., Windsor, C. A., and Treviño, L. K. (2006). Bad Apples in Bad Barrels Revisited: Cognitive Moral Development, Just World Beliefs, Rewards, and Ethical Decision-Making. Business Ethics Quarterly, 16(4), 449-473. https://doi.org/10.5840...
	Baker, T. L., Hunt, G. H. and Andrews, M. C. (2006). Promoting Ethical Behaviour and Organizational Citizenship Behaviours: The Influence of Corporate Ethical Values. Journal of Business Research, 59(1), 849-857. https://doi.org/10.1016/j.jbusres.2006...
	Boekhorst, J. A. (2015). The Role of Authentic Leadership in Fostering Workplace Inclusion : A Social Information Processing Perspective. Human Resource Management, 54(2), 241- 264. https://doi.org/10.1002/hrm.21669
	Cohen, T. R., Wolf, S. T., Panter, A. T., and Insko, C. A. (2011). Introducing The GASP Scale: A New Measure of Guilt and Shame Proneness. Journal of Personality and Social Psychology, 100(1), 947-966. https://doi.org/10.1037/a0022641
	Dejardin, J. (2011). An Introduction to Business Ethics (4th Ed). New York, NY : Mcgraw Hill.
	Demuijnck, G. (2009). From an Implicit Christian Corporate Culture to a Structured Conception of Corporate Ethical Responsibility in a Retail Company: A Case-Study in Hermeneutic Ethics. Journal of Business Ethics, 84(1), 387-404. https://doi.org/10.1...
	Evans, R. (2009). Hiring on High Ethics is an Essential Part of the Hiring Process For Property Managers. Journal of Property Management, 74(1), 1-10.
	Feldman, S. (1996). "The Ethics of Shifting Ties : Management Theory and the Breakdown of Culture in Modernity. Journal of Management Studies, 33(3), 283-299. https://doi.org/10.1111/j.1467-6486.1996.tb00803.x
	Foote, D. and Robinson, I. (1999). The Role of the Human Resources Manager : Strategist or Conscience of the Organisation?. Business Ethics: A European Review, 8(2), 89-98. https://doi.org/10.1111/1467-8608.00133
	Gardner, T. M., Stansbury, J., and Hart, D. (2010). The Ethics of Lateral Hiring. Business Ethics Quarterly, 20(3), 341-369. https://doi.org/10.5840/beq201020326
	George, J.M., and Brief, A.P. (1992). "Feeling Good-Doing Good : A Conceptual Analysis of the Mood at Work-Organizational Spontaneity Relationship. Psychological Bulletin, 112, 310-329. https://doi.org/10.1037/0033-2909.112.2.310
	Halbesleben, J.R.B. (2012). "Positive Coworker Exchanges", In : Turner De Tormes Eby, L., Allen, T.D. (Eds.), Personal Relationships. The Effect on Employee Attitudes, Behavior, and Well-Being, Routledge, New York, 107-130.
	Kahn, W.A. (1998). "Relational Systems At Work", In : Staw, B.M., Cummings, L.L. (Eds.), Research in Organizational Behavior, JAI Press, Greenwich, 20, 39- 76.
	Kline, W. (2012). Hume's Theory of Business Ethics Revisited. Journal of Business Ethics, 105(2), 163-174. https://doi.org/10.1007/s10551-011-0956-0
	Ladd, R., Pasquerella, L., and Smith, S. (1994). Liability-Driven Ethics: The Impact on Hiring Practices. Business Ethics Quarterly, 4(3), 321-333. https://doi.org/10.2307/3857450
	Lantos, G. P. (1999). Motivating Moral Corporate Behavior. Journal of Consumer Marketing, 16(3), 222-233. https://doi.org/10.1108/07363769910271469
	Lloyd, R. A. (2016). CHS Country Operations' International Business Strategy. Journal of the North American Management Society, 10(1), 66-84.
	Lloyd, R. A. (2017). The Impact of CSR Efforts on Firm Performance in the Energy Sector. Review of Integrative Business and Economics Research, 7(3), 25-65.
	Lloyd, R. A., and Mertens, D. (2018). Expecting More Out of Expectancy Theory: History Urges Inclusion of the Social Context. International Management Review, 14(1), 28-43.
	Martin, K., and Cullen, J. (2006). Continuities and Extensions of Ethical Climate Theory : A Meta-Analytic Review. Journal of Business Ethics, 69(2), 175-194. https://doi.org/10.1007/s10551-006-9084-7
	Mishra A. K. (2018). Assessment of Human Resource Capacity of Construction Companies in Nepal. Journal of Advanced Research in HR And Organizational Management 5 (4) , 14-25. https://doi.org/10.24321/2454.3268.201804
	Mishra, A. K. (2019). Implementation Status of Value Management in Project Management Practicein Nepal. International Journal of Management Studies, 6(1). 92-108. https://doi.org/10.5281/zenodo.7274383
	Mishra, A. K., (2022). A Reference Book on Comparative Assessment from the Eastern Approach. Intellectual's Book Palace, Kathmandu, Nepal, Google Scholar. https://doi.org/10.5281/zenodo.7113124
	Mishra, A. K., and Aithal, P. S., (2022). An Imperative on Green Financing in the Perspective of Nepal. International Journal of Applied Engineering and Management Letters (IJAEML), 6(2), 242-253. https://doi.org/10.5281/zenodo.7221741.
	Mishra, A.K. (2020). Project Management : Theory and Practicefrom Different Countries. Project Management : Theoryand Practice from Different Countries. Tamilnadu: Dkinternational Research Foundation. http://doi.org/10.5281/zenodo.4817542
	Paine, L. S. (1994). Managing for Organizational Integrity. Harvard Business Review.
	Roberts, J. L. (2016). Rethinking Employment Discrimination Harms. Indiana Law Journal, 91(2), 393-454.
	Ross, H. J. (2014). Everyday Bias: Identifying and Overcoming Unconscious Prejudice in our Daily Lives. United States : Rowman and Littlefield Publishers.
	Ruona, W. E. A., and Gibson, S. K. (2004). The Making of Twenty-First-Century HR : an Analysis of The Convergence of HRM, HRD, and OD. Human Resource Management, 43(1), 49- 66. https://doi.org/10.1002/hrm.20002
	Taylor, R. S. (2009). Rawlsian Affirmative Action. Ethics, 119(3), 476-506. https://doi.org/10.1086/598170
	Thoman, D., and Lloyd, R. A. (2018). A Review of The Literature on Human Resource Development: Leveraging HR as a Strategic Partner in the High Performance Organization. Journal of International and Interdisciplinary Business Research, 5(1), 147-160.
	Trevino, L. K., Weaver, G. R., and Reynolds, S. J. (2006). Behavioral Ethics in Organizations : A Review. Journal of Management, 32(6), 951-990. https://doi.org/10.1177/0149206306294258
	Trevino, L. K., and Youngblood, S. A. (1990). Bad Apples in Bad Barrels : A Causal Analysis of Ethical Decision-Making Behavior. Journal of Applied Psychology, 75(4), 378-385. https://doi.org/10.1037/0021-9010.75.4.378
	Umair H. (2010). Ethical Capital is Capitalism's New Cornerstone, Business Ethics, Harvard Business.
	Vollrath, M., Lloyd, R. A., and Liu, Y. (2017). A New Standard for Global Education : A Case Study of Duke Kunshan University. In Alphin, H. C., Lavine, J., and Chan, R. Y. (Eds.), Exploring the Future of Accessibility in Higher Education, IGI Global,...
	Yadav, R.S., Sharestha,I.N, and Mishra, A.K., (2016). Assessment of Ethical Behaviour Among Professionals Atprocurement and After Tendering Process with its Impacts and Drivers in Nepalese Constructionindustry. International Journal of Scientific and ...
	Yamamoto, K., and Lloyd, R. A. (2019). Issues in International Labor : A Study of Japanese Expatriates in Japan-Based Mnes in the United States. In George, B., and Roberts, J. (Eds.), The Changing Landscape of Global Business : Principles and Practice...
	York, C. D. (2014). Hone in on Your Hiring Practices. Journal of Property Management, 79(3), 26-26.


